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Thaksin University International College
It is with pleasure that we introduce this book about some work conducted through the Thaksin
University International College. The International College is a functional unit within the
university for regional and international research that is publishable internationally. This
particular work has involved some years of fieldwork in four countries of ASEAN and is
supplemented by an extensive analysis of documentation around the subject of cross-cultural
management.
As close neighbours to Thailand, particularly southern Thailand where Thaksin University if
located, the nations of Cambodia, Laos and Vietnam have much cultural, land and maritime
history; however, more recent overlays have produced a diversity that builds on essential
differences in approaches – all of which form part of a shared long and rich history, These
differences, albeit underpinned by strong and long regional commonalities, inform modern
management and leadership styles. Thus the International College of Thaksin University sees
this work as integral to its role in the ASEAN region.
Based on the ethic that sustainable development relies on interdisciplinary understanding, the
International College engages in diverse research, which has ranged from economics, law and
business through history and social science to technological developments in science,
engineering and agriculture.
The work presented in this book is that of Dr Paul Hughes, who has engaged with key persons
associated with the International College, namely Prof Brian Sheehan throughout the period
of study and collation, and in for specific later inputs, Emer Prof Brian Corbitt, Dr John Barnes
and Prof Lindsay Falvey. In this way, Thaksin University is proud of its association with the
erstwhile institutions of such academics – in this case the Asian Forum for Business
Education, the Royal Melbourne Institute of Technology, and the University of Melbourne.
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Director, International College
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What this Book is About
The Association of Southeast Asian Nations (ASEAN) Economic
Community (AEC) is in position to gain a significant share of
regional and global economic trade and commerce. This book
addresses the regional, social, cultural, and ethnocentric
dimensions of economically emerging ASEAN nations – namely,
Thailand, Vietnam, Laos, and Cambodia. It then identifies
means to better prepare current and future cross-cultural
management and leadership personnel in the AEC. Using a
Hofstede’s VSM-13 survey and Neuliep and McCroskey’s GENE
scale, a multifaceted view of AEC cultural values emerges,
which suggest that managerial techniques, attitudes and
behaviors will vary with national social, cultural, and
ethnocentric values.
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Chapter 1
Four Countries in ASEAN
As a byproduct of globalism, many companies are now
operating in emerging markets around the world. This economic
strategy has given rise to multinational organizations where
local employees, working alongside foreign managers and
leaders, together pursue organizational goals and
accomplishments. Some of the reasons for a company or
business to expand into emerging regions and markets is to
create global competitiveness by exploiting a reduction of labor
costs, production costs, and special or unique opportunities in
the liberalization of trade and low tariffs that may contribute to
economic integration in the country. Effective knowledge, use,
and leverage of cross-cultural diversity management and
leadership techniques can innovate and enhance employee
output and help sustain host employee motivation and
productivity towards a successful and elevated level.
In the current era, the Association of Southeast Asian
Nations (ASEAN) is in position to gain a significant share of
regional and global economic trade and commerce. The original
ten ASEAN member nations – Thailand, Laos, Cambodia,
Vietnam, Myanmar, Malaysia, Indonesia, the Philippines,
Brunei, and Singapore – went ‘live’ as the ASEAN Economic
Community (AEC) at the end of 2015, and are envisaged to be
the fourth leading global economy by the year 2050. If ASEAN
small-to-medium
enterprises
(SME),
multi-national
corporations (MNC), or Multinational Enterprises (MNE) are to
compete and bring to realization an economy of this grand scale,
the ASEAN nations must successfully cope and contend with an
ASEAN Cross-cultural Management - Hughes
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inevitable shortage of effective cross-cultural management
(CCM) and leadership talent which will be required to attain this
lofty goal. The AEC currently has a population of more than 600
million people whom – in many cases –have diverse regional,
social, cultural, and ethnocentric dimensions that coexist in the
workforce of these nations. The managers and leadership of
AEC organizations and businesses must have the ability to
realize and understand the ethnic and cultural amalgamation
inherent in the successful blending of these multicultural
variances. Additionally, they also must have the ability to
grapple with the differences effectively, while respecting the
social and ethnic culture of both employees and customers
whom possess such multifaceted cultural diversity.
Cross-cultural or host countries have both expenses and
paybacks for MNCs conducting business outside of their
immediate control and/or geographic domain; many general
issues from social responsibility to specific concerns that relate
directly to organizational profitability must be addressed to
accommodate the needs of local employees and host corporate
operations (Deresky, 2016). Corporations or businesses in
developing or emerging markets, such as those represented in
this study, are characterized by a relatively slow change in
economic progress, a low gross national product or GDP, low
per capital income, a somewhat large portion of their population
as unskilled laborers with governments that often appear
unattractive to foreign direct investment or FDI (Akin, 2009).
For cross-cultural managers and leaders, it is important
to realize and understand the social and business environments
that may influence the behavioral or attitudinal roles necessary
to effectively manage the encountered host country’s
environmental diversity. To better understand the complex role
that cultural and social dynamics contribute to the local labor
force, a contingency approach is often required; this approach
2
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may require unique cross-cultural managerial and leadership
skills which may enhance the comparative and competitive host
advantages found in these sorts of dynamic business
environments (Deresky, 2016). A successful manager or leader
in emerging global markets will be required to analyze the host
environment, foresee how this environment may positively or
negatively impact the organization, and develop proactive
and/or reactive operation and management styles and techniques
to lever the conditions of the host environment towards the
success of the organizational mission and goals (Lin & Carley,
1993). As indicated by Anbari, Khilkhanova, Romanova, &
Umpleby (2004), important strategic problems can occur when
managing and leading an international project; value systems of
locally hired employees and laborers can affect thinking, feeling,
acting, and behavior towards the organization and its goals and
can interfere with the success of important projects in the host
country. Management and leadership talent must know or be
significantly aware of the social and cultural value systems of
the host employees, and possess the attitudes and skills
necessary to effectively and efficiently manage a potentially
diverse workforce.
Especially important are cross-cultural management and
leadership elements which regard personal and professional
relations between supervisory management and host
subordinates, orientations towards motivation of a cross-cultural
workforce, local employees’ attitudes regarding management
expectations, and organizational goal time constraints (Anbari,
Khilkhanova, Romanova, & Umpleby, 2004). According to
Weber (2008), the impact and paybacks for successful crosscultural organizational success includes (Weber, 2008, pp. 247261): revenue increases – increased market exposure; cost
decreases – utilities, rent, payroll; risk reduction – government
regulations, political situations; increase in brand value – ability
ASEAN Cross-cultural Management - Hughes
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for higher production and market share; improved customer
attraction and retention; improved reputation – product quality
and service, and imporoved employment recruitment,
motivation, and retention.
For these reasons, key regional, social, cultural, and
ethnocentric dimensions of Thailand, Vietnam, Laos, and
Cambodia are worthy of identification to better prepare current
and future cross-cultural management and leadership personnel
in such AEC market countries. These four countries are
representative sample of the AEC for three major reasons: with
the exception of Myanmar they represent the main AEC
emerging economy nations; they are geographically contiguous
which is likely to facilitate cross-border business and thus
require cross-cultural management and leadership; and the
language, religions, values, and beliefs of the people in these
four nations are noticeably diverse. In terms of the work for this
book, a fourth factor was convenience of access to the peoples
of these countries at this time.
Insights into ASEAN
The Association of Southeast Asian Nations (ASEAN),
established on 8 August 1967, consist of three ‘pillars’ which
form the ASEAN Community Councils – the ASEAN Economic
Community (AEC), ASEAN Political-Security Community
(APSC) and the ASEAN Socio-Cultural Community
(ASCC)(Association of Southeast Asian Nations, 2016). The
goal of the AEC is to perform a consultative role for the nations
that comprise ASEAN. A summary of the areas of guidance
include(Association of Southeast Asian Nations, 2015):
• cooperation and development of human resources
• creation and recognition of professional qualifications across
the region
4
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•
•
•
•

providing guidance in regional economic and financial policy
construction and maintenance of infrastructure projects
technology and communications
electronic data transaction processing through the e-ASEAN
system
• promotion of regional sourcing of skilled labor
• enhancement of involvement of the private business sector
required for the creation and maintenance of the AEC
Social and economic integration in ASEAN, however, is
not limited to regional and global economic trade, transfer of
information, technology, and free movement of employee
skilled labor across the region (Rhein, 2014).Both SMEs and
MNCs currently struggle to find talented personnel capable of
managing and leading the complexities of workforce employees
in CCM conditions and situations. In a diverse and complex
region such as ASEAN, each nation of the AEC speaks multiple
languages (albeit English is the ‘official’ language of ASEAN),
has multiple regional ethnic groups, religions, customs, values,
and cultures. Each of these culturally different value systems can
have a devastating effect on organizational performance and
goal attainment if CCM management, staff, and leadership lack
the knowledge, understanding, and respect of the host nation’s
labor force. Successfully and effectively unifying such daunting
cultural diversity of the workforce participants requires
organizational CCM managers and leaders to understand as
clearly as possible how the nuances of cultural values can affect
the CCM of employees and labor from different nations working
together in an organizational team environment.
As just one example of the extreme diversity among the
AEC, most of the major world religions are represented within
the ten ASEAN nations – Islam in Brunei, Indonesia, Malaysia;
Buddhism in Myanmar, Cambodia, Laos, Singapore, and
ASEAN Cross-cultural Management - Hughes
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Thailand; Christianity in the Philippines; and Atheism in most
of Vietnam(CIA, 2014).
Past work has indicated that religion directly affects
attitudes, values, and behaviors under a variety of circumstances
and situations(Bartels, Bauman, Cushman, Pizarro, & McGraw,
2015); without a clear understanding of a host countries’ cultural
value system, CCM of local employees can be wrought with
significant challenges and increase exposure to organizational
failure(Desson & Clouthier, 2010; Treven, 2001). When
individuals from both originating and host countries respect the
cultural value systems of one another, these challenges and
failure possibilities confronted by cross-cultural organizations
may be significantly reduced. Cultural diversity among
members of the organization may indeed be viewed as a
‘competitive edge’ when leveraged against similar companies
which may lack the knowledge of harnessing diversity in a
positive manner (Mazur, 2010). Differing scales of industrial
development between ASEAN nations indicates that future
structural, political and economic development occurs in these
countries will require effective leadership techniques. Taking a
proactive approach towards development requires knowing and
being aware of possible road blocks. Socio-cultural and local
value-belief systems will inevitably play a major role in the
organization’s workforce and will require cross-cultural
managers and leaders that are better prepared for implementing
and achieving organizational development goals and initiatives
in the host country.
The diversity of culture in the four representative
ASEAN countries – Thailand, Vietnam, Laos, and Cambodia –
here under discussion are now introduced.

6
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Thailand
The Kingdom of Thailand – known as Siam until 1939 – was
traditionally founded in 1238 and established and unified as an
absolute monarchy in the mid-14th century(US CIA, 2015);
Thailand is the only Southeast Asian nation to have never been
colonized by an outside country or nation. As a result of the coup
d’etat on June 24th, 1932 the abosulte monarchy in Thailand
ended with the implementation of a permanent constitution; by
the end of that year, the first National Assembly as a quasiparlementary regime was implemented which eventually
resulted into a constitutional monarchy where executive power
was ultimately vested (LePoer, 1987). There have been many
military coups in Thailand since the abolition of the absolute
monarchy in 1932; military coups have been common in
Thailand since then –19 in all, with 12 of them successful. The
current coup took place on May 22nd, 2014, and as of 2016
continues to apply.
Thailand has a population of nearly 69 million people,
with a net migration of 0%. Nearly 94% of the residents are
Buddhist, and Thai is the official language. Thailand’s land mass
is nearly equal to that of France. Although over 95% of the
population is ethnic Thai, various peoples from China, India, and
the bordering countries of Laos, Myanmar (previously named
Burma), Malaysia, and Cambodia have populated Thailand in
the past and have influenced the development of Thai culture
(Falvey, 2015). The GDP per capita (PPP) of Thailand is
approximately $16,000 USD, with over one-half of the people
living in urban areas. The unemployment rate is low at one
percent, however it is estimated that over 12% of the residents
live below the poverty level.
The nation itself is divided into six general regions
containing a total of seventy-six provinces as defined by the
ASEAN Cross-cultural Management - Hughes
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National Geographical Committee in 1978. These general
regions are: Northern Thailand, Northeastern Thailand, Western
Thailand, Central Thailand, Eastern Thailand, and Southern
Thailand. One main region, namely the Central Thailand region,
contains the cities of Nonthaburi, Pak Kret, and Bangkok – the
capitol city of Thailand. Bangkok is one of the largest cities in
the world having a population in 2015 estimated at 15.6 million
people (NationsOnline.org, 2016; CityPopulation.de, 2015).
Interestingly, Bangkok is built on the delta of the Chao Phraya
River basin and the city is sinking at an average rate of about 2
inches (or 5.08 centimeters) per year – at this rate, many experts
believe the city of Bangkok may be completely inundated by
water within the next 50 to 100 years (Philip, 2011; Asian
Development Bank, 2010). Agriculture, consisting of rice,
cassava, rubber and sugarcane among other agricultural
products, makes up over 10% of Thailand’s GDP and over 30%
of the labor force; however, the majority of Thais are employed
in the service sector.
People, Society and Economy of Thailand (US CIA, 2015)
Government type: Constitutional Monarchy
Capital: Bangkok
Ethnic groups – Thai: 95.9%, Burmese: 2%, other: 0.9%
Languages – Thai (official): 90.7%, Burmese: 1.3%, other: 8%
Religions – Buddhist (official): 93.6%, Muslim: 4.9%, Christian:
1.2%, Other: 0.2%, None: 0.1%
Population: 68,200,824
Age Structure – 0-14 years: 17.41%; 15-24: 14.78%; 2554: 46.69%; 55-64: 11.26%; 65+: 9.86%. Median Age: 36.7 years
Population growth rate: 0.34%
Net migration rate: 0%
Urbanization: 50.4%; Rate: 2.97% annually
Life expectancy: 74.43 years (Male: 71.24; Female: 77.78)
Literacy Rate: 96.7%
Years of Education: 14 years (Male: 13; Female: 14)
GDP 2015 (in USD) – Purchasing power parity (PPP): $1.108 trillion
Official exchange rate: $395.3 billion

8
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Real growth rate: 2.8%
Per capita (PPP): $16,100
Composition, by end use –
Household consumption: 52.8%
Government consumption: 17.1%
Investment in fixed capital: 25.3%
Investment in inventories: -0.2%
Exports of goods and services: 67.6%
Imports of goods and services: -62.6%
Composition, by sector of origin –
Agriculture: 10.4%
Industry: 37.7%
Services: 51.9%
Agricultural products – rice, cassava (manioc, tapioca), rubber,
corn, sugarcane, coconuts, palm oil, pineapple, livestock, fish
Industries – tourism, textiles and garments, agricultural
processing, beverages, tobacco, cement, light manufacturing such
as jewelry and electric appliances, computers and parts,
integrated circuits, furniture, plastics, automobiles and
automotive parts, agricultural machinery, air conditioning and
refrigeration, ceramics, aluminum, chemical, environmental
management, glass, granite and marble, leather, machinery and
metal work, petrochemical, petroleum refining, pharmaceuticals,
printing, pulp and paper, rubber, sugar, rice, fishing, cassava,
world's second-largest tungsten producer and third-largest tin
producer
Industrial production growth rate: 4%
Labor force: 39.12 million workers
Labor force by occupation – Agriculture: 32.2%: Industry: 16.7%; Service:
51.1%; Unemployment rate: 1%
Population below the poverty line: 12.6%
Public debt: 50.6% of GDP
Inflation rate (consumer prices): -0.9%
Exports (in USD): $214.8 billion
Exports (commodities) – automobiles and parts, computer and parts,
jewelry and precious stones, polymers of ethylene in primary
forms, refine fuels, electronic integrated circuits, chemical
products, rice, fish products, rubber products, sugar, cassava,
poultry, machinery and parts, iron and steel and their products
Exports (partners) – US: 11.2%, China: 11.1%, Japan: 9.4%, Hong
ASEAN Cross-cultural Management - Hughes
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Kong:5.5%, Malaysia: 4.8%, Australia: 4.6%, Vietnam: 4.2%,
Singapore: 4.1%
Imports (in USD): $196.4 billion
Imports (commodities) – machinery and parts, crude oil,
electrical machinery and parts, chemicals, iron and steel and their
products, electronic integrated circuit, automobile’s parts,
jewelry including silver bars and gold, computers and parts,
electrical household appliances, soybean, soybean meal, wheat,
cotton, dairy products
Imports (partners) – China: 20.3%, Japan: 15.4%, US: 6.9%,
Malaysia:5.9%, UAE: 4%

Vietnam
Vietnam is only one of two quasi-communist States in ASEAN
(the other being Laos). Vietnam and France has had a long and
complex history; the colonization of Vietnam by France began
in the mid-1800s, and it became part of French Indochina (along
with Laos and Cambodia) in 1887 in which Hanoi became its
capital; France continued to rule until its defeat by communist
forces in 1954(US CIA, 2015). The withdrawal of the French
left Vietnam without a national government; under the Geneva
Accords of 1954 attended by the US, the Soviet Union, China,
France, Great Britain, and Vietnam. Although temporarily
divided in half, the southern part of Vietnam would be anticommunist while the northern part of Vietnam would be under
communist rule. However, for many years after this decision, the
northern and southern Vietnamese people had both attempted to
reunite the country with the United States among others funding
the South Vietnamese; in 1975 North Vietnamese troops
conquered the South Vietnamese, leading to the unification of
Vietnam under communist rule until the present day (Llewellyn,
Southey, & Thompson, 2016). By the end of the 1970s, Japanese
aid exceeded that of the United States; with the help from the
Japanese, the Asian Development Bank, and the World Bank
10
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foreign direct investment (FDI) in the area began to flourish
(Falvey, 2015).
The ethnic Kinh (Viet) makeup most of the population of
Vietnam, with the official language being Vietnamese and over
80% of the residents are atheists. Around one-third of the people
live in urban areas, having nearly a 3% increase coming from
rural and farming areas each year. The yearly GDP per capita
(PPP) of Vietnam is approximately $6,000USD, with over 66%
used for household end-use consumption. Nearly 50% of the
labor force works in agriculture, and has an unemployment rate
of approximately three percent; over 11% of the population live
below the poverty line.
People, Society, and Economy of Vietnam (US CIA, 2015):
Government type: Communist State
Capital: Hanoi
Ethnic groups – Kinh (Viet) 85.7%, Tay 1.9%, Thai 1.8%, Muong
1.5%, Khmer 1.5%, Mong 1.2%, Nung 1.1%, Hoa 1%, other 4.3%
Languages – Vietnamese (official), English (increasing), some
French, Chinese and Khmer, mountain area languages
Religions – Buddhist 7.9%, Catholic 6.6%, Hoa Hao 1.7%, Cao Dai
0.9%, Protestant 0.9%, Muslim 0.1%, none 81.8%
Population: 95,261,021
Age Structure –
0-14 years: 24.10%; 15-24: 17.22%; 2554: 45.05%; 55-64:7.81%; 65+: 5.82%
Median Age: 29.6 years
Population growth rate: 0.97%
Net migration rate: -0.3 migrant(s)/1,000 population
Urbanization: 33.6%; Rate: 2.95% annually
Life expectancy: 73.16 years (Male: 70.69; Female: 75.9)
Literacy Rate: 94.5%
GDP 2015 (in USD) –
Purchasing power parity (PPP): $552.3 billion
Official exchange rate: $191.5 billion
Real growth rate: 6.7%
Per capita (PPP): $6,000
Composition, by end use –
ASEAN Cross-cultural Management - Hughes
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Household consumption: 66.5%
Government consumption: 6.2%
Investment in fixed capital: 24.4%
Investment in inventories: 1.7%
Exports of goods and services: 86.8%
Imports of goods and services: -85.6%
Composition, by sector of origin – Agriculture: 17.4%;
Industry: 38.8%; Services: 43.7%
Agricultural products – rice, coffee, rubber, tea, pepper,
soybeans, cashews, sugar cane, peanuts, bananas; poultry; fish,
seafood
Industries – food processing, garments, shoes, machine-building,
mining, coal, steel; cement, chemical fertilizer, glass, tires, oil,
mobile phones
Industrial production growth rate: 7.5%
Labor force: 54.93 million workers
Labor force by occupation – Agriculture: 48%; Industry: 21%; Services:
31%; Unemployment rate: 3%
Population below the poverty line: 11.3%
Public debt: 52.7% of GDP
Inflation rate (consumer prices): 0.6%
Exports (in USD): $158.7 billion
Exports (commodities) – clothes, shoes, electronics, seafood, crude
oil, rice, coffee, wooden products, machinery
Exports (partners) – US 21.2%, China 13.3%, Japan 8.4%, South
Korea 5.5%, Germany 4.1%
Imports (in USD): $150.4 billion
Imports (commodities) – machinery and equipment, petroleum
products, steel products, raw materials for the clothing and shoe
industries, electronics, plastics, automobiles
Imports (partners) – China 34.1%, South Korea 14.3%, Singapore
6.5%, Japan 6.4%, Hong Kong 5.1%, Thailand 4.5%

Laos
Established in the 14th century under King Fa Ngum,
today’s Lao People’s Democratic Republic was for
nearly four centuries the kingdom of Lan Xang Hom
12
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Khao, meaning ‘Kingdom of a Million Elephants Under the
White Parasol’, and was one of the largest kingdoms in
Southeast Asia(Stuart-Fox, 1995). After the eventual
breakup of the kingdom in the early 18 th century, and
conflicts with the kingdom between Myanmar and
Thailand, the territories that make up modern Laos
became part of French Indochina from 1893 until its
independence from France in 1953 (Stuart-Fox, 1998).
Laos in only the second country in ASEAN (alongside
Vietnam) ruled by a communist government.
The average age in Laos is young with the median
age of around 22 years. Most of the population lives in the rural
areas, with less than 40% living in urban cities; over 73% of the
employed population works in agriculture. The literacy rate in
Laos is under 80%, with female literacy under 73%.Laos is one
of the least developed ASEAN nations, with 22% of the people
below the poverty line; the GDP per capita (PPP) is
approximately $5,300 per year with over 58% of this amount
going to household consumption.
People, Society, and Economy of Laos (US CIA, 2015):
Government type: Communist State
Capital: Vientiane
Ethnic groups – Lao: 54.6%, Khmou: 10.9%, Hmong: 8%, Tai:
3.8%, Phuthai: 3.3%, Lue: 2.2%, Katang: 2.1%, Makong: 2.1%,
Akha: 1.6%, other: 11.4%
Languages – Lao (official), French, English, various ethnic
languages
Religions – Buddhist 66.8%, Christian 1.5%, other 31.7%
Population: 7,019,073
Age Structure – 0-14 years: 34.10%;15-24: 21.31%; 2554: 35.54%;55-64: 5.23%; 65+: 3.82%
Median Age: 22.3 years
Population growth rate: 1.55%
Net migration rate: -1.1 /1,000
Urbanization: 38.6%; Rate: 4.93% annually
ASEAN Cross-cultural Management - Hughes
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Life expectancy: 63.88 years
Literacy Rate: 79.9%
Years of Education: 11 years
GDP 2015 (in USD) –
Purchasing power parity (PPP): $37.32 billion
Official exchange rate: $12.5 billion
Real growth rate: 7%
Per capita (PPP): $5,300
Composition, by sector of origin – Agriculture: 23.1%:
Industry: 33.4%; Services: 43.5%
Agricultural products – sweet potatoes, vegetables, corn, coffee,
sugarcane, tobacco, cotton, tea, peanuts, rice; cassava (manioc,
tapioca), water buffalo, pigs, cattle, poultry
Industries – mining (copper, tin, gold, gypsum); timber, electric
power, agricultural processing, rubber, construction, garments,
cement, tourism
Industrial production growth rate: 10%
Labor force: 3.532 million workers
Labor force by occupation – Agriculture: 73.1%;
Industry: 6.1%; Services: 20.6%; Unemployment rate: 1.4%
Population below the poverty line: 22%
Public debt: 48.6% of GDP
Inflation rate (consumer prices): 5.3%
Exports (in USD): $3.115 billion
Exports (commodities) – wood products, coffee, electricity, tin,
copper, gold, cassava
Exports (partners) – Thailand 30.4%, China 27%, Vietnam 17.6%
Imports (in USD): $4.912 billion
Imports (commodities) – machinery and equipment, vehicles,
fuel, consumer goods
Imports (partners) – Thailand 60.9%, China 18.6%, Vietnam 7.3%

Cambodia
Located on the east of the Gulf of Thailand, Cambodia borders
Vietnam, Laos, and Thailand; Cambodia, along with Laos, is
among the poorest and least developed countries in ASEAN.
Like many of the Southeast Asian nations, Cambodia has had a
14
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tumultuous history of war and conflict. Most Cambodians
belong to the Khmer ethnic group, and are descendants of the
great Angkor Empire. The Khmer empire built fantastic
architectural structures during the 10th and 13th centuries, such
as Angkor Wat among other sites, and is located in what is
currently northwestern Cambodia. Over time, the Khmer empire
finally eroded into near collapse in the mid19th century; the
Cambodian monarchy was colonized by the French and became
part of French Indochina in 1887 (Vree, 2002).
Cambodia gained its independence from France in 1953;
however, it was only a few decades until Pol Pot and the Khmer
Rouge followed with a military coup in the early 1970’s which
captured the capitol city of Phnom Penh in 1975 again repressed
the Cambodian people. With the banking system abolished and
religion made illegal, schools and hospitals closed and the
military forced Cambodian citizens into labor camps. Those who
resisted were immediately executed, and public killings and
torture were commonplace; nearly 1.7 million people – an
estimated 20% of the Cambodian population – would be killed
and make a lasting emotional and psychological impression on
the people of Cambodia(BBC, 2016). In early 1979, the army of
Vietnam invaded and conquered the Khmer Rouge. In 1991, a
peace agreement was signed in Paris which mandated Cambodia
to hold democratic elections for the first time in its history(USIP,
2000).
Today most Cambodians live in rural areas, with
approximately 20% of the population living in urban areas. The
literacy rate is approximately 77%, with almost 30% of females
being unable to read and write. The yearly GDP per capita (PPP)
is at only $3,500 USD with over 75% of this amount going to
household consumption. There is a low unemployment rate of
0.3%, and roughly 43% of the employed are in the service sector.
The consumer inflation rate is low at barely over 1%; however,
ASEAN Cross-cultural Management - Hughes
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nearly 18% of the Cambodian population is living below the
poverty line.
People, Society, and Economy of Cambodia (US CIA, 2015):
Government type: Parliamentary Constitutional Monarchy
Capital: Phnom Penh
Ethnic groups – Khmer 90%, Vietnamese 5%, Chinese 1%, other 4%
Languages – Khmer (official) 96.3%, other 3.7%
Religions – Buddhist (official) 96.9%, Muslim 1.9%, Christian
0.4%, other 0.8%
Population: 15,957,223
Age Structure –
0-14 years: 31.43%; 15-24: 19.71%; 2554: 39.61%; 55-64: 5.20%; 65+: 4.04%
Median Age: 24.9 years
Population growth rate: 1.58%
Net migration rate: -0.3/1,000
Urbanization: 20.7%;, Rate: 2.65% annually
Life expectancy: 64.14 years
Literacy Rate: 77.2%
Years of Education: 11 years
GDP 2015 (in USD) –
Purchasing power parity (PPP): $54.21 billion
Official exchange rate: $18.16 billion
Real growth rate: 6.9%
Per capita (PPP): $3,500
Composition, by sector of origin – Agriculture: 28.6%;
Industry: 27.9%; Services: 43.6%
Agricultural products – rice, rubber, corn, vegetables, cashews,
cassava (manioc, tapioca), silk industries – tourism, garments,
construction, rice milling, fishing, wood and wood products,
rubber, cement, gem mining, textiles
Industrial production growth rate: 9.6%
Labor force: 7.974 million workers
Labor force by occupation – Agriculture: 48.7%; Industry: 19.9%; Services:
31.5%; Unemployment rate: 0.3%
Population below the poverty line: 17.7%
Public debt: 33.9% of GDP
Inflation rate (consumer prices): 1.2%
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Exports (in USD): $7.867 billion
Exports (commodities) – clothing, timber, rubber, rice, fish, tobacco,
footwear
Exports (partners) – US 23.1%, UK 8.8%, Germany 8.2%, Japan
7.4%, Canada 6.7%, China 5.1%, Vietnam 5%, Thailand 4.9%,
Netherlands 4.1%
Imports (in USD): $10.65 billion
Imports (commodities) – petroleum products, cigarettes, gold,
construction
materials,
machinery,
motor
vehicles,
pharmaceutical products
Imports (partners) – Thailand 28.5%, China 22%, Vietnam 16.3%,
Hong Kong 6%, Singapore 5.6%

Within such diversity it is clear that planning,
organizing, leading, and controlling important management
functions will be increasingly dependent on the amount of
knowledge and the awareness which future cross-cultural
managers and leaders. Cross-cultural management and related
imperitives are therefore reviewed in the following chapter.
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Chapter 2
Cross-cultural Management
Since the Association of Southeast Asian Nations (ASEAN)
inception in 1967, tremendous and extraordinary progress has
occurred, having the motto of ‘One vision, One identity, One
community’ (QA Philippines, 2016). The ASEAN member
states (AMS), namely Brunei, Cambodia, Indonesia, Laos,
Malaysia, Myanmar, the Philippines, Singapore, Thailand, and
Vietnam form the original ten nations of ASEAN (Liow, 2015).
The ASEAN Charter entered into force 15 December 2008, as
foreign ministers and representatives of the ASEAN nation
states gathered in Jakarta, Indonesia for the historical event
(NTI, 2015). The community operates under three main pillars
or governing bodies: Political Security Community, Economic
Community, and Socio-Cultural Community (Keng, 2009).
The institutionally framed first pillar, the ASEAN
Political Security Community (APSC), effectively manages

challenging political and security issues in the region. Some
of the main issues include an arms race, corruption, the
development gap and its impact, ethnic clashes and
intolerance, human trafficking, human rights abuses, illicit
drug trade, illegal migration, money laundering, social
injustice, terrorism, territorial maritime disputes, and other
forms of transnational crimes (Brata, 2013). The APSC
concedes to having a non-interventional stance among
ASEAN nations; however, it supports the principles of
democracy as the basis of political development, the rule of
law and good governance, the promotion and protection of
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human rights, and fundamental freedoms as inscribed in the
ASEAN Charter (UN Office of the High Commissioner, 2009).
The APSC, according to its blueprint, will ensure the people and
member states of ASEAN live in peace with one another and with
the world at large in a just, democratic and harmonious
environment.
The second pillar, the ASEAN Socio-Cultural
Community (ASCC), is the commitment to lift the quality of life
of residents of ASEAN through cooperative activities that are
people-oriented, people-centered, environmentally friendly, and
geared towards the promotion of sustainable development
(Association of Southeast Asian Nations, 2016). The aims of the
ASCC is to create a common identity among the people of
ASEAN countries, and build an inclusive sharing and caring
society enhancing the well-being, livelihood, and welfare of the
people. The focus of ASCC is on nurturing the human, cultural
and natural resources in ASEAN for sustained development in a
harmonious and people-oriented ASEAN (Centre for ASEAN
Regionalism University of Malaya , 2015). Areas of cooperation
in this community include culture, arts and information, disaster
management, education, environment, health, labor, rural
development and poverty eradication, social welfare and
development, youth and civil service cooperation. As stated by
United Overseas Bank Limited (2015), a summary of some of
the key features of the ASCC are:
• Equitable access to opportunities will be universal, rising
above the barriers of religion, race, language, gender and
social and cultural background
• Human potentials are nurtured to the fullest so that all
individuals can participate meaningfully in a competitive
world in a manner that gives paramount importance to their
welfare and dignity
20
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• Norms of social and distributive justice are upheld by
addressing issues of poverty and equity, and special care is
given to vulnerable groups – children, youth, women, the
elderly, and persons with disabilities – who could be the
subject of abuse, neglect and discrimination
• The environment and natural resources are protected and
managed to sustain development and as a legacy for future
generations
• Civil society is engaged in providing inputs for policy choices
• People are healthy in mind and body and living in harmony
in safe environments
• ASEAN citizens interact in a community conscious of its
historical ties, aware of its cultural heritage and bound by a
common regional identity
The third pillar, the ASEAN Economic Community
(AEC), is collectively the third largest economy in Asia and the
seventh in the world (Association of Southeast Asian Nations,
2015). Although established on 8 August 1967, the
implementation of the AEC initiative in December 2015
championed the objective to create a competitive market of over
600 million people in the ASEAN countries (Asia Development
Bank, 2013). The ASEAN Economic Community (AEC) offers
many prospects and opportunities to the business community
and public. As a separate economic bloc, the AEC will provide
tremendous opportunities and challenges for the management
and leaders in the ASEAN region and those companies operating
in the region (UC Berkeley Center for Executive Education,
2016). The AEC will present an increasingly competitive and
dynamic backdrop of market availability, free flow of goods,
services, investments and skilled labor among the ASEAN
nations(Aring, 2015). As stated in 2015 by Le Luong Minh,
current Secretary-General of ASEAN, a fully engaged and wellinformed AEC is expected to reap the benefits from a peaceful
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and prosperous ASEAN (Association of Southeast Asian
Nations, 2015, p. 1). Given the varied development levels of
countries of ASEAN, it is essential to maximize the benefits of
regional integration to leverage the knowledge, skills and
creativity of ASEAN’s labor force toward successful regional
economic stability and growth (Aring, 2015). Along with the
expected benefits of ASEAN integration, several major
roadblocks that may hinder economic growth and stability exist.
Potential problems are the policy, management, and practice of
the varied educational levels within each nation(Thanalerdsopit,
Meksamoot, Chakpitak, Yodmongkol, & Jengjarern, 2014),
individual nation economies, workforce and skills development
among contiguous and non-contiguous nation states (Tan,
McGough, & Valerio, 2010), and the level of involvement and
participation of educational institutions within the region
(Wiriyapong, 2015). Additionally, effective local in-patriate and
expatriate ASEAN management and leadership of small-tomedium enterprises (SMEs) and multi-national corporations
(MNCs) will be required to successfully maneuver these
companies through both serene and treacherous situations that
mine the economic waters of cross-cultural and national
business activities (Harzing, Pudelko, & Reiche, 2015).
According to the A.T. Kearney Foreign Direct
Investment Confidence Index©, a forward-looking analysis of
how political, economic, and regulatory changes will likely
affect a country’s foreign direct investments (FDI) inflows in the
coming years, offers valuable insights into how business leaders
regard the medium-term economic outlook(Laudicina &
Peterson, 2016). Two of the ten countries in ASEAN ranked
within the top 25 nations in 2016 (Singapore ranked #10 and
Thailand ranked #21). This clearly indicates that developing and
emerging markets, such as those in the AEC, will play a vital
role in economic activity and importance – both in the ASEAN
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region and globally – in the coming years of the immediate and
mid-term future. Regarding this report and other current
research, investors from the Asia Pacific region and in the IT
industry in general are the most interested in investing in
Singapore (Bindi, 2015). However, Thailand’s incentive policies
by the Thai Board of Investment (BOI) to attract IT companies
is one element of Thailand’s strategy to give preferential
treatment to foreign projects in the technology sector (Ishida,
2012). For AEC success and sustainability, management and
leadership within each country and among ASEAN nations will
require creative thinking when designing and implementing
innovative solutions which address the various challenges and
seizing opportunities in building and sustaining a profitable
business (UC Berkeley Center for Executive Education, 2016).
Although envisioned to be a major global hub of
manufacturing and trade, the AEC is crucial for SMEs and
MNCs desiring to capture a share of this growing and dynamic
consumer environment to understand the inherent complexities
and constraints existing in this region. Hv, Thompson, & Tonby
(2014) have identified seven important insights companies need
to understand for successful organizational and business
initiatives in the AEC:
1. ASEAN is one of the largest economic zones in the world;
growth has been relatively fast and stable since early 2000. In
order to be competitive, ASEAN must develop skills in both
current and potential employees. In parts of ASEAN, current
projections anticipate an undersupply of between 9 million and 3
million skilled and semiskilled workers by 2030 in Indonesia and
Myanmar alone (Chhor, et al., 2013; Oberman, Dobbs, Budiman,
Thompson, & Rossé, 2012)
2. ASEAN is an economically and industrially diverse set of
countries; Indonesia, as the only ASEAN nation in the G20,
represents nearly 40 percent of AEC’s economic output, while
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Myanmar, being mostly unindustrialized due to years of political
and military seclusion, is currently just starting to work towards
building its institutions and infrastructure required to successfully
compete with other more economically advanced AEC countries.
As another example of AEC diversity, Singapore’s GDP is
almost 30 times greater than that of Laos and tops Cambodia’s
GDP by 50 times greater (Zito, 2014). The diversity within
ASEAN extends into culture, language, and religion; each AEC
country has its own language, currency, and regional ethnic
groups. Regarding religious beliefs, Indonesia and Brunei are
approximately 90 percent Muslim, Filipinos are over 80 percent
Roman Catholic, and Buddhism is practiced by approximately 95
percent of Thais (Woetzel, Tonby, Thompson, Burtt, & Lee,
2014).
3. Stability in AEC large-scale general economic factors has
provided a means for steady growth; ASEAN government debt
is comparatively low at under 50 percent of GDP; western
industrialized nations such as the United Kingdom and the United
States have a government debt of over 90 percent and 105 percent
respectively (International Monetary Fund, 2015).
4. Household consumption in ASEAN is projected to nearly
double by 2025; if the AEC initiative succeeds as planned by
significantly raising the residents’ standards of living while
maintaining an increase in sustainable economic growth,
ASEAN will be a strategic global economic hub which will
set the criteria for successful and sustainable emerging
market economies (Halley & Torné, 2015)
5. As currently the fourth-largest exporting region in the world, the
geographical location and the products produced in the AEC, it is
well situated for extensive global flow of trade (Devonshire-Ellis,
2014). For example, Vietnam is a significant world producer of
textiles and clothing; electronics are important global exports for
Singapore and Malaysia; Thailand is a world-class manufacturer
24

ASEAN Cross-cultural Management - Hughes

and exporter of vehicles and automotive-parts, while palm oil,
coal, cocoa, and tin are produced and exported by Indonesia for
world-wide global consumption(Dobbs, Thompson, & Budiman,
2012).
6. With the implementation of the AEC integration plan, more
regional more transfer of duty-free goods, services, skilled labor,
and expected foreign direct investment of capital will continue
increase; however, progress towards this agenda has not been as
smooth as anticipated. Although tariffs on goods and materials
are practically duty-free among many of the original countries of
the AEC, the transfer of skilled labor, services, and investment
between these nations has been somewhat problematic and
slower than expected (Plummer, Petri, & Zhai , 2014).
7. There are more than 200 global companies currently residing
and competing in the ASEAN region; economic
sustainability and continued growth will require huge
investments by the nations of the AEC to improve infrastructure,
obtain and retain local and cross-cultural management and
leadership talent, and recruit, train and develop skilled-labor. The
achievement of this lofty goal is required if ASEAN is to achieve
and maintain a global competitive advantage in both producing
and exporting a diversity of products, services, and industrial
commodities (European Chamber of Commerce Singapore,
2015).
Defining Culture
Effective cross-cultural leadership and change management is a
social process that requires leading both individuals and groups.
In today’s globalized work environment, the influence that
culture plays impacts on both leaders and employees/followers
in companies and organizations. According to House, Javidan,
Hanges, & Dorfman (2002, p. 3) besides the practical obvious
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needs of globalization, there is a need for applicable
organizational, managerial, and leadership theories that go
beyond the academic definition of ‘culture’; it is a necessity to
understand what kind of management and leadership attitudes
and behaviors work – and those which doesn’t work – in diverse
cultural conditions and circumstances.
Culture is defined by Hall (1959) as a people’s normal
way of thinking, believing, feeling, living their lives – it is the
entirety of their learned way to do things, their attitudes
regarding things both general and specific, and the building and
using the material things around them. Kroebar & Kluckhohn
(1985) have even documented over 160 different definitions of
culture used in past research, while Keesing (1974)appraised
multiple definitions of culture in sociological and
anthropological studies and grouped the definitions into two
different constellations: ‘culture’ as referring to an adaptive
social system (i.e., those systems that relate or define social
constructs that serve communities and social organizations), and
‘culture’ referring to an ideational or creative process of a social
system (i.e., religion, rituals, norms, beliefs, and values.) Much
of the time, a people’s culture is subconscious; invisible to the
culture’s members and functions mainly in people’s thoughts
without their ‘actual’ awareness of it (Hall, 1983).
Hofstede provides an ambiguous definition of culture as
a collective programming of the mind which distinguishes one
group from another (Hofstede 1980, p. 25). Also, Hofstede
states, mental programming are basic patterns of thinking and
feeling and potential acting (Hofstede 1991, p. 4). A key term in
these definitions is the word ‘programming’. Culture is not
something that is easily acquired; it is a slow process of an
individual growing into a society. It includes: learning values
(dominant beliefs and attitudes); partaking of rituals (collective
activities); modelling against heroes (role models), and
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understanding symbols (myths, legends, dress, jargon, lingo,
etc.). These ingredients of culture are acquired from birth; they
are influenced by family, school, religion, workplace, friends,
television, newspapers and books, and many other sources.
The word ‘culture’ stems from a Latin root that means
‘the cultivating of the soil’, as in preparing the field for planting
crops in agriculture. In many modern languages, the word is
used in a symbolic sense with two meanings:
1. The most common, meaning is civilization’, which
includes education, manners, arts and crafts and their products.
2. The second meaning comes from the social sciences,
such as social anthropology. It refers to the way people think,
feel, and behave. It can be considered as the collective
programming of the mind that identifies members of one group
or category of people from another. This category can refer to
nations, regions within or across nations, ethnicities, religions,
occupations, organizations, or gender (Hofstede, Hofstede, &
Minkov, 2010).
Leung, Bhagat, Buchan, Erez, & Gibson (2005) indicate
that the term ‘culture’ has different meaning in different
circumstances, but from a leadership and change management
perspective, culture has the following four components or
features:
• Ideas, beliefs, and values shared by a group of individuals
who usually live in the same general geographic area or
region
• These ideas, beliefs, and values are both transferred and
modified by individuals within this group, and these social
concepts are passed-down to the next generation via both
teaching and demonstration
• These social concepts affect the behavior and attitudes of
individuals within the group
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• These concepts that we will refer to as ‘culture’ are usually
constant over time, but they can also be changing and
dynamic under certain situations
In a brief explanation, culture is a way of life, learned
beliefs, values, rules, norms, symbols, traditions, customs, and a
‘social script’ of behavior and thought belonging to a specific
group of individuals (Gudykunst & Ting-Toomey, 1988). From
an organizational point of view, cultural values create the form
and shape the organization will take over time, and provide the
guidelines required for eventual organizational success for both
internal and external stakeholders (Henry, 2008). Culture
essentially provides people with a pre-defined set of societally
accepted set of values, assumptive beliefs, and implicit
references that help guide and enable a particular group of
individuals to find meaning, guidance, and consistency in the
situations and events which happen daily in their lives (JanoffBulman, 1989; Lakoff &Johnson, 1980). Culture also provides
to management and leadership in cross-cultural organizations a
more clear and distinct view regarding purposeful and desired
behavior for associates and employees, providing the manager
or leader accurately intreprets the sometimes nuanced
‘language’ in which it tends to occur (Sing, 2010). In a
somewhat differing view, Berthons (1993) states that culture is
merely a reaction to prior human behavior, and indicates
connections tying ideas and society’s ‘mental programming’
together creating a synthesis that results in what can be viewed
as values and beliefs.
The concept of culture can affect individuals and groups
through national culture, ethnicity and organizational culture.
National Culture – this can be defined as shared ideas, values,
and beliefs among individuals and groups from a defined area,
region, or country (Minkov & Hofstede, 2012). Ethnicity – this
is defined as a political self-conscious of different linguistic,
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religious and racial groups of a land regarding their identities,
which differentiating them from other resident groups in the
same region. Most cross-cultural research shows the depth and
variety of human behavior because of different ethnic groups.
Ethnicity is a way a group identifies with each other and creates
the concepts of ‘we’ and ‘they’ (Bulmer & Solomos, 1999).
Organizational Culture – this is defined as a pattern of basic
assumptions that a particular group has invented, discovered, or
developed in learning to adapt to both external and internal
problems. These ideas and beliefs are taught and demonstrated
to new members of the organization as the correct way to cope
and manage these problems as the occur (Schein, 1984).
Regarding cross-cultural business ventures, it is
organizational behavior that is influenced by national culture
and ethnicity (Bhaskaran & Gligorovska, 2009). When people
of diverse backgrounds are brought together in a working
environment, they bring with them their learned national
cultures and personal values systems. It is in the organizational
culture where local employees and foreign management learn
and teach particular organizational functions and effective ways
of adapting. Among many important characteristics of
organizational culture, a summary of some of the more essential
features new employees entering a cross-cultural organizational
environment must quickly understand (Singh, 2016, pp. 44-45):
• Observed behavioral regularities: how the participants of
common ethnicities within the organizations interact with
each other, the common language patters used, and specific
habits and practices pertaining to organizational respect and
conduct
• Organizational norms: specific standards of expected
behavior all employees are expected to adhere to, such as
employment, procedural, and behavioral guidelines
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• Organizational dominant values: the major values and beliefs
advocates of the organization, such as managers and leaders,
expect and anticipate both local and foreign employees to
embrace and share such as superior product quality, excellent
customer service, low absenteeism, etc.
• Organizational philosophy: written or verbal policies,
actions, and beliefs by members of the organization regarding
treatment of customers, employees, managers, and
supervisors.
• Organizational rules: expressly written clear and strict
guidelines that new employees must learn and follow before
being accepted as bona fide ‘in-group’ organizational
member
• Organizational climate: the feeling employees experience
which is conveyed from physical facility layout, interaction
between organizational employees and members, and the
attitudes and behaviors members interact with outside
customers and vendors
Upon successfully integrating into the organizational
culture, diverse cultural employees can embrace a secure,
optimistic, and encouraging environment (Australian
Multicultural Foundation, 2010).
Many cross-cultural
organizations experience local-country employees having
improved morale, and delivering potential broader perspectives
and deeper ideas by contributing their diverse background and
experiences (Patrick & Kumar, 2012).
Defining Cross-Cultural Management
One of the first questions we must ask is, ‘Who is a manager or
leader?’ As defined in most dictionaries, a leader is someone
who ‘has a commanding authority or influence over others’
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(Merriam-Webster, 2016). As can be seen in this general
definition of a manager or leader, it is others people who play a
central role in the leadership process. Over the years, social
researchers have developed many operational definitions of a
leader and the leadership process. Although many of the
definitions are similar, many research definitions contain
differing aspects or characteristics of both defining leaders and
the process of effective leadership.
Although there are some differences, most researchers
share at least four general features of leadership (Greenleaf,
1998):
• Leadership is an individual, social, or group process; without
followers there can be no leader
• Leadership involves the ability to influence others to take
action toward achieving desired behavior
• Effective leadership directs this desired behavior towards a
goal, an involves getting others to act in ways that are needed
to achieve the goal
• The concept of leadership assumes that the organization or
company has some sort of formal hierarchy or chain of
command placing the leader towards the top of the chain, and
the employees and followers placed below the leader
When these four general features are put together, the researcher
of this study has created a working definition of the effective
leader as a person in the upper ranks of an organization that
needs to influence employees/followers towards taking actions
that will ultimately achieve a clearly defined goal.
There are many definitions of effectiveness depending
upon the company or organization and the employees/followers
that are being influenced by the leader (Luthans, 1989).
However, a reoccurring characterization of effective leadership
is that leaders influence followers to exert the required
concentration of effort and attention towards the work tasks
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needed to satisfactorily accomplish the goal. An effective leader
centers their influence upon the employees/followers in ways
that create and maintain working environments and work
situations needed for a satisfied and productive working force.
Above all, the effective leader monitors the problems
employees/followers may experience, and take responsibility for
reducing or eliminating road blocks that may be caused by
environmental, procedural, or situational difficulties that many
times occur in the organization or company (Hollon, 2009).
The process of effective leadership is ultimately based on
the outcome or goal achieved. According to Bryant (2009)
effective leadership is viewed with regards to: identifying,
defining, and achieving the desired outcome or goal; making the
internal processes within the organization effective and efficient
for the employees/followers, and successfully adapting to ever
changing external forces or situations that may threaten the
success of goal attainment
The concept and idea of ‘the leader’ goes back to the
beginning of organized groups of people living and working
together for a common purpose. The leadership role can be
found among even the earliest human societies dating back to
primitive hunters and gathering societies and is a unique human
phenomenon. According to George (2009) leaders of all kinds
are needed for various reasons. They give order and guidance to
both individuals and groups to help in organizing and
coordinating human activities so that complicated tasks can be
achieved. Leaders also keep concentration efforts of group goals
in focus and provide direction to individuals and groups to
accomplish desired goals, and to complete complicated tasks
that many people, by themselves, would not be able to
successfully achieve. They help make the world logical and
reality understandable and helps to give meaning to things and
events that happen to others. And in addition, leaders act as an
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idealistic role model of behavior by representing our culture and
nation’s symbolic ideals and endeavors
Although effective leaders rarely perform the actual
tasks needed for organizational success, it is the leader that can
perform the intangible yet essential job of motivating, directing,
and overseeing that the employees/followers complete the
requirement in a timely fashion that helps lead to goal
achievement. Effective leadership, according to Kellerman
(2004), have the following effects: directly on individual and
group organizational performance; indirectly on many elements
goal attainment; organizational direction and control; essential
situations definition, and direct impact on the direction and focus
of organizational success.
As organizations and cultures grow in size and
complexity, effective leadership becomes extremely important
in motivating and directing larger and more diverse groups of
employees/followers. Depending upon the organizational
culture in place at the upper levels of management, several
potential roadblocks may present themselves that could affect
leaders being as effective with employees/followers. George
(2003) indicates that possible problems that may present
themselves are:
• Unseen environmental concerns – current and future
company and government policies regarding current task
processes may be seen as having a negative impact on land,
water, air, and human populations
• Inflexible organizational policies – some company policies
are considered near-sighted in their policy approaches,
wanting a quick-fix when dealing with performance issues
which may cause more serious organizational problems later
• Reverting to previous unsuccessful activities and solutions to
new problems – often, new problems require new solutions.
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Effective leaders must be allowed to offer creative insight by
upper management instead of a one-size-fits-all approach
• An organizational mindset that hinders new ways of leading
employees/followers – some companies may tend to resist the
implementation and use of innovative leadership techniques
as these new procedures may be viewed by upper
management as risky or untested
• Not having access to new and current leadership research –
much of a leader’s time is spent leading and directing
employees/followers, thus not allowing time enough for
leaders to read, study, and educate themselves on the latest
research developments in effective leadership
As stated, research indicates that culture is a learned
phenomenon, and each of us – from whichever society or
country we are from – has learned cultural values such as right
vs. wrong, good vs. bad, beautiful vs. ugly, etc. from early
childhood up to and including the present day (Straub, Loch,
Evaristo, Karahanna, & Srite, 2002). Many cultures share some
of the same values and beliefs, but other cultures’ values and
beliefs may be quite different. These differences in cultural
values affect leadership in some major ways. What might be
considered an effective leader in one culture may be viewed as
quite ineffective in other cultural contexts. Therefore, an
understanding of what is both different and similar in various
cultures can be used to help acquiring effective leadership skills
in a variety of different settings.
Cross-cultural research which is oriented towards
understanding and unifying cooperation and effectiveness
between cross-cultural managers and leaders in organizations
having associates or employees from different cultures and
diverse ethnic backgrounds have increased over the recent years
(Chang, 2002; Iles, 1995; Smith, Peterson, & Schwartz, 2002;
Spector, et al., 2001). With the unquestioned development of
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market integration through globalization – and ASEAN markets
in particular – multinational and cross-cultural companies and
organizations are becoming more common (Bhadury, Mighty, &
Damar, 2000; Hertel, Walmsley, & Itakura, 2001;Plummer,
Petri, & Zhai, 2014). Currently many people, associates, and
employees live and work in foreign countries as managers and
leaders. Cross-cultural management and leadership style can be
dramatically affected by contact and interaction with co-workers
and other employees of diversified cultural backgrounds or
origins. Often, this contact involves national cultural values, and
regional and local norms of behavior and lifestyle (Kumar,
Anjum, & Sinha, 2011). Additionally, cultural diversity in the
business environment increases the possibility to create
problems regarding motivation, effectiveness of leadership,
employee productivity, and reactions to authority
(Chandrasekar, 2011; Selmer, 2002). It is indicated that global
and cross-cultural managers are to develop seven core
competencies or skills when management or leadership
personnel, termed transnationally competent managers, are
working in cross-cultural environments(Adler & Bartholomew,
1992, p. 54):
1. Global perspective skills – understanding worldwide business
environment from a global perspective
2. Local responsiveness – learning about many cultures,
especially the host culture
3. Synergistic learning – work and learn with people from many
cultures simultaneously
4. Transition and adaptation – adapt to living in many foreign
cultures, especially the host culture
5. Cross-cultural interaction – the use of cross-cultural
interaction skills daily so that these skills become natural
6. Collaboration – interacting with cross-cultural colleagues as
‘equals’
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7. Foreign experience – becoming an expatriate for career and
organizational development
In most companies and organizations, success or failure
of the products or services are usually credited or attributed to
the leadership or management functions performed by those in
charge (Katz & Kahn, 1966). Effective leadership in today’s
globalized world is essential for creating and maintaining the
competitive-edge needed to ensure long-term sustainability in
both local and global business domains. These leaders must
have a clear focus regarding the two main areas (Mielach, 2012)
of focus on getting things done and successfully achieving goals
and objectives ASAP, and making sure the employees/followers
of the leadership are cared for while this process makes its way
toward goal attainment
In order for these two processes to be successful,
effective leadership must keep a watchful eye upon the big
picture or goal achievement, while at the same time watching
and measuring the ‘required jobs’ whether or not small or larger
processes required by the employees/followers so that objectives
are met and the organizations goals are reached (Mielach, 2012).
As indicated above, leadership must balance the achievement of
organizational goals while at the same time caring for the needs
of the employees/followers (sometimes referred to as
‘associates’) while the goal achievement is in process. Without
followers, there can be no leaders; and leading employees and
associates effectively has been a long debated subject.
Management versus Leadership
The debate of whether there are differences between leaders and
managers has a long history. In small to medium sized
companies and organizations, many times these two distinct
functions do indeed overlap. But, as businesses grow larger and
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more complex, the divide between leaders and managers widens
to the point where leaders and managers have distinct and
specific tasks and purposes for organizational success. The main
differences and functions that each job requires are explained in
Table 2-1.
Leaders tend to be charismatic and people-oriented; as
mentioned earlier leaders must have followers in order to do
their job of motivating, directing, and creating an excitement in
the tasks so that they are done correctly and timely. Leaders look
toward the future, as their job requires motivating followers to
continue satisfactory task completion that ultimately achieves
goal attainment (Zaleznik, 1990). Leaders desire and welcome
change in both company policies and structures that will benefit
their followers and which may be in favor of enhancing their
effectiveness. Leaders depend upon forming personal unions or
bonds with their followers, which may also help in motivating
and influencing employees/followers.
Table 2-1 Jobs of Organizational Leaders and Managers
•
•
•
•
•
•

Leaders
Future orientated
Desire change
Instigate policy change
Make new company structures
Personal bonds with follower
Implement individual influence

•
•
•
•
•
•

Managers
Present orientated
Maintain current ways
Execute current policy
Preserve structures
Non-personal bonds
Implement status control

Source: Rad, A.& Yarmohammadian, M. (2006). A study of relationship between
managers' leadership style and employees' job satisfaction. Leadership in Health
Services, 19(2), 11-28.

Managers, on the other hand, live and work in the present
– many of their job functions deal with the hiring and firing
employees, and in evaluation of the processes and outcomes
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produced by the workers (Humphrey, 2002). Managers must
implement company policy as it is stated, which requires them
to maintain current processes and procedures as directed to them
from upper management. A manager’s job must preserve the
status quo of the company policy, and forming personal bonds
with workers may be detrimental to their management decisions.
Managers do not require charisma or charm to motivate and
sustain worker output; they usually implement their role and
status as performance-evaluator as their means of maintaining
control and insuring company policy is being followed by the
workers.
Globalization and economic communities such as the
USA, EU and ASEAN are generating tremendous needs for
technological innovation and changing economic concepts due
to an influx of shifting demographics and organizational
policies. These and other pressures will require effective leaders
in today’s economic communities to make changes in functions
and activities from the previous economic environment and
assume new leadership roles and responsibilities as national and
international leadership forces a reconsideration in planning,
directing, and motivating employees/followers (Entrepreneur,
2013). Many of these new responsibilities will require
employees/followers to take a more active role in both
management and leadership functions as new roles for leaders
and managers assume a more diverse and group oriented style of
organizational leadership.
Many factors are causing changes in the management
and leadership styles in today’s globalized world. Issues such as
worldwide political changes, greater than before local and
globalized competition among both organizations and nations,
and an ever increasing scope of demographic fluctuations will
require effective leaders and managers to consider these effects
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when implementing programs to accomplish efficiency and
quality in accomplishing organizational goals (Davidson, 2013).
Although there are many causes that are driving
organizational change, only very few companies have developed
current models that will be needed for leadership and change
management for the future (George, 2003). Some reasons for
these obstacles needed for effective leadership and change
management are:
• Perceived organizational financial burdens – many
companies still see employee motivation and company
loyalty are not as valuable as general bottom-line profits
• Attempting to find a quick-fix – some organizations still
consider downsizing and employee firings instead of
motivation and training as the ‘best’ or most efficient costcutting strategy
• Upper management with old-style or traditional orientations
– the structure of many companies and organizations are still
geared toward ‘traditional’ approaches to leadership and
change management, many of which are linked to poor
performance and productivity
• Outdated concept of organizational behavior – although
many research studies have indicated that employee
involvement and motivational incentives have a profound
effect on performance, many companies still adhere to the
status quo, and use what has worked in the past to handle new
problems as they occur
• Contribution and ingenuity by workers unconsidered – few
companies actively elicit worker’s front-line process or
change management suggestions; these organizations ignore
valuable suggestions or contributions made by those
individuals who are closest to the tasks to be performed
• Attention on personal rather than group achievements –
although in all but very simple processes, tasks and goal
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attainment is a group effort; however, many companies still
tend reward individual achievement - disregarding the group
effort usually required
• Obsolete styles of leadership and management – today’s
leaders and managers must empower or allow the
employees/followers some situational control over their
working situation, especially regarding proper training for the
tasks required, and allow workers to make decisions
regarding the job or task for which they are responsible.
There are many new and exciting challenges for future
effective leaders of change management. For starters, future
leaders may need to learn new duties in directing and motivating
employees/followers. This may require adopting or changing
leadership roles that are currently being followed, while
maintaining old relationships with organizational contacts and
workers and building new networking contacts that may be of
immediate or future assistance. Additionally, effective leaders of
today must constantly perform actions that will help hone their
leadership skills, such as attend training sessions on new
leadership skills development, continue to present clear and
concise messages and directives to the employees/followers so
that there is no miscommunication between the leader and
follower. Also, patience in employee/follower performance is a
key to making sure the task is understood and completed in a
successful and timely way (Deutschman, 2005).
Other challenges that effective leaders must take into
account are those things to avoid, including: excessivemanaging and taking charge of the job themselves instead of
clearly defining the task and allowing the worker to complete the
job; trying to make too many leadership changes in a too short
amount of time, and getting too close to certain
employees/followers.
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With the development of these skills, cross-cultural
managers and leaders can more effectively and efficiently
transfer desired and specific business practices and the use of
technology required to the employees of the local or host culture.
Developing communication competencies, both verbal and
written, will enable expatriate management and leadership to
articulate and implement the company’s vision and goals to the
diverse local workforce leveraging the assets of being in the
foreign country toward organizational success (Kreitz, 2007).
Culture in Cross-cultural Management
Every person has within themselves a defined (albeit in some
cases ambiguous and/or ambivalent) set of patterns of thought,
action, feeling, and belief which are learned, modified, and in
often enhanced throughout their lifetimes; these values, norms
and beliefs also tend to be relatively stable during an individual’s
personal and working lifetime (Reilly & Jones, 2007;
McFarlane, 2006). Culture is always a cooperative and social
phenomenon, due to the concept that people whom live in a
shared, regional, and social environment learn – from birth
onwards – have similar idealistic, practical, and decisive rules or
values that are shared among these local and regional residents;
in essence, these shared values and culture helps to bring
consistancy and normalcy to members of a particular regional
society, and help them make sense of the environment around
them (Levitt, 1998; Denzau & North, 1994). In its basic form,
culture itself often is the deciding factor which distinguishes
members or individuals belonging to a particular group from
members belonging to a different or diverse socially ideological
group of individuals (Sun, 2008).
Cultural generalization by MNCs or SMEs, based soley
on general regional location (i.e., ASEAN) and not considering
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the diversity in the specific social contextual fabric created by
villages, cities, regions, and nations as a whole often lead to
organizational problems or pitfalls when considering the
destination of their cross-cultural or MNC venture, and the
requirements needed for successful cross-cultural leadership and
management. As stated by Huang (2007) it is: a misconception
to judge cultural value systems only by geographical location. It
is not always that countries near to each other are also closer to
each other in terms of cultural values Huang (2007, p. 24).
As an immediate and usual result of such a cultural world
view is a creation and propagation of stereotypes which, when
proliferated by the mass media and other sources, are often
dubiously considered as ‘true’ and as such, may indeed affect
the ideology of potential CCM leaders and expatriate
management and staff (Jafari, 2009). A cross-cultural leader’s or
manager’s primary objective is to effectively and efficiently
leverage the local, regional, or national environment, labor
force, business political policies, and other value-added benefits
offered by the hosting nation toward which the organization can
promote and ensure successful attainment of organizational
goals, operations, and profits (Bartlett & Ghoshal, 2003).
Koontz & O'Donnell (2004) outline a framework that
outlines the four major management functions of planning
(setting objectives and how to achieve them), organizing
(allocating resources needed for goal achievement), leading
(encouragement and influence employees/followers towards
attaining the objective), and controlling (evaluation of the results
obtained, and make modifications if required). The needs for
these functions were identified by Rao (2015) and are to:
increase efficiency; crystallize the nature of management;
improve research, and attain social goals.
In researching effective and efficient cross cultural
management, it has been shown that understanding cultural
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values and work related attitudes are of paramount importance
in forming and maintaining successful cross-national business
goals and initiatives that directly pertain to the above framework
(Rhein, 2014; Ghemawat & Reiche, 2011; House, Hanges,
Javidan, Dorfman, & Gupta, 2004; Hofstede, 1992). These
differences in divergent cultural values and behaviors, while
often are deceivingly transparent at the superficial level of social
interaction, can act as a double-edged sword in the business
environment. If effectively understood and leveraged, these
cultural differences cans greatly benefit the multicultural aspect
of the business atmosphere where each employee feels respected
and has a sense of belonging; if unseen and/or ignored by the
organizational management and leadership, these same cultural
differences can become a major negative strain on both
managerial and leadership administration and business
performance (Ghemawat & Reiche, 2011). It is also important
to realize that personal and cultural values remain relatively
fixed and stable over time (Clawson & Vinson, 1978); crosscultural management traversing national or international borders
present significant organizational complexity, because it forces
MNEs to customize their management and leadership practices
and methods towards each specific cultural environment in
which they work in (House, et al., 1999). According to Shiba
&Walden (2001), this type of ‘visionary leadership’ can be
summarized in eight principles indicated in Table 2-2.
Table 2-2 Eight Principles of Visionary Leadership
Principle 1: The visionary leader must do on-site observation leading
to personal perception of changes in societal values from an outsider’s
point of view.
Principle 2: Even though there is resistance, never give up; squeeze the
resistance between outside-in (i.e., customer or society-led) pressure in
combination with top-down inside instruction.
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Principle 3: Revolution is begun with symbolic disruption of the old or
traditional system through top-down efforts to create chaos within the
organization.
Principle 4: The direction of revolution is illustrated by a
symbolically visible image and the visionary leader’s symbolic behavior.
Principle 5: Quickly establishing new physical, organizational, and
behavioral systems is essential for successful revolution.
Principle 6: Real change leaders are necessary to enable revolution.
Principle 7: Create an innovative system to provide feedback from
results.
Principle 8: Create a daily operation system, including a new work
structure, new approach to human capabilities and improvement
activities.
Source: Shiba, S., & Walden, D. (2001). Four practical revolutions in management:
Systems for creating unique organizational capability. New York: Productivity
Press.

Having introduced the cultural diversity between the four
ASEAN nations to be examined in further detail, and discussed
the principles of cross-cultural management, the following
chapter introduces means of defining management and
leadership in order to make reliable comparisons between those
nations.
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Chapter 3
Cross-Cultural Research
Per Fischer (2011), Hofstede (1980) first popularized a form of
cross-cultural research in order to realize a culture vs. behavior
dimension that exists across national borders. Hofstede’s
research required that data be collected on the values, beliefs,
attitudes, and behavior that could be obtained across several
cultural groups, and this data may be analyzed at the national
cultural level; these values or scores on cultural dimensions
could then be used to describe and compare dimensions within
cultures other nationalities in making indicative predictions of
values and beliefs within the nations studied.
In Fischer’s research, he outlined four major approaches
researchers have used cross-cultural study (Fischer, 2011):
1. Culture-level studies: These studies try to identify and
explain cross-cultural values, beliefs, and behaviors. Data are
collected on a culturally representative sample (most often at
the national level) regarding psychological variables such as
particular values, beliefs, and behaviors; this data is
aggregated, correlated to express the variable’s strength, and
compared with cross-cultural populations regarding
predefined cultural indicators. Examples of these types of
studies are: Hofstede, Hofstede, & Minkov (2010) – National
Cultural Dimensions; Inglehart (1997) – Value-Dimensions;
Schwartz (1994) – Seven Cultural Orientations
2. Culture-behavior individual level: Observing differences in
cross-cultural values or behavior is inherently problematic; a
variable must be identified and defined that may create or
bring about this observed difference, and then statistically
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validate its existence or occurrence. Successful utilization of
this technique is demonstrated in two important studies; Hui,
Triandis, & Yee (1994) used the individualism-collectivism
dimension to measure cultural effect on reward allocation
between Chinese and American students, and Singelis, Bond,
Sharkey, & Lai (1999) demonstrated an ethnic and cultural
difference in what was termed embarrasability between Asian
Americans, European Americans, and Hong Kong Chinese.
The significance of these studies indicate that, in both studies,
psychological variables, such as cross-cultural values, can be
unpackaged from the effects of culture using statistical
mediation such as regression analysis at the level of the
individual.
3. Cross-level studies: When cross-level studies are performed,
at least two mutually exclusive levels such as country and
individual are used; variables associated with the higher level
(such as country) is then used to predict mean differences in
psychological values in the lower level value (such as the
individual) via random-coefficients or multilevel modeling
(Raudenbush & Bryk, 2002). In this procedure, an estimation
of the variance can be obtained indicating the amount of
variance attributed to both the country level and the
individual level providing what could be labeled as true
cultural differences. Multilevel modeling on psychological
variables, such as values and behaviors at the individualcountry level, require a significant number of cultural
samples. To accurately measure country level effects, a
minimum of 20 to 30 countries are required (Maas & Hox,
2005).
4. Experimental priming: In this approach to studying crosscultural differences, a quasi-experimental method is used
where subjects from two or more cultures are placed into
different experimental groups and given some short-term task
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to complete. The assumptions are that members in the
experimental groups are more similar than different;
measurement is then made on fundamental qualitative
differences observed between groups. In a different
experimental approach, called priming, subjects from two or
more cultural backgrounds are assigned a series of tasks. The
first task latently introduces the subjects to the psychological
or behavioral concept(s) under measure; when the subjects
perform the second task which contains the actual dependent
variable, the latent carry-over effects of the behavioral or
psychological influence of the first task is then measured. The
conclusion offered is that priming targets or activates the
cultural dimension being studied, and explains why these
behaviors can be found across socio-cultural boundaries. In a
meta-analysis study by Oyserman & Lee (2008), they
reported that out of 67 studies investigated where priming
was used, a significant number of studies indicated that
priming was successful in affecting behavioral responses.
Substantial
cross-cultural
migration,
increased
globalization of national economies, and a proliferation of crosscultural communications have created cross-cultural research a
necessity in understanding behavioral and social effects in the
current MNE business environment (Brewer & Venaik, 2011;
Van de Vijver & Leung, 1997). When measuring and evaluating
cross-cultural values and behavior, past research has indicated
six main categories in which variables are contained (Triandis,
Malpass, & Davidson, 1971):
Physical environment: such as climate, resources, geographic
terrain for food production, and occurrence of globalized or
localized disease;
Social structure: demographic variables consisting of race,
ethnicity, population age and sex (of both of productive and nonASEAN Cross-cultural Management - Hughes
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productive years), and presence of the prominent social classes
available in the society;
General behavior dispositions of those individuals in the
originating society or culture: including motivation, norms,
values, beliefs, and cultural effects of societal norms of those
persons;
Use and form of verbal and non-verbal behavior in the
‘originating’ society or culture: generalized communication
patterns and frequency of those individuals being performing not
only daily but also work-related communicative activities;
General behavior dispositions of those individuals in the host or
destination society or culture: including motivation, norms,
values, beliefs, and cultural effects of societal norms of those
individuals being studied, and
Use and form of verbal and non-verbal behavior in the host or
destination society or culture: generalized communication
patterns and frequency of those individuals being studied when
performing not only daily but also work-related communicative
activities of those individuals.
Measuring Cultural Differences
Cultural values, beliefs, and ethnocentrism influences social
interaction among individuals in all social discourse, whether it
be in simple conversation among friends and family or among
collegues, co-workers, and both compatriots and expatriates in
the workplace (Busch, 2009). The trend towards economic
globalization – where national borders bear little influence on
economic activity – is rapidly becoming a reality in the 21st
century; indeed, some researchers indicate that this point in
human history may be regarded as the creation of the global
world (McFarland, Senen, & Childress, 1993). Unfortunately,
little practical knowledge and advice exists in management
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literature that can provide or assist cross-cultural managers and
leaders to successfully adapt to the problems and constraints that
arise organizations decide to go global (House, Wright, &
Aditya, 1997). The goal of management science is to develop
theories, laws, and principles that can be applied in a universal
type fashion; however, there are intrinsic problems when
translating these universal theories across diverse cultures –
what works in one regional area may or may not work in another.
Dorfman (1996) and Triandis (1993) suggest cross-cultural
researchers can focus on studying cultural variations and
differences as research parameters to help develop new
management and leadership organizational practices that are
both efficient and effective in the cross-cultural business
environment. In order to accurately research cross-cultural
national values, beliefs, and ethnocentrism tools – such as
surveys and evaluation instruments needed to be designed,
developed, and tested. The tools used for the presentations in
subsequent chapters were Hofstede’s Values Survey Module
2013 and Neuliep & McCroskey’s Generalized Ethnocentrism
Scale (GENE).
Understanding and dealing with the concept of national
cultural differences may be crucial in effective leadership and
change management across cultures and nations. These theories
provide valuable descriptions of differing cultural values by
allowing researchers to place groups of people into somewhat
broad categories and national ‘sophisticated stereotypes’
(Osland, Bird, Delano, & Jacob, 2000). Although stereotyping
often appears to be a negative attitude or behavior, research into
national values and belief stereotypes can help effective leaders
understand cross-cultural differences and assist in managing
change in policy and behavior in organizations that crossnational borders.
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Edward Hall’s national cultural model is one of the
simplest in understanding culture, and divides national
communication styles into two separate groups: high context
groups and low context groups (Hall & Hall, 1990). Hall’s
model refers to ‘context’ as to the situation and information
which offers the circumstances where interaction among people
takes place. Leaders from a high-context culture include
countries such as the Middle East, Africa, and South America
(Wilson, 2015). Countries such as these require both verbal and
nonverbal signals like the tone of voice, body posture,
occupational and personal status and position, and other context
elements to effectively and more efficiently communicate with
employees/followers, personal staff, and co-workers (Hall,
1976). In a high-context culture, interaction and communication
doesn’t always require focus on the need to be extremely
detailed and specific when giving and receiving instructions and
procedures regarding work-related solutions and future planning
of goal achievement. High-context cultures tend to use personal
relationships and known cultural cues to establish and define
communication content with others (Nahavandi, 2015). Highcontext cultures tend to be what is known as collectivists – who
tend to favor the group setting, and goal attainment is attributed
towards the group as a unit rather than achievement aimed
towards any single individual working together in the group
(Nishimura, Nevgi, & Tella, 2008).
Leaders who are considered from low-context cultures
depend on very clear, detailed spoken and written
communication to understand environments and situations when
communicating with employees/followers and other co-workers
(Singh & Pereira, 2005). The content of the communication in
low-context cultures emphasizes what is said or written is more
important than nonverbal or socially and culturally understood
symbolic components. Countries that are considered by Hall’s
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model of low-context countries include Northern Europeans and
Americans. Low-context cultures tend to be individualist –
which means that individual goal achievements are valued
higher than those achievements made by working in groups with
other individuals (Williams, 2016).
Hofstede’s Approach
According to Hofstede, culture It is a collective phenomenon,
because it is at least partly shared with people who live or have
lived within the same social environment, which is where it was
learned. Culture is learned, not inherited. It derives from one's
social environment, not from one's genes. Culture should be
distinguished from human nature on one side, and from an
individual's personality on the other as shown in Figure 2-1.

Figure 2-1. Three levels of human mental programming
Source: Hofstede, G. (1991). Culture and organizations: Software of the mind.
London, UK: McGraw-Hill.
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Manifestations of culture occur at different levels of
individual value depth as shown in Figure 2-2. Words, gestures,
pictures or objects that carry a particular meaning which is only
recognized by those who share the culture are referred to as
‘symbols’. The words in a language, jargon, or lingo belong to
this category – as do a person or group’s dress, hairstyles,
national flag, etc. New symbols are easily developed within the
culture needed, and old symbols disappear when no longer
significant. ‘Heroes’ are persons, alive or dead, real or
imaginary, who possess characteristics which are highly prized
in a culture, and who serve as models for desirable actions,
attitudes, or behaviors; in Thailand, poor farmers in the northeast
Issan area may view a leader who favors the plight of the poor
as a hero, while in northern Vietnam political communist leaders
are honored and revered. ‘Rituals’ are collective activities,
technically unessential in reaching desired ends, but within a
culture are considered as socially essential; they are carried out
for their own sake, such as ways of greeting and paying respect
to others, and social and religious ceremonies. Symbols, heroes,
and rituals can be considered and placed under the term
‘practices’.

•
•
•

The core of culture, therefore, is formed by values; these
values are broad tendencies for those members of the culture to
prefer certain states of affairs over others. Cultural values are
feelings with that possess an antagonistic state; they have a plus
(desirable) and a minus (undesirable) aspect. As an example,
cultural values pertain to:
evil vs. good
ugly vs. beautiful
abnormal vs. normal
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•
•
•

dirty vs. clean
unnatural vs. natural
paradoxical vs. logical
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Among the first things children learn are values; these
are acquired in an unconsciously, implicitly learning (AlFalahi ,
2016). Currently, most development psychologists believe that
children by the age of 10 years old have their foundational
system of values determinedly in place; after the age of 10 years,
changes in values are difficult to make (Mooij, 1998). Because
they were acquired so early in our lives, many values remain
unconscious to those who hold them. Therefore, they cannot be
discussed nor can they be directly observed by outsiders; values
can only be inferred from the way people act under various
circumstances (Weber, Festing, & Dowling, 1998).

Figure 2-2. Manifestations of Cultural differences
Source: Hofstede, G. (1991). Culture and organizations: Software of the mind.
London, UK: McGraw-Hill.

As almost everyone belongs to a number of different groups and
categories of people at the same time, people unavoidably carry
several layers of mental programming within themselves,
corresponding to different levels of culture. For example:
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• a national level according to one's country (or countries for
people who migrated during their lifetime);
• a regional and/or ethnic and/or religious and/or linguistic
affiliation level, as most nations are composed of culturally
different regions and/ or ethnic and/or religious and/or
language groups;
• a gender level, according to whether a person was born as a
girl or as a boy;
• a generation level, which separates grandparents from parents
from children;
• a social class level, associated with educational opportunities
and with a person's occupation or profession;
• for those who are employed, an organizational or corporate
level according to the way employees have been socialized
by their work organization.
In this research work, Hofstede’s Values Survey Module
2013 (VSM-13) is used as one of the measuring instruments for
identifying and comparing culturally influenced values and
sentiments of similar respondents from two or more countries
(Hofstede, Hofstede, & Minkov, 2010). Hofstede & Minkov
(2013, p. 2) state in the Values Survey Module 2013 Manual, the
VSM-13 is a questionnaire that contains thirty items (of which
six items are personal demographic data) and the remaining
twenty-four items (of which four questions focus on each
dimension) measure six dimensions of national culture which
pertains to key issues in national societies.
One of Hofstede’s greater achievements was to develop
the concept of ‘Individualism vs. Collectivism’ regarding
national cultures (Hofstede, 1980). As indicated in Table 2-3,
Individualism is usually connected or related to western
countries, such as the U.S. and European nations; collectivism is
normally attributed to eastern countries, especially Southeast
Asia containing the ASEAN nations analyzed in this study.
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Other significant research regarding Hofstede’s concept of
‘Individualism vs. Collectivism’ and ‘Power Distance’ has also
produced interesting and insightful results, especially regarding
culture and work motivation.
Individualism

Collectivism

•

The person is self-directed from
•
the group

The employee/follower depends on
being part of the in-group

•

Personal goal achievement has
•
precedence over group

Goals of the member’s group take
precedence over personal goals

•

The person’s attitudes and beliefs
•
greatly determine their behavior

Cultural and society’s customs and
rules determine actions and behavior

•

Relationships with others are
•
reciprocal or based on exchanges

Personal
and
professional
relationships are based on being part
of the in-group, and very close bonds
develop among the members

Source: Hofstede, G. (1980). Culture's consequences: International differences in
work-related values. Beverly Hills, CA: Sage Publications

Six national cultural dimensions for VSM-13 are defined as
(Hofstede & Minkov, 2013):
1. Power Distance Index: index indicates the degree that
individuals in a particular culture accept – and even expect – that
inequality of power is unevenly distributed among members of
the society. Societies ranking high on the PDI index tend to
accept a strict hierarchical order of status positions, of which
each member in the society knows their place in the cultural
status order and needs little or no justification for their position
in it. Societies ranking low on the PDI index expect an
equalization of the power structure, thus demand justification for
why and how they are so positioned in the cultural status order.
Table 2-4 presents differences between small and large
PDI societies for family, school and education.
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Table 2-4 Small and Large Power Distance Difference in Societies
Small Power Distance

Large Power Distance

•

Special care should be given to
•
status and social relationships

Status and social relationships
should be achieved and maintained

•

Inequalities among people should be
•
reduced

Inequalities among people are both
anticipated and wanted

•

Children treat parents and older
•
relatives as equal

Children treat parents and older
relatives with respect

•

Teachers expect initiatives from
•
students in class

Teachers are expected to take all
initiatives in class

•

Teachers are experts who transfer
•
impersonal truths

Teachers are gurus who transfer
personal wisdom

•

Students treat teachers as equals •

Students treat teachers with respect

•

More educated persons hold less
•
authoritarian values than less
educated persons

Both more and less educated
persons show almost equally
authoritarian values

•

Hierarchy in organizations means an
•
inequality of roles, established for
convenience

Hierarchy in organizations reflects
the existential inequality between
higher- ups and lower-downs

•

Decentralization is popular

•

Narrow salary ranges between top
•
and bottom of organization

Wide salary ranges between top
and bottom of organization

•

Subordinates expect to be consulted
•

Subordinates expect to be told

•

The ideal boss is a resourceful
•
democrat

The ideal boss is a benevolent
autocrat or good father

•

Privileges and status symbols are
•
frowned upon

Privileges and status symbols for
managers are expected and popular

•

Centralization is popular

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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In Table 2-5, elements regarding Power Distance and the
workplace are identified; management theories often do not
consider the effects of power distance on employees and
managers in cross-cultural working-situations (Białas, 2009).
Table 2-5 Small and Large Power Distance in the Workplace
Small Power Distance

Large Power Distance

•

Hierarchy in organizations indicate
•
an inequality in roles, and are
maintained mainly for convenience

Hierarchy in organizations indicate
a definite inequality in roles, and
are maintained out of necessity

•

Decentralization of power and status
•
is favored and preferred

Centralization of power and status
is favored and preferred

•

There are few supervisors

•

A small salary range exists between
•
top and bottom paying positions

A large salary range exists between
top and bottom paying positions

•

Managers and leaders trust and rely
•
on the skills and experience of
subordinates

Managers and leaders trust and rely
on supervisors and formal
organizational rules

•

Subordinates are expected to be part
•
of the decision making process
regarding their jobs

Subordinates are expected not to
critically think and to simply do
what they are told

•

The ideal supervisor is a resource
•
friend, much like a ‘big brother’

The ideal supervisor is a caring
dictator, much like a ‘good father’

•

Management
and
relations are pragmatic

employee
•

Management
and
employee
relations are emotional

•

Privileges and status symbols are
•
not desired and unpopular

Privileges and status symbols are
desired and considered normal

•

Manual ‘blue-collar’ labor has the
•
same status as office ‘white-collar’
work

Manual ‘blue-collar’ labor has a
lower status and deemed less
valuable than office ‘white-collar’

•

There are many supervisors

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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2. Individualism Index (IDV) expresses the degree of cultural
social cohesiveness among members of a society. In a looselycohesive society, represented by the term individualism, society
members rely mainly upon only themselves and limited
assistance from immediate family members. In a tightlycohesive society, represented by the term ‘collectivism’, society
members rely and trust members of their families, friends,
neighbors, or other in-group members to help them in times of
need, and exchange these or similar deeds in reciprocation for
their loyalty and helpfulness. A self-image definition of
individualism is best defined in terms of ‘I’, whereas
collectivism self-image can be described as ‘We.’
In Table 2-6, key differences that can be found existing
between collectivist societies and individualistic societies are
described. In collectivist societies, the interest or well-being of
the group outweighs or prevails over the interests of a particular
individual. In collectivist societies, a particular person’s identity
is that of ‘we’ or the group; in individualistic societies, this
identity takes the form of ‘I’, and the importance of one’s group
towards identity is secondary.
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Table 2-6 Collectivist and Individualist (IDV) societies: General
Collectivist

Individualist

People are born into extended
•
families or other in-groups which
continue to protect them in
exchange for loyalty
Identity is based in the social
•
network to which one belongs
Children learn to think in terms of
•
'we'

Everyone grows up to look after
him/ herself and his/her immediate
(nuclear) family only

Harmony should always be
•
maintained
and
direct
confrontations avoided
High-context communication
•

Speaking one's mind is a
characteristic of an honest person

•

Trespassing leads to shame and loss
•
of face for self and group

Trespassing leads to guilt and loss
of self-respect

•

Purpose of education is learning
•
how to do

Purpose of education is learning
how to learn

•

Diplomas provide entry to higher
•
status groups

Diplomas increase economic worth
and/or self-respect

•

Relationship employer-employee •is
perceived in moral terms, like a
family link

Relationship employer-employee is
a contract supposed to be based on
mutual advantage

•

Hiring and promotion decisions
•
take employees' in-group into
account

Hiring and promotion decisions are
supposed to be based on skills and
rules only

•

Management is management of
•
groups

Management is management of
individuals

•

Relationship prevails over task

•

•
•
•
•

•

Identity is based in the individual
Children learn to think in terms of
'I'

Low-context communication

Task prevails over relationship

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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In Table 2-7 important differences in education, school, and
work related values between collectivist and individualist
societies are described.
Table 2-7 Collectivist and Individualist
Education, School and Workplace

•
•

•
•
•
•
•
•

•
•

(IDV)

societies:

Collectivist

Individualist

Students hesitant to speak in class;
speak only with group approval
‘Learning how to do’ is the main
•
purpose of education
Educational success gains higher
•
status within the group; enhances
the esteem of the group

Students
are
expected
to
individually speak out in class
‘Learning how to learn’ is the main
purpose of education
Educational
success
gains
individual
financial
reward;
enhances self-esteem

Moving between jobs and locations
•
during work-life are fewer and less
The worker is integral to the ‘in•
group’; group’s welfare paramount
Management
considers
the
•
worker’s in-group when making
hiring and termination decisions
The
employer-employee
•
relationship is based on a moral and
familial basis
Management style is based on
•
management of the group
Management being honest and
•
direct in employee assessment
creates an imbalance in the
harmony of the work relationship
Customers in the employee’s in•
group gets better service
Relationships prevail over the jobs•

Moving between jobs and locations
during work-life more and expected
The worker is his ‘own man’;
personal goals take priority
Management looks at skills,
abilities,
and
rules
when
employment decisions are made
The employer views the employee
as contracted labor for services
rendered
Management style is based on
management of the employee
Management is trained to be direct
when assessing employees work;
employees expect honesty in
management’s evaluation
Customers need to be treated
equally
The job prevails over relationships

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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3. Masculinity Index (MAS) describes a penchant for success by
obtaining material rewards, acts of assertiveness, and personal
or professional achievement; a high MAS index is termed
masculinity in the society. A low MAS index is termed
femininity in the society, as is evidenced by valuing cooperation,
caring for those in need, and prizing quality of life for
themselves and their in-group. In Table 2-8 key differences that
are seen existing between feminine and masculine societies
regarding general norms and family are identified.
Table 2-8 Feminine and Masculine (MAS) societies: General
norms and family
Feminine

Masculine

•

Dominant values in society •are Dominant values in society
caring for others and preservation
material success and progress

•

People and relationships important•

•

Everybody is supposed to be modest
• Men are supposed to be assertive,

•

Both men and women are allowed•to Women are supposed to be tender and
be tender and care for relationships to take care of relationships

•

In the family, both fathers and
• In the family, fathers deal with facts
mothers deal with facts and feelings and mothers with feelings

•

Both boys and girls are allowed•to Girls cry, boys don't; boys should fight
cry but neither should fight
back when attacked, girls shouldn't

•

Sympathy for the weak

•

Sympathy for the strong

•

Average student is the norm

•

Best student is the norm

•

Failing in school is a minor accident
• Failing in school is a disaster

•

Friendliness in teachers appreciated
•

Brilliance in teachers appreciated

•

Boys and girls study same subjects•

Boys and girls study different subjects

•

Work in order to live

•

are

Money and things are important

Live in order to work
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•
•

Managers use intuition/ consensus• Managers expected to be decisive
Stress on equality, solidarity, and
• Stress on equity, competition among
quality of work life
colleagues, and performance

•

Resolution of conflicts by
compromise and negotiation

•

Resolution of conflicts by fighting
them out

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.

In Table 2-9 important characteristics that are viewed to exist
between feminine and masculine societies regarding the
workplace are defined.
Table 2-9 Feminine and Masculine (MAS) societies: Workplace

•
•
•

Feminine

Masculine

Proper management is based on
•
intuition and consensus among the
supervisors
Conflicts and disputes can best be
•
resolved by negotiation and
compromise
Rewards are equally distributed •

Proper management is decisive,
conclusive and immediate.

Rewards are based on merit and
equality

•

Employees
organizations

•

Occupation is less important;
•
employees work to live

Occupation is critical; employees
live to work

•

Leisure time is values more than
•
compensation or money

Compensation and money
valued more than leisure time

•

Employment careers are non•
compulsory for both men and
women

Employment
careers
are
compulsory for men, optional for
women
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prefer

smaller
•

Conflicts and disputes can best be
resolved by letting the strongest win

Employees
organizations

prefer
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larger

are

•

Many professional occupations are
•
filled by women

Few professional occupations are
filled by women

•

Humanity is defined in terms of
•
contact and cooperation

Humanity is defined in terms of job
content and personal development

•

Competition
exists
between
•
agricultural and service oriented
enterprises

Competition
exists
between
manufacturing and production
oriented enterprises

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.

4. Uncertainty Avoidance (UAI) indicates the degree or amount
that cultural members in the society sense future uncertainty and
ambiguity of their life situations. A high UAI is evidenced by
inflexible processes and rules of belief and behavior; low UAI
can be interpreted as tolerance of unconventional ideas and
beliefs, thus exhibiting a more relaxed attitude towards the
uncertainty of the future that can truly never be identified or
known.
Table 2-10 describes key characteristics that identify differences
between low (weak) and high (strong) uncertainty avoidance
societies regarding general norms and family values.
Table 2-10 Weak and Strong Uncertainty
(UAI)societies: General norms and family

Avoidance

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
•
wellbeing

High stress; subjective feeling of
anxiety
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•

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 and 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

•

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;
•
hardworking only when needed

Emotional need to be busy; inner
urge to work hard

•

Precision and punctuality have to be
•
learned

Precision and punctuality come
naturally

•

Tolerance of deviant and innovative
•
ideas and behavior

Suppression of deviant ideas and
behavior; resistance to innovation

•

Motivation by achievement, esteem
•
or belongingness

Motivation by security, esteem or
belongingness

•

What is different, is dangerous

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.

In Table 2-11, descriptions that identify and define differences
between low (weak) and high (strong) uncertainty avoidance
societies are shown regarding workplace values.
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Table 2-11 Weak and Strong Uncertainty Avoidance (UAI)
societies: The workplace
Strong uncertainty avoidance

Weak uncertainty avoidance

•

Employee changes jobs a lot; shorter
•
time at each employer

Employee has few changes in jobs;
longer service to each employer

•

Rules exist only out of necessity

•

Rules help satisfy an emotional
need, even if they are not functional

•

Employees work hard only when
•
required

The employee needs to be busy and
is motivated to always work hard

•

Time is relative – used only as an
•
orientation framework
Ambiguity and chaos are tolerated
•
and accepted as part of the job
Employees believe in general truths
•
and common sense thinking
Management is concerned with
•
future operations and strategy

Time is money

The organization focuses on the
•
process of decision making and how
it is done
Employee ingenuity in solving
•
problems is encouraged with few
rules
The society has few unemployed
•
people

The organization focuses on the
content of the decisions being made

•
•
•
•
•
•
•

The organization
invention,
but
implementation

•

Employees are motivated by goal
•
achievement, esteem, and a sense of
belonging

is

strong
weak

on
•
on

Precision and formalization is
required
Technical experts are needed to
solve problems
Management
is
primarily
concerned with day-to-day

Employee ingenuity in solving
problems is not encouraged and
limited by organizational rules
The society has many unemployed
people
The organization
invention,
but
implementation

is weak
strong

on
on

Employees are motivated by
security, esteem, and a sense of
belonging

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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Long Term Orientation (LTO) index describes the
relationship societies have with time; societies low on the LTO
index tend to maintain important traditions and connections with
the past; these societies view change as a threat to be reckoned
with. A high LTO index take a practical approach to dealing
with the effects that time incurs; these societies encourage their
members to save money for the future, make efforts to better
themselves and their important in-group members through
education and other preparatory measures for the eventualities
or possibilities that will occur with the arrival of the future. Table
2-12 describes key differences between Short-Term and LongTerm orientations regarding general societal norms.
Table 2-12 Short-Term and Long Term Orientation (LTO)
societies: General norms
•
•
•
•
•
•
•
•
•
•
•

Short-Term Orientation
Efforts should produce quick
•
results
Social pressure towards spending•
Respect for traditions
•
Concern for personal stability •
Concern with social stratus and
•
obligations
Marriage is a moral arrangement •
Concern with face
•
Young women associate affection
•
with a boyfriend
Old age is an unhappy period but •it
starts late
Birth order is not a matter of status
•
Students attribute success and
•
failure to luck

Long-Term Orientation
Perseverance, sustained efforts
towards slow results
Thrift, being sparing with resources
Respect for circumstances
Concern for personal adaptation
Willingness to subordinate oneself
for a purpose
Marriage
is
a
pragmatic
arrangement
Having a sense of shame
Young women associate affection
with a husband
Old age is a happy period but it starts
early
Older children in the family have
authority over younger children
Students attribute success to effort
and failure to a lack of effort

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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Table 2-13 describes differences between Short-Term and LongTerm orientations regarding employees and the workplace.
Table 2-13 Short-Term and Long Term Orientation (LTO)
societies: The Workplace
Short-Term Orientation

Long-Term Orientation

•

Work values revolve around
freedom, rights, achievement,
equity

•

Work values stress learning, being
honest, self-discipline,
accountability, and ability to adapt

•

Leisure time is important

•

Time working is important

•

Management focus is on the bottom
•
line

•

Current year’s profits are most
important

•

Management and employee’s view•
of work is psychologically different

•

Rewards are based on merit,
knowledge, and skill

•

Rewards are based on years of
employment, loyalty

•

Employees save very little of their•
earnings

Employees save much of their
earnings

•

When investments are made,
money is put into stock market
mutual funds

•

•

Management focus is on brand
status and market position
Future profits are most important
Owners, managers, and employees
share the same work and company
vision

When investment is made, money
is placed in to land or real estate

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.

Indulgence vs. Restraint (IVR) index indicates the degree that
members of a society view when and how gratification of natural
human desires and enjoyment of life happen. A high IVR index
society tends to indulge or treat themselves as soon as practical
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or possible; a low IVR index society exhibits regulation of these
desires, thus even creating strict social codes of conduct to
restrain its members. Neill (2012) states that indulgence stands
for a society that allows relatively free gratification of basic and
natural human drives related to enjoying life and having fun,
while restraint stands for a society that suppresses gratification
of needs and regulates it by means of strict social norms. In
Table 2-14, the key differences between Indulgence and
Restraint (IVR) are identified and described.
Table 2-14 Indulgence and Restraint (IVR) societies: General
Indulgence

Restraint

•

A majority of people consider
themselves as happy

•

•

Most people have an interior locus•
of control; they control their lives

•

Friends and leisure time is very
important

•

Work and immediate family most
important

•

Being able to spend money is
important

•

Being able to save money is
important

•

Has a somewhat low value of
moral and self-discipline

•

Has a high sense of moral and selfdiscipline

•

Equality between household
•
members regarding jobs or chores

Certain household members have
specific jobs or chores

•

Gender roles are loosely defined •

Gender roles strictly defined

•

Smiling is considered normal

•

Many people consider themselves
as unhappy
Many people have an exterior
locus of control; they perceive
themselves helpless

Smiling is considered suspect

Source: Hofstede, G., Hofstede, G. J., & Minkov, M. (2010). Cultures and
organizations: Software of the mind (3rd ed.). New York, NY: McGraw-Hill.
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Hofstede and Employee Motivation
Culture and Personal Motives: Research indicates that personal
motives such as self-efficacy, the need for achievement, the need
for control, and individual intrinsic needs for competence in
skills and abilities are found in both individualist and collectivist
societies (Bandura, 2002; Erez & Earley, 1993). However,
specific motivational dynamics appear to vary among cultures;
in individualistic cultures, beliefs in self-efficacy were enhanced
by personal feedback from supervisors, whereas collective
societies’ self-efficacy beliefs were enhanced via feedback in a
group situation (Earley, Gibson, & Chao, 1999). Although the
need for control is evident in all cultures, personal or individual
control is important – in some instances viewd as critical – in
individualist cultures; likewise, group control is believed critical
to collectivistic societies (Yamaguchi, Gelfand, Ohashi, &
Zemba, 2005). In regards to making intrinsic or personal
choices, Iyengar & Lepper (1999) found that intrinsic motivation
in individualistic cultures demanded the ability for making
personal choices, while collectivist societies trusted authority
figures or peer groups in making personal decisions.
Interestingly, research shows that individualist societies are
intrinsically motivated by exploration, curiosity, and persuing
variety than in cultures where group conformity and collectivism
is strong (Kim & Drolet, 2003; Ryan, et al., 1999). Regarding
task achievement and job accomplishment, the desire to achieve
a positive outcome motivates individualists; the desire not to fail
motivates collectivists (Heine, Kitayama, Lehman, Takata, &
Ide, 2001; Lee, Aaker, & Gardner, 2000). When the feeling of
shame was experienced in the organizational context, job
behavior and performance degraded for individualistic cultures
where blame was directed as a threat to the individual self,
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whereas shame improved job behavior and performance in
collectivisitc societies if perceived as restoring harmony and
respect for those involved (Bagozzi, Verbeke, & Gavino, 2003;
Earley, 1997).
Culture and Goal Achievment: With research aimed
toward goal setting theory, Kurman (2001) found that the
opportunity to achieve moderately difficult goals was
significantly more motivating for collectivistic and high-powerdistance societies, while choosing difficult goals or tasks were
highly motivating and inspiring for individualistic low-powerdistance cultures. In another study, Sue-Chan & Ong (2002)
discovered that power-distance moderated the effect of
motivation regarding assigned versus participative goal setting
on goal commitment and performance; high-power-distance
societies indicated self-efficacy and provided higher
motivational goal commitment and performance on assigned
goal setting, while member relationships created high goal
motivation and performance in participative goal setting among
low-power-distance groups. The relationship between job
participation and self-efficacy of individual performance is
highest for individualists, while group-efficacy prevails among
collectivists’ job participation due to performance by the group
members (Lam, Chen, & Schaubroeck, 2002).
Culture and Employee Feedback: A study by De Luque
& Sommer (2000) showed that the expectation of receiving
feedback and the process of seeking or pursuing feedback is
found to vary across cultures. New employees or recent hires
from individualistic culture organizations seek feedback and
advice from both peers and supervisors much more frequently
than do counterparts from collectivistic cultures (Morrison,
Chen, & Salgado, 2004). When feedback remarks are compared
between individualistic cultures and collectivistic cultures,
collectivistic employees perceive positive feedback as having a
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much higher quality and worth (Van de Vliert, Shi, Sanders,
Wang, & Huang, 2004); negative feedback evoked a much
stronger emotion (Kurman, Yoshihara-Tanaka, & Elkoshi,
2003), yet were more receptive towards correction as a
maintenance for harmony than individualistic employees who
often viewed negative feedback as an assault on their selfenhancement (Brockner & Chen, 1996; Heine, Kitayama,
Lehman, Takata, & Ide, 2001; Kitayama, Markus, Matsumoto,
& Norasakkunkit, 1997; Van de Vliert, Shi, Sanders, Wang, &
Huang, 2004).
Culture and Organizational Rewards: Organizational
rewards and incentives vary across cultures and the value of
these reinforcements are shaped by the individual’s culture (Erez
& Earley, 1993). According to research conducted by Corney &
Richards (2005) and King & Bu (2005) adequate pay and
monetary bonuses were highly valued for collectivist cultural
employees; individualist cultural employees preferred
interesting work or tasks, and having an agreeable working
environment. Although money was evident as a motivator for
both individualist and collectivist societies, the strength of
money as a motivator appears to be greater in collectivist cultural
employees (Adigun, 1997). Cross-cultural employment research
also indicates that individualistic organizations or firms tend to
reward employees based on a payment-by-result type of system.
Collectivist firms, in the other hand, preferred a senority-based
pay system – regardless of the longterm employee’s output
(Brown & Reich, 1997); interestingly, Tosi & Greckhamer
(2004) discovered in collectivist firms that the compensation of
senior mangement and CEOs was also highly correlated to
power-distance.
Culture and Job/Task Characteristics: Autonomy in the
content of job and task assignment and performance has been
shown important to both collectivistic and individualist
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employees (Gelfand, Erez, & Aycan, 2007; Sadler-Smith, ElKot, & Leat, 2003). The relationship between self-concepts and
job empowerment, with an internal locus of control, appear
somewhat murky in the current research literature. Piccolo,
Judge, Takahashi, Watanabe, & Locke (2005) and Spector,
Cooper, Sanchez, O’Driscoll, & Sparks (2002) indicate that
across cultures, positive self-concepts and job empowerment
having an internal locus of control by employees are directly
related to job satisfaction. However, a number of studies have
found that characteristics of certain jobs requiring
empowerment, which expects employees to make certain
decisions regarding their specific organizational task, resulted in
significantly lower job performance for individuals from
collectivistic, high-power-distance cultures (Deci, et al., 2001;
Eylon &Au, 1999; Roe, Zinovieva, Dienes, & Ten Horn, 2000).
In a conflicting study by Robert, Probst, Martocchio, Drasgow,
& Lawler (2000), job empowerment with internal locus of
control appeared to create a significantly negative associated
level of job satisfaction among employees in collectivistic highpower-distance cultures when compared to individualistic lowpower-disctance counterparts, And in somewhat of another
twist, Xie (1996) found almost the opposite result from those of
Robert, Probst, Martocchio, Drasgow, & Lawler (2000) in that
collectivistic high-power-distance cultures – those having high
job demands with little employee job empowerment and
possessing external locus of control – significantly increased
mental anxiety of the task and displayed a negative effect on the
employee’s job satisfaction. Indeed, more research is needed
regarding cultural effects on employees regarding job
characteristics and those of empowerment.
Culture and Job/Task Contentment: As previously
discussed, and also reported by Diener, Oishi, & Lucas (2003)
employee job, occupation, and pay or remuneration satisfaction
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is greatly influenced by cultural factors; albeit all cultures
understand the linguistic understanding of the inherent definition
of job contentment and saticfaction, research indicates that
across cultures – especially in the emerging market economies –
equitable access by employees to this seemingly inalienable
circumstance tends to decrease as societies tends towards
collectivistivism and having high-power-distance (Liu, Borg, &
Spector, 2004). Interestingly, it is found that job level or
occupation status – regardless of any increase in salary – was
found to significantly related to job satisfaction in individualistic
societies and not in collectivistic ones (Huang & Van de Vliert,
2003; Hui, Lee, & Rousseau, 2004).
Criticisms of Hofstede’s Cultural Theory
Currently, researchers in cross-cultural psychology, sociology,
and cultural anthropology have been analyzing data obtained via
standardized questionnaire to compare what has come to be
known as national cultural dimensions (Smith & Schwartz,
1997). Although other researchers in this field have contributed
significantly, the work of Hofstede has been one of the most
famous cultural values researcher in this field (Barmeyer, 2010).
His research and findings have been evoking both positive and
critical reactions to his research, methodology, and findings
(Blodgett, Bakir, & Rose, 2008). On the positive side, his
research has been used as a paradigm for cross cultural research
(Taras & Steel, 2009); however, there is a number of researchers
who challenge Hofstede’s model as an on-going unquestioning
acceptance of Hofstede’s national culture research by his
evangelized entourage(McSweeney, 2002, p. 112). For
example, in research conducted comparing speed limits across
14 countries, Hofstede (2009) stated that there was a direct
correlation between the speed limit of the country and their
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corresponding Uncertainty Avoidance Index (UAI) dimension.
Hofstede discovered that countries with a stricter speed limit law
tended to be the countries on the low end of the UAI dimension.
Hofstede’s critics use this example to illustrate their
point that Hofstede’s analysis of drawing conclusions regarding
external events into his dimensional theory meaningless, and
that Hofstede highlights only the few studies that, by random
chance, may fit into his point of view (Early, 2009). In a study
by Blodgett, Bakir, & Rose (2008) a sample (total N=157) was
drawn from two different populations; MBA students (N=97)
and university faculty members from behaviorial science fields
(N=60). They were asked to evaluate Hofstede’s original 32item questionnaire for face validity by accurately matching the
relevant questions on the survey to the original dimensions of
Hofstede’s research. The results of the study yielded that only
41.3% of the time the respondents were able to correctly match
the questions with the corresponding Hofstede identified
dimension.
The general criticisms of Hofstede’s work lie in eight
different issues:
1.
Relevancy: Some researchers believe that a survey or
questionnaire is not a valid instrument to measure cultural
diversity, especially when measuring culturally sensitive and
subjective values (Schwartz, 1999).
2.
Cultural Homogeneity: This criticism is the one that is
most often cited regarding Hofstede’s theories, since his
paradigm’s foundation assumes that a nation’s domestic
residents’ values and beliefs are, as a whole, homogeneous in
nature; this assumption seems to preclude local or regional
ethnic groups that may represent a significant number of a
nation’s domestic populaces Nasif, Al-Daeaj, Ebrahimi, &
Thibodeaux (1991); therefore, national cultural analysis is
inhibited and constrained by the personal or individual character
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of the individual being measured (Redpath, 1997). Some
researchers argue that Hofstede’s cultural paradigm dismisses
the importance of community and the multifaceted variations of
influence that the community exhibits onto its members (Smith
M. , 1998; Lindell & Arvonen, 1996; Dorfman & Howell, 1988).
3.
National Divisions: Some cultures are not constrained by
a country’s borders; this, national dimensions of culture are not
a valid or reliable research unit of analysis (McSweeney, 2002).
Some researchers have found that cultural identify may be
indeed split or fragmented across and beyond a single country’s
demographic or boundary (DiMaggio, 1997).
4.
Political Influences: Hofstede’s research results,
especially those identified by Søndergaard (1994) pertaining to
the Masculinity Index (MAS) and identified by Newman (1996)
regarding Uncertainty Avoidance (UAOI), may be a product of
the timing (between 1967 and 1973) of when the initial survey
analysis was taken; Europe was still troubled by the effects from
WWII, and intimately involved in the cold war with the Soviet
Union. At the same time, instabilities in the political systems
throughout Eurasia was experiencing an insurgence of
communist regimes; this possibly accounted for much of the
uncertainty experienced by Hofstede’s initial respondents during
this period.
5.
A One-Company Approach: Many researchers believe
that Hofstede’s initial research of IBM employees represents a
single-minded approach, and the results obtained from this
foundational study cannot accurately describe or represent the
cultural values system of an entire country or nation (Olie, 1995;
Søndergaard, 1994; Graves, 1986).
6.
Outdated and Obsolete Results: According to some
researchers, globalization and the growth of SMEs and MNEs
across diverse geographical, political, and cultural boundaries
since the later 20th century until present, along with the rapid
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global exchange of information via electronic media and the
internet has modified and homogenized cultures worldwide
since the era of the 1970’s when Hofstede’s theory of national
cultures was developed (UK Essays, 2015; Mead & Andrews ,
2009; McSweeney, 2002; Guangrong, 1998; Papaconstantinou,
1995).
7.
Too Few Dimensions: The original 4 dimensions, and
currently 6 dimensions in Hofstede’s national cultural identity
theory is indicated by some researchers as too few to adequately
describe a complex issue such as national values and beliefs
(Hurn & Tomalin, 2013). Other cultural theories that define
national identity values have more dimensions and breadth of
coverage; Trompenaars & Hampden-Turner (2012) defined 7
dimensions in their model of cultural identity; House, Hanges,
Javidan, Dorfman, & Gupta (2004) explains culture in their
GLOBE Project using 9 cultural dimensions.
8.
Statistical Integrity: The statistical analysis and
techniques Hofstede has used in developing his theory have
come under some scrutiny; it appears that in some cases as the
theory was being developed, the same question appeared and
was used on more than one dimensional scale (Dorfman &
Howell, 1988). Additionally, the number of respondents per
country has been questioned regarding the representativeness of
the occurrence and strength of the dimensions, since on occasion
Hofstede used a national sample consisting of a very small
number of responses – in some cases only 1 respondent (Furrer,
2000; Dorfman & Howell, 1988).
Horizontal and Vertical Cultures
In addition to Hofstede’s National Cultural Dimensions
previously mentioned, work has also been done by Triandis who
expanded on several of Hofstede’s cultural dimensions by
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presenting concepts he called tight or loose and vertical or
horizontal national cultures (Triandis, 2004). Per this theory,
tight cultures - such as those found in East Asian countries such
as Japan – cultural individuals closely follow inherited practices
of rules, norms, and culturally standardized behaviors. Loose
cultures – as depicted in some Southeast Asian countries such as
Thailand – have a greater tolerance and acceptance for actions
and behaviors that break the formal societal norms, and though
rules against such behaviors exist in these societies, many times
they are either disregarded or ignored.
An
additional
enhancement
of
Hofstede’s
individualism/collectivism dimension was also made by
Triandis indicating that there were different actual types of
individualistic and collectivistic national cultures (Triandis,
1995). His theory argues that when the concept of vertical
(focusing on hierarchy and status) and horizontal (focusing on
equity and equality) is added to the mix (see Table 2-15) a more
powerful understanding of national cultural values can be
obtained.
World Value Survey
The World Values Survey (WVS) is a network of social
scientists studying worldwide changing values and their
influence on social and political life and situations. The WVS
has performed representative national surveys in 97 societies
which contain nearly 90 percent of the world’s population.
These surveys show predominant changes in the things people
desire out of life, and the ideas and issues in which they believe.
To observe worldview value changes, the WVS has currently
performed six ‘waves’ of surveys, starting in 1981 until 2007 –
the first wave (1981 through 1984) investigated 20 countries
with 25,000 respondents; the second wave (1989 – 1993)
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analyzed 42 countries and 61,000 respondents; the third wave
(1994 – 1998) surveyed 52 countries and 75,000 respondents;
the fourth wave (1999 – 2004) investigated 67 countries and
96,000 respondents; the fifth wave (2005 – 2008) surveyed
77,000 respondents, and the sixth wave (2010 – 2014) analyzed
60 countries (World Values Survey, 2016).
Table 2-15 Horizontal and Vertical National Cultures
•

•

Vertical (Hierarchy)

Individualistic:
•
Each individual person in the
society is considered distinctive,
unique, and possibly superior to
others. Personal material wealth,
possessions, and accomplishments
are the focus of individual status in
the society.
Collectivistic:
Groups have a clearly defined •
status and hierarchy among
members of the society or group,
which creates authority.
Individuals feel obligated to
directly follow this authority at the
expense of personal
accomplishments if this will
enhance the group.

Horizontal (Equality)
Individualistic:
Although distinction between
individuals in the society exists,
members are considered equal to
other members of the without a
strong focus on a person’s status
and wealth.
Collectivistic:
Members of the group or society
feel equal. This group has little or
no strata of status or hierarchy,
with a strong focus on individual
rights and democratic practices.

Source: Triandis, H., Carnevale, P., Gelfand, M., Robert, C., Wasti, S. A., Probst, T.,
& Kashima, E. S. (2001). Culture and deception in business negotiations.
International Journal of Cross-Cultural Management, 1(1), 73-90.

Representative national samples of each society are
surveyed by using a standardized questionnaire which measures
changing societal values regarding religion, gender roles, work
motivations, democracy, good governance, social capital,
political participation, tolerance of other groups, environmental
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protection and subjective well-being(World Values Survey,
2015). The countries included in this research represent very
poor countries through very rich ones, from authoritarian
systems to liberal democracies, and analyzes all major cultures.
This analysis provides information regarding a fundamental
component of social change: the values, beliefs and motivations
of conventional people within these societies. The World Values
Survey has shown that people’s beliefs and values play a crucial
role in economic development, the rise and success of
democratic institutions, the status of social gender equality, and
the extent to which societies interact and modify government
institutions. The WVS network investigates the impact of global
cultural change regarding economic development, individual
and social creativity, basic quality of life, and level and strength
of democracy(World Values Survey, 2016).
Value Dimensions
Inglehart (1997) and Inglehart & Baker (2000) used data from
waves of the World Values Survey to construct what they
considered globalized cultural value-dimension. These
dimensions are define into two phases: Traditional vs. SecularRational values and Survival vs. Self-Expression values.
Traditional values emphasize the importance of religion, family
ties, respect for authority and acceptance of traditional family
values. People in societies who embrace these values tend to
reject divorce, abortion, euthanasia and suicide. These societies
have high levels of national pride. Secular-Rational
values generally have the opposite inclinations to traditional
values. People in these societies have less importance for
religion, traditional family values and authority. Divorce,
abortion, euthanasia and suicide are seen as relatively
acceptable. People in these societies place importance on both
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economic and physical security. This value system is linked with
a somewhat ethnocentric viewpoint and having lower levels of
societal trust and tolerance for indiscretions. Individuals in this
type of society give a higher importance to protection of the
environment, have a tolerance of foreigners, the gay and lesbian
community, gender equality, and the demands required for
involvement in decision-making activities(World Values
Survey, 2015).
Cultural Orientations
Schwartz (2006, p. 138) defined culture as the rich complex of
meanings, beliefs, practices, symbols, norms, and values
prevalent among people in a society. Given this definition,
cultural value orientations within a society are interrelated and
based on compatibility among this complex of meanings.
Schwartz believed certain cultural orientations share the same or
similar assumptions, thus is easier to uphold and act on them
simultaneously(Schwartz, 2006, p. 141).
Schwartz’s theory focuses on six basic values (Schwartz,
2006):
Values are beliefs that are linked inseparably to emotional
impact.
1. Values refer to anticipated goals that stimulate necessary
actions.
2. Values surpass specific actions and individual situations,
unlike norms and attitudes which refer to explicit actions,
behaviors, objects, and people.
3. Values serve as conditions or criteria that direct the choice
or assessment of actions, policies, people, and events.
4. Values are ranked by significance relative to other values
forming a structure of significance important to the
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individual. This ranking of values also differentiates
values from those of norms and attitudes.
5. The comparative significance of values directs which
actions or behaviors are executed and when they are
performed (Schwartz, 1992; Tetlock, 1986).
In his theory of cultural value orientations, Schwartz
states that cultural value orientations evolve as societies
confront basic issues or problems in regulating human activity
(Schwartz, 2006, p. 140). Societal or cultural problems must be
recognized, effective responses to the problems be planned and
implemented, and members of the society encourages each other
to cope or deal with both the problems occurring and proposed
solutions. Central to Schwartz’s theory is that the ways that
different societies respond to these problems and solutions can
be used to identify dimensions which may be different between
diverse cultures. Schwartz considers three acute issues
confronting all societies (Schwartz, 2005):
In describing autonomy and embeddedness, he states that
individuals should promote and show their own likings, feelings,
ideas, capabilities, and discover significance in their own
individuality. Schwartz defines two types of intellectual
autonomy that ‘encourages individuals to pursue their own
ideas and intellectual directions independently. Examples of
important values in such cultures include broadmindedness,
curiosity, and creativity.’ (Schwartz, 2006, p. 140), and affective
autonomy that ‘encourages individuals to pursue affectively
positive experience for themselves. Important values include
pleasure, exciting life, and varied life.’ (Schwartz, 2006, p. 140).
Embeddedness is identified as a need for social order, obedience,
respect for tradition.
In terms of egalitarianism and hierarchy; ‘egalitarianism
seeks to induce people to recognize one another as moral equals
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who share basic interests as human beings. People are
socialized to internalize a commitment to cooperate and to feel
concern for everyone’s welfare. They are expected to act for the
benefit of others.’ (Schwartz, 2006, p. 140-141) while ‘Cultural
hierarchy relies on hierarchical systems of ascribed roles to
insure responsible, productive behavior. It defines the unequal
distribution of power, roles, and resources as legitimate. People
are socialized to take the hierarchical distribution of roles for
granted and to comply with the obligations and rules attached
to their roles. Values like social power, authority, humility, and
wealth are highly important in hierarchical cultures.’
(Schwartz, 2006, p. 141)
For harmony and mastery, the first is described as
‘harmony emphasizes fitting into the world as it is, trying to
understand and appreciate rather than to change, direct, or to
exploit. Important values in harmony cultures include world at
peace, unity with nature, and protecting the environment.’
(Schwartz, 2006, p. 141) while the second is ‘mastery
encourages active self-assertion in order to master, direct, and
change the natural and social environment to attain group or
personal goals. Values such as ambition, success, daring, and
competence are especially important in mastery cultures.’
(Schwartz, 2006, p. 141)
Egalitarianism and intellectual autonomy share the
assumption that people can and should take individual
responsibility for their actions and make decisions based on their
own personal understanding of situations; high egalitarianism
and intellectual autonomy usually appear together, as seen in
Western Europe. Embeddedness and hierarchy share the
conjecture that a person’s roles and obligations towards groups
and collectivities in general are more important than their own
unique goals and ambitions; embeddedness and hierarchy are
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both high in the Southeast Asian cultures. An explanation of
these concepts is shown in Figure 2-3.

Figure 2-3. Schwartz cultural dimensions: Prototypical structure
Source: Schwartz, S. (2006). A theory of cultural value orientations: Explication and
applications. Comparative Sociology, 137-182.

Trompenaars and National Culture
Fons Trompenaars and Charles Hampden-Turner argue that
there are major cultural differences between nations and that
they affect the process of doing business and managing
organizations. In this context, culture is understood as simply
‘the way in which a group of people solves problems and
reconciles dilemmas’ (Trompenaars & Hampden-Turner, 1997,
p. 6). Cultural differences play a very important role in the
success of any international organization, and often cannot be
easily realized and understood because their effects are not
directly measurable by objective and quantifiable criteria. In
order to solve this difficulty, Trompenaars and Hampden-Turner
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decided to define culture as a matrix of presuppositions,
categories, concepts and values that form the basis of an
individual’s attempt to solve various problems that arise in dayto-day life and also in business. As a result, it was found that
people solve problems under three main headings: ‘those which
arise from our relationships with other people; those which come
from the passage of time; and those which relate to the
environment’ (Trompenaars & Hampden-Turner, 1997, p. 8).
Effective leadership and change management requires an
understanding of national culture and the effects it has on
organizational structures within differing cultures (Trompenaars
& Hampden-Turner, 2012). They offer a theory based on 80,000
employees in nearly 50 cultures and based upon the results of
their research found that universal management training and
principles – or a ‘one way fits all – clearly does not fit well across
cultural diversity. They believe that understanding national
culture is an important step in the leadership process, and cross
cultural organizations can be classified into two basic
dimensions: egalitarian vs. hierarchical, and orientation of the
individual vs. When these dimensions are combined, four
general types of cross-cultural organizations appear:
Incubator – based on equality and taking care of the
employee/follower’s needs
Guided missile – also an equality-based organizational culture,
but focused primarily on goal attainment rather than
employees/followers
Family – a status or hierarchical based organizational structure,
however members in this organization function as belonging to
a family, where the leader acts with authority much like a father
figure
Eiffel Tower – also a hierarchical based organization and has
characteristics of a family, but differs since focus is placed more
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on performance and goal attainment rather than the well-being
of the employees/followers
Effective leadership roles need to be different in each
type, as do the methods and procedures needed for motivation
and goal achievement as seen in Figure 2-4.
Egalitarian

Incubator
Individual oriented:
leader removes
obstacles; focus on

Guided missile
Performance
oriented:Leader as a
guide; focus on

Person
n

Task

Family
Power oriented: leader is
a strong, caring parent;
focus on building

Eiffel Tower
Rigid and robust: leader
is undisputed legitimate
boss; focus on rational

Hierarchical

Figure 2-4. Roles and methods: motivation and goals
Source:
Trompenaars,
A., & Hampden-Turner,
C. (2012).
Riding the waves of
Figure 2-4.Roles
and methods
for motivation and
goal achievement
culture: Understanding culture and diversity in business. New York, NY: McGrawHill.

GLOBE
The Global Leadership and Organizational Behavior
Effectiveness Research (GLOBE) project was a far-reaching
research venture pertaining to cross-cultural similarities and
differences between over 62 countries and 10 defined
societies(House, Hanges, Javidan, Dorfman, & Gupta, 2004).
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The project model is wide-ranging and very useful in
understanding leadership across cultures. Results indicate that
culture affects, but does not dictate, effective leadership through
employee/follower’s beliefs. The research was an outgrowth of
examining both practical needs and organizational theories
which includes and transcends cultural values and beliefs; more
importantly, the results obtained could be used to help
understand what methods and leadership styles successfully
work across diverse cultural settings (Triandis, 1993). The
GLOBE research can additionally consider the impact and
breadth of national culture affects displayed by managers and
leaders of these nations (House, Javidan, Hanges, & Dorfman,
2002, p. 3).
Focusing on cross-cultural issues facilitates practical and
pragmatic research by uncovering new relationships and
roadblocks involved in the complex behavior required in
managing across cultural borders. Uncovering these issues tend
to force researchers to include a more comprehensive array of
management and leadership variables which are usually not
investigated in contemporary western-based management and
leadership theories – the important effects of religion, language,
ethnic background, personal values, and individual belief sets
(Dorfman, 1996).
The overarching goal of the GLOBE research program is
to develop a scientifically-based empirical theory of
management and leadership across similar and diverse cultures.
This theory would allow researchers to describe, understand, and
predict the effects that general and specific cultural constructs
have on the perception and effectiveness of leadership and
management (House, Javidan, Hanges, & Dorfman, 2002):
According to House, Javidan, Hanges, &
Dorfman(2002), several of the cultural dimensions are
comparable to the research by Hofstede(1980):
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•
•
•
•
•
•
•
•

•

Power distance: degree that power is spread unequally
among individuals and groups, and the expectation of
inequality as socially normal within the group
Uncertainty avoidance: extent of reliance on norms and
rules, and the unpredictability of events in their lives
Human orientation: degree to which fairness and
kindness are valued, and the extent to which societies
reward individuals for these values and actions
Collectivism I (institutional): Societal Collectivism: the
degree to which collective action and distribution of
organizational resources are valued
Collectivism II (in-group): degree to which individual
are close to their family or organization, and express
pride, loyalty, and obedience to their organization
Assertiveness: degree of individual directness,
confrontation, and assertiveness in social relationships
Gender egalitarianism: extent of gender differentiation,
and the extent to which gender differences are minimized
Future orientation: extent of investment in the future
rather than the past or present, and in which individuals
and societies engage in future related behaviors such as
planning and investing for the future
Performance orientation: degree to which performance
and goal attainment is valued, and rewards individuals
for improvement and excellence in actions and behaviors
(House, Javidan, Hanges, & Dorfman, 2002, p. 6)

Specific beliefs or expectations discovered from the
GLOBE Project regarding desired leadership qualities are
referred to as culturally endorsed leadership theory dimensions
or CLT. Leaders whose role functions follow the defined CLT
of that culture are inclined to be very effective (Dorfman,
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Javidan, Hanges, Dastmalchian, & House, 2012). Interestingly,
finding revealed that two CLTs were universally endorsed in all
cultures: charisma, and team-orientation(Gelfand, Erez, &
Aycan, 2007, p. 492). Some of the dimensions discovered in the
GLOBE research are similar with other theories of leadership;
however, the GLOBE research presented various unique and
exclusive findings in the development of the six culturally
endorsed leadership (CLT) dimensions listed below (House,
Hanges, Javidan, Dorfman, & Gupta, 2004):
Charismatic and value based– Broadly defined to reflect the
ability to inspire, motivate, and expect high performance
outcomes from others based on firmly held core values
Team oriented– Emphasizes effective team building and
implementation of a common purpose or goal among team
members
Participative – Reflects the degree to which managers involve
others in making and implementing decisions
Humane orientated– Reflects supportive and considerate
leadership but also includes compassion and generosity
Autonomous–Refers to independent and individualistic
leadership attributes
Self-protective–Focuses on ensuring the safety and security of
the individual and group through status enhancement and facesaving(House, Dorfman, Javidan, Hanges, & Sully de Luque,
2014, p. 53)
The GLOBE findings identified ten country clusters.
Table 2-16 defines the country clusters, the countries within the
cluster, and the identified high and low cultural value dimension,
and the cultural leadership profiles (CLT) found in the GLOBE
research data.
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Table 2-16 Country Clusters of High or Low Cultural Values
Cluster

Countries

High
Cultural
Value

Low
Cultural
Value

CLT
(in order of
importance)

Middle East

Morocco,
Kuwait,
Turkey,
Egypt, Qatar

Collectivism
II (in-group)

Future
orientation,
gender
egalitarianism,
uncertainty
avoidance

Selfprotective;
Humane
oriented;
Autonomous;
Charismatic

Confucian
Asia

South Korea,
Hong Kong,
Singapore,
Taiwan,
China, Japan

Performance
orientation,
Collectivism
II (in-group)

Southern
Asia

Latin
America

Nordic
Europe

Philippines,
Indonesia,
Thailand,
Vietnam,
Laos,
Cambodia,
Malaysia,
India, Iran
Venezuela,
Guatemala,
Costa Rica,
Columbia, El
Salvador,
Argentina,
Ecuador,
Mexico,
Bolivia,
Brazil
Denmark,
Sweden,
Finland

None
observed

None
observed

Collectivism
II (in-group)

Performance
orientation,
Collectivism I
(institution’l),
Uncertainty
avoidance

Future
orientation,
Collectivism
I
(institution’l)
Gender
egalitarian,

Assertiveness,
Collectivism
II (in-group)
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Selfprotective;
Team
oriented;
Humane
oriented;
Charismatic
Selfprotective;
Charismatic;
Humane
oriented;
Team
oriented;
Autonomous
Charismatic;
Team
oriented;
Selfprotective;
Participative

Charismatic;
Participative;
Team
oriented;
Autonomous
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Anglo

Germanic
Europe

Latin
Europe

Eastern
Europe

USA,
Canada,
Ireland,
England,
South Africa
(White), New
Zealand,
Australia
Austria,
Germany,
Switzerland
(German),
The
Netherlands
Italy, Spain,
Israel,
France,
Portugal,
Switzerland
(French)

Uncertainty
avoidance
Performance
orientation

Performance
orientation,
Assertive,
Future
orientation,
Uncertainty
avoidance
Performance
orientation,
Assertive,
Future
orientation,
Uncertainty
avoidance
Assertive,
Collectivism
II (in-group),
Gender
egalitarian

Collectivism
II (in-group)

Charismatic;
Participative;
Humane
orientated;
Team
oriented

Humane
orientation,
Collectivism
II (in-group)

Autonomous;
Charismatic;
Participative;
Humane
oriented

Humane
orientation

Charismatic;
Team
oriented;
Participative;
Selfprotective

Kazakhstan,
Performance
Autonomous;
Slovenia,
orientation
SelfGeorgia,
protective;
Hungary,
Charismatic;
Albania,
Team
Poland,
oriented
Greece,
Russia
Africa
South Africa, Humane
Humane
Zimbabwe,
orientation
None
oriented;
Namibia,
observed
Charismatic
Zambia,
Nigeria
Source: House, Hanges, P., Javidan, M., Dorfman, P., & Gupta, V. (2004). Culture,
leadership and organizations: The GLOBE study of 62 countries. Thousand Oaks,
CA: Sage.

As can be seen from the GLOBE data and the other
research explained previously, developing effective, talented,
and inter-cultural leaders perform a difficult but essential task
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for organizations or companies whom desire to integrate
business between countries. Using the current ASEAN research
countries of Thailand, Vietnam, Laos, and Cambodia (Southern
Asia cluster), the GLOBE Project predicts individuals who are
high in the following cultural values to be effective managers
and leaders:
Self-protective – focuses on ensuring the safety and security of
the individual and group through status enhancement and facesaving
Charismatic – reflects the ability to inspire, motivate, and expect
high performance outcomes from others based on firmly held
core values
Humane oriented – reflects supportive and considerate
leadership but also includes compassion and generosity
Team oriented – emphasizes effective team building and
implementation of a common purpose or goal among team
members
Autonomous – refers to independent and individualistic
leadership attributes
In developing a cultural mindset for effective leadership
and change management, leaders must mentally consider – not
simply study the culture’s values and behaviors – regarding the
culture, nation, and its people to truly be effective in leading
cross-culturally (Wilson, 2006). A cultural mindset begins with
understanding and awareness of your own culture and values,
and how these ideas and beliefs influences you and the world
you live in. For many people, culture is transparent – your
particular culture is so common to your way of life that it is
requires special effort on your part to see and understand your
culture accurately.
Indicators of good ‘cultural intelligence’ (sometimes
referred to as ‘cultural mindset’) for effective leaders are
(Thomas, et al., 2008): good personal adjustment – feelings of
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contentment and well-being in your own culture; development
and maintenance of good interpersonal relationships with
culturally different people, and effective completion of taskrelated goals in a cross-cultural environment.
Ethnocentrism as Part of National Cultural Identity
Sumner (1906) coined the term ethnocentrism, and defined it as
a view of things in which one’s own group is the center of
everything, and all others are scaled and rated regarding it. The
basic concept of ethnocentrism, however, can be traced even
earlier to McGee (1900) to characterize what he termed as the
primitive mind-set. An individual or societal worldview can
create a variety of problems and conflicts; a summary from
Neuliep, Chaudoir, & McCroskey (2001) of the most frequently
occurring conflicts are the individual possesses an inability to
sufficiently understand or respect other cultures that are different
from their own, and value judgments are made by the individual
or society for preference of the in-group and assert this group’s
innate superiority towards the out-group, linking the concept of
ethnocentrism to various forms of chauvinism and prejudice,
nationalism, tribalism, racism, and even sexism and disability
discrimination.
Ethnocentrism has been the subject of much research;
this current research work is a unique study that makes a
comparison of ethnocentrism among a representative sample of
ASEAN AEC countries. Ethnocentrism is like a transparent
cultural-view window which creates a perceptual view that
people from one ethnic culture observe differences in another
differing culture, and then negative or critical judgments are
made regarding those aspects in the other culture (Porter &
Samovar, 1997). Ethnocentrism is a universal human quality,
learned from the earliest socio-cultural interactions and
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reinforced throughout a person’s formative years and into
adulthood which creates the tendency to believe our own cultural
ways and values are right and natural (Gudykunst & Kim, 1997).
In managing or leading individuals in cross-cultural
organizations, ethnocentrism exhibited by either management or
employees can lead to obstacles and roadblocks to effective
organizational goal attainment due to lack of respect, tolerance,
and understanding of significant values and beliefs which are
important to individuals in a diversified cross-cultural workforce
(Kumar, Anjum, & Sinha, 2011).
Diversity
The term ‘diversity’ has changed and evolved over the last
several decades; the term defined both specific, individual
concepts within a larger construct based with a society (Moore,
1999). Currently, researchers have categorized diversity
characteristics into four general areas of personality (Moorhead
& Griffin, 1989), internal (Dwyer, Richard, & Chadwick,
2003), external (Schermerhorn, 1996) and organizational
(Gilbert & Ivancevich, 1999).
Cultural Intelligence (CQ)
Cross-cultural diversity in the workplace or organization can
also be viewed as a competitive advantage for many
multinational companies and corporations (Christiansen &
Sezerel, Diversity management in transcultural organizations,
2013). The continued shifting of global demographics is creating
diversity not only in the workforce, but also in the growing
domestic and international consumer customer base (Drucker,
2002). Many cross-cultural organizations are creating what is
referred to as Cultural Intelligence (CQ) programs for their
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management and leadership staff within the concept of Strategic
Human Resource Management (SHRM) to help effectively and
efficiently leverage cultural diversity management (DM) within
their organization toward achieving company goals and
production ideals. CQ is usually defined as the skills and abilities
required by cross-cultural managers and leaders to function –
even thrive – in culturally diverse conditions and situations
(Earley & Ang, 2003). As described in Table 2-17, Ang, Van
Dyne, & Tan (2011) created and described a four-factor design
of CQ which contained the components metacognitive,
cognitive, motivational, and behaviorial.
Of the four factors listed by Ang, Van Dyne, & Tan
(2011), research indicates that ‘motivational CQ’ influences the
bottom line profits cross-cultural organizations the most (Chen,
Liu, & Portnoy, 2012). This finding is important to the study of
cross-cultural diversity management because of the current
global hyper-competition found not only among ASEAN
countries, but affects most multinational organizations in their
ability to remain profitable over time since many North
American and European nations are making Southeast Asia an
important center of their globalization activities and centers of
production (Christiansen, 2012; Mohrman & Lawler, 2012).
Managing cross-cultural diversity is also of paramount
importance, since according to an important study of emerging
markets, such as those existing in ASEAN, IBM Corporation
(2008) identified six factors external to local and regional
government contral that directly affects emerging markets,
namely: accelerating globalization; expanding impact of
technology;
changing
global
demographics;
rising
environmental concerns; evolving society relationships, and
threats to social stability and order. These factors, which can
currently be seen influencing organizations and businesses in
Southeast Asia, directly point to effectively managing the
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cultural diversity found in these emerging markets, thus
requiring companies and organizations that wish to succeed in
the long term to re-evaluate and enhance their DM ideologies
(Christiansen & Sezerel, 2013).
Table 2-17 Four-Factor design of Cultural Intelligence (CQ)

Factor

Description

•

Metacognitive

•

Cognitive

•

Motivational

•

Behavioral

Metacognitive CQ are the methods and procedures
individuals use to gain and understand cultural
knowledge. Individuals having metacognitive CQ
intentionally question their own cultural conventions
and traditions, think critically on these assumptions, and
then create or form cultural knowledge and skills during
social contacts with individuals from different cultures.
Cognitive CQ is an ability derived by an individual
based on the knowledge and understanding of cultural
norms, practices, and conventions other individuals use
in different cultural situations, and developed and gained
through education and personal experience with the
exposure to different cultural settings, environments,
and individuals.
Motivational CQ represents the ability of an individual
to pay attention and direct their motivation toward
learning and knowing about cultural situations that
enhance their understanding of particular cultural
differences. Individuals having high motivational CQ
possess a genuine interest in cross-cultural differences
and social environments, and acquire a confidence and
self-efficacy in their effectiveness when involved in
cross-cultural situations.
Behavioral CQ refers to the competency to show
culturally appropriate verbal and nonverbal behavior,
tones, and gestures when communicating and interacting
with individuals from different cultures.

Source: Ang, S., Van Dyne, L., & Tan, M. (2011). Cultural intelligence. In R.
Sternberg, & B. Kaufman, Cambridge Handbook of Intelligence (pp. 582–602).
Cambridge: Cambridge University Press.
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In effective DM, respect of an individual’s sameness and
differences are seen to add value to the organization as a whole
(Patrick, 2010). In this way, the cross-cultural organization
allows a high level of openness and acceptance of cultural
dissimilarity among the individuals, groups, and organizational
members. Five categories of cross-cultural management and
leadership practices have been identified to aid in implementing
a successful DM organizational culture (Roberge, Lewicki,
Hietapelto, & Abdyldaeva, 2011):
• Using symbolic management to value diversity
• Implementing DM training programs
• Implementing cross-cultural teams
• Stimulating improved DM communication flow
• Promoting fairness and justice in human resource practices
In utilizing these and other cross-cultural management
practices and objectives, organizations existing or planning to
integrate into emerging market economies may expect higher
worker efficiency, productivity, and a competitive advantage
among organizations ignoring or implementing an ineffective
DM initiative (D’Netto & Sohal, 1999).
Cultural Intelligence covers other areas of adaptation
within a specific culture, and the ability to exhibit desirable
skills, behaviors, attitudes, and values deemed vital, important,
or desired among members of a selected culture (Peterson,
2004). A summary of particular areas of CQ suggested by
Chaney & Martin (2011) are: linguistic; spatial; intrapersona and
interpersonal intelligence.
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Multinational Enterprises
Multinational Enterprises (MNEs) regardless of organizational
size are inherently cross-cultural in nature, and are often
inconsistent in employee groups working together effectively
towards the organizational goals due to lack of mutual cultural
understanding and communication obstacles (Christiansen &
Sezerel, 2013). Research indicates that it is essential for
management and organizational leadership to effectively
understand and use knowledge of host cultural values, attitudes,
and beliefs to create and maintain growth and sustained success
(Lauring & Selmer, 2012; Funakawa, 1997). MNEs and global
organizations need to understand the definition of cultural
relations in order to achieve foundational transcultural initiatives
(VanHook, 2005): monocultural; multicultural; cross-cultural;
intercultural, and transcultural.
As can be seen from the cultural relational definitions,
the main goal or objective of transcultural MNEs is to create a
working environment in a foreign country where associates,
employees, management, and leadership from possible diverse
backgrounds bind together to create an integrated, focused team
working together towards successful implementation of
organizational goals (Nye, 2003). When MNEs hire employees
with little tolerance or respect or others from diverse
backgrounds, often a negative cost in both economic and
productivity terms can greatly affect the organization’s profits
(Christiansen, Turkina, & Williams, 2013; Dessler, 2012).
In order to create a transcultural MNE or company
operating inside a foreign country, such as is occuring regarding
the ASEAN initiative, the U.S. Government Accounting Office
(GAO) has recommended a cross-cultural DM best practices
approach as indicated in Table 2-18 (US GAO, 2005).
97
ASEAN Cross-cultural Management - Hughes

Table 2-18 U.S. GAO Diversity Management Best Practices
Best Practice
•

Top leadership commitment

•

Diversity as part of an
organization’s strategic plan

•

Diversity linked to performance

•

Measurement

•

Accountability

•

Succession planning

•

Recruitment

•

Diversity training

Description
a vision of diversity demonstrated
and communicated by top-level
management
a diversity strategy and plan that
are developed and aligned with the
organization’s strategic plan
the understanding that a more
diverse and inclusive work
environment can yield greater
productivity and individual and
organizational performance
a set of quantitative and qualitative
measures of the impact of overall
diversity program
the means to ensure that leaders
are responsible for diversity by
linking their performance
assessment and compensation to
the progress of diversity initiatives
an ongoing, strategic process for
identifying and developing a
diverse pool of talent for an
organization’s potential future
leaders
the process of attracting a supply
of qualified, diverse applicants for
employment.
organizational efforts to inform
and educate management and staff
about diversity’s benefits to the
organization

Source: U.S. GAO. (2005). Diversity management: Expert identified leading
practices and agency examples ( GAO-05-90). Washington, D.C: U.S. GAO, p. 4.
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Additional Aspects for ASEAN
Foreign Direct Investment (FDI), or a controlling interest in a
business organization or enterprise in a country which is owned
and based in another country, has experienced a strategic role in
the growth and development of emerging market multinational
corporations
(MNCs)
and
multinational
enterprises
(MNEs)(Sauvant, Maschek, & McAllister, 2010). In researching
and studying the role of production and services financed by FDI
in MNE activities, a framework or eclectic paradigm developed
by Dunning (1977) referred to as the ‘Ownership, Location, and
Internalization’ (OLI) has remained the de facto standard
regarding testing MNE theories relating to FDI and crossnational organizational development.
The foundation of the OLI framework is that these three
concepts form the basis for decisions made by MNEs as to
whether, or if, to locate their organization in a particular nation.
The advantages of Ownership, and the economic leverages that
can be obtained in the desired nation by owning the facility or
service, indicate that the MNE will receive a perceived
advantage allowing it to offset the costs of operation in the host
nation (United Nations, 2003).
Location incentives utilize the natual or existing
resources found in the region to be a competitive or strategic
advantage for increased production, use of skilled or semiskilled talent in the workforce at a lower cost point, or to reduce
expences due to lower overhead such as rent, utilities, etc.
Internalization offers the MNE different modes of creating,
evaluating, and leveraging the core business operating
requirements made available by residing in the host nation; new
and different products, core market strategies, and fresh range
target consumers can be created by the integration of the
organization residing in this novel and foreign country. The key
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feature of the OLI framework focuses on the incentive
motivations that are enhanced by successful MNEs whom
decide to either startup or expand their business plan across
borders.
FDI performs a central role in the creation and
implementation of globalized business products and services,
and it helps to establish direct, long-term, and lasting bonds
between economies (Groh & Wich, 2012). Current research in
this area has been directed towards the concepts surrounding
FDI and its relationship to the OLI framework (Brainard, 1997).
One of the main issues that has gained notice by international
trade theorists regards the concept of ‘vertical and horizontal’
FDI (Franco, Rentocchini, & Marzetti, 2010). By definition,
horizontal trade refers to the MNE manufacturing products and
services which are basically identical or like those the
organization creates in its home nation, i.e., the MNE duplicates
horizontally the same products and services in the host country
to reduce the cost of production, transportation, or to leverage
export advantages (Tambunlertchai, 2009).
Additionally, inherent risks are sometimes associated
with expanding into new or uncharted emerging markets. These
powerful forces encourage which some firms experience can be
classified as political, economic, and managerial (Xia, Boal, &
Delios, 2009).
From this overview of current knowledge and
approaches to understanding the complexities of cross-cultural
management and leadership, the following chapters move into
more detailed consideration of the four ASEAN countries that
have been mentioned, first in the next chapter, by introducing
some of the approaches used to elicit the information.
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Chapter 4
Creating ASEAN-Specific Detail
As is evident from the preceding chapter, research in cross
cultural attitudes, behaviors, and beliefs is important when
studying the effectiveness of successful cross-cultural
management and leadership (House, Javidan, Hanges, &
Dorfman, 2002). For these reasons I will now introduce a range
of means by which experts have created the philosophy and
methods that have built up the sectors knowledge, and in doing
so dwell on those that relate specifically to the succeeding
chapters. Current and past research has indicated that specific
cultural values and behaviors – including ethnocentrism – are
‘bound to differentiate as much or even more that structural
factors between societies’ (Lammers & Hickson, 1979, p. 10).
Cultural management and leadership researchers also debate that
some aspects of effective cross-cultural leadership may
transcend cultural boundaries, and in support of their positions,
they point to common technologies, industrial production logic
and designs, and comparative global management practices that
serve to harmonize and homoginize management and leadership
behavior regardless of cultural imperatives (Yavas, 1995). More
importantly to current researchers, cultural attitudes, beliefs, and
ethnocentric ideas are dynamically learned and taught to others
in the local and regional geographic sense; thus, globalization
has mandated the need for management and leaders to
understand and become competent in cross-cultural awareness
and practice (Kumar, Anjum, & Sinha, 2011).
Culture is defined as the commonly shared beliefs,
values, and norms of a group of people. Two factors that can
inhibit cultural awareness are ethnocentrism and prejudice
101
ASEAN Cross-cultural Management - Hughes

(Dong, Day, & Collaco, 2008). As indicated in the literature
review, many studies have focused on identifying various
dimensions of culture. The best known is the work of Hofstede
(1980, 2001). Expanding on Hofstede’s work, this research work
analyzes an additional dimension of cultural ethnocentrism
among ASEAN AEC nations regarding important management
and leadership considerations.
In the performance of data collection presented in the
following, the ethical guidelines used for participant consent
conformed to the National Center for Postsecondary
Improvement (NCPI), funded by the U.S. Department of
Education’s Office of Educational Research and Improvement
(OERI) and based at Stanford University, Stanford California
USA.
The paradigm followed is basically a philosophical
position of worldview that underlies and informs the style of
research (Sapsford & Jupp, 2006). The conceptual
design/research planning is a mixed methods approach that
utilizes methods of collecting and analyzing data using both
quantitative and qualitative research approaches in a single
research study (Creswell, 2003; Johnson & Onwuegbuzie,
2004). Several conceptual definitions are relevant to provide the
scope and depth of understanding partnership and comparative
relationships (Johnson, Onwuegbuezie, & Turner, 2007).
Creswell & Plano-Clark (2011). However, to better understand
the paradigm behind the mixed methods used, the research
philosophies of epistemology, ontology, and axiology positions
regarding the aspects and postulations are now discussed.
Epistemology questions the assumptions of what is
acceptable as knowledge and that which constitutes an
acceptable knowledge in a field of study. Regarding the
qualitative approach, the researcher networks or specifically
relates to the subject being researched, interviewing or observing
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participants over a period developing an ‘interpretative’
perspective in the research results (Creswell, 2009). When
‘mixed’ with the quantitative approach, Saunders, Lewis, &
Thornhill (2009) suggests a detached, objective, and
independent bearing to control for bias.
Ontology questions the assumptions that need to be made
about the way in which the world works and concerns itself with
the nature of reality (Saunders, Lewis, & Thornhill, 2009). The
ontological assumption in qualitative research views the
problem of reality as that constructed by the researcher involved
in the research circumstances (Creswell, 2009). In quantitative
research, it views realities as objective, and it is a study
independent of the researcher (Saunders, Lewis, & Thornhill,
2009). This can be measured by using questionnaires or another
instrument.
Axiology is philosophical issue which questions what
roles values play in research choices, as well as place emphasis
on a researcher’s ability to make value judgments (Saunders,
Lewis, & Thornhill, 2009). In qualitative research, the
researcher accepts as valid the nature of the researcher’s values
and beliefs, as well as the value of knowledge provided from the
research participants; the choice of what to do, and how to do it,
are determined by the researcher’s beliefs and experiences
(Easterby-Smith, Thorpe, & Lowe, 2003). In a quantitative
paradigm, it provides that the researcher’s values should be
absent from the study; however, the researcher’s choice of what
to do, and how to do it, is determined by objective criteria and
the approach. This method and choice of data collection
techniques is determined by the researcher and based on the
proposed or actual content of the study (Saunders, Lewis, &
Thornhill, 2009).
The epistemology, ontology, and axiology research
philosophies or viewpoints pertaining to the two perspectives of
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interpretative and positivism regarding the mixed methods
research design are identified in Table 3-1.
Table 3-1 Epistemology, ontology, and axiology viewpoints Mixed-methods Research
Research Philosophy
Epistemology

Perspective
Positivism – researcher is independent of that
being researched Interpretative – researcher is
dependent of that being researched, which
implies a social phenomenon

Ontology

Positivism – external relationships
Interpretative – internal relationships

Axiology

Positivism – value neutral
Interpretative – value based

Source: Ihuah, P., & Eaton, D. (2013, October). The pragmatic research approach: A
framework for sustainable management of public housing estates in Nigeria. Journal
of US-China Public Administration, 10(10), 933-944.

The following chapters present discussion that has arisen
from a causal-comparative/ex post facto design. This research
design seeks to find relationships between independent and
dependent variables after an action or event has already occurred
(Salkind, 2010). The causal-comparative approach was selected
by the researcher because the independent variable (IV) in this
study – ethnicity of the participant – was impossible to
manipulate. The causal-comparative approach allows
investigation of the independent variable’s effect on the
dependent variables (DV) identified in the study – national
values, attitudes, and cultural ethnocentrism – by comparing two
or more groups of research subjects (participants from Thailand,
Laos, Vietnam, and Cambodia). Using this design, a
homogenously selected group of subjects was selected so that a
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cross-sectional measurement of the effects of the IV on the
multiple DVs could be assessed at one point in time.
The basic outline for the causal-comparative study is as
indicated in Figure 3-1. As indicated previously, the independent
variable (IV) for the study is national cultural ethnicity of the
selected samples from representative ASEAN countries –
Thailand, Vietnam, Cambodia, and Laos – which are considered
representative based on the following factors (CIA, 2014):
• Each of these countries belong to the ASEAN
Economic Community (AEC)
• Although the countries are contiguous with
each other, each nation has its own language,
culture, currency, and system of government
which is representative of the ASEAN
countries in general
• These four countries receive significant
investments from outside of the nations,
namely China, South Korea, and Japan which
is similar among other ASEAN countries
• Social factors, such as family, ancestral
worship, and religion play a significant role in
cultural learning, development, and social
transference
• The rates of urbanization are similar with other
developing ASEAN countries
• Legal systems based on the civil law system,
i.e., the Executive, Legislative, and Judicial
branches are common in these and most other
ASEAN nations
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Figure 3-1. Basic outline for the causal-comparative study

For the four ASEAN countries internal validity in the
sample population was controlled by matching and homogenous
subgroups of selected participants. In the matching technique of
participants, prospective subjects are selected based on
identification of one or more characteristics; subjects are then
selected for the study based on having or possessing specific
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characteristics. Matching of subjects was based primarily on the
requirement that the participants of the research were residents
of the country being studied. Regarding homogenous subgroups,
the criterion is based on comparing participants in the study that
are clustered per particular variables (Salkind, 2010) of
university students in their 2nd or 3rd year of study, and enrolled
in either business or management courses.
Quantitative collection of data followed surveys of the
Hofstede Values Survey Module 2013 (VSM-13) and the
Neuliep & McCroskey’s Generalized Ethnocentrism (GENE)
Scale 2013. Each of the instruments was translated into the
national language of the country and checked using reverse
translation to ensure the accuracy and understandability of
questions. Additionally, questionnaire or survey construction
regarding cross-cultural values required the following attention:
• The construct of what is being measure must be clearly
defined regarding what the test is measuring (Gregory, 1996).
• The domain of the instrument is linked to the construct and
provides a framework for the construct being measured
(Swart, Roodt, & Schepers, 1999).
• Identifying sub-domains indicate the survey creator needs to
find and be aware of all the elements belonging to the
construct being measured (Schepers, 1992).
• Identification of behavior indicators, or the operationalization
of the sub-domains into identifiable, observable behavior that
can be measured and quantified (Swart, Roodt, & Schepers,
1999).
• Item construction, or the choice, number, and format of item
questions are crucial to the test’s reliability and validity as a
measuring instrument.
The reliability of the Neuliep & McCroskey’s
Generalized Ethnocentrism (GENE) Scale 2013 determined by
Cronbach's alpha was .92 (Neuliep, 2002). As stated by Bergiel,
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Bergiel, & Upson (2012), the multitude of recent researchers in
cross-cultural studies indicate that Hofstede-inspired research is
increasing exponentially (Taras, Kirkman, & Steel, 2010).
The research instrument used in the qualitative collection
of data for the study was an interviewed administration of the
Neuliep & McCroskey’s Generalized Ethnocentrism (GENE)
Scale 2013. Researchers selected approximately 20% of eligible
participants for inclusion in the interviewing process. These
participants did not take the ‘pencil and paper’ survey, but were
asked each question on the GENE scale verbally in their mother
tongue, and then responses to the questions by the subjects were
videotaped and/or recorded for later translation. The responses
obtained were then analyzed for content, and a matrix of answers
obtained was constructed to create a quantifiable analysis. Once
collected the data was analyzed by inferential and descriptive
statistical methods. When analysis was performed using
descriptive statistics, Univariate Analysis (UA) statistics were
used, which involved the examination across cases of one
variable at a time. Tests from UA, such as the mean, standard
deviation, and sum of squares allow three major characteristics
of a single variable to be analyzed, viz, distribution, central
tendency and dispersion.
Because of the limited value of descriptive statistical
tests in making summations regarding only the data observed,
the descriptive statistics are considered in conjunction with the
data analysis from the inferential statistical procedures. A UA
frequency table for each dependent variable (DV) making up the
national cultural dimensions of the VSM-13 survey, along with
the ethnocentrism DV obtained from the GENE survey
statement response from the qualitative data was also created,
and interpretation of the observed results were described.
With respect to the inferential statistical methods used,
statistical tests from the
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General Linear Model (GLM) stated as: y = b0 + bx + e (where:
y = a set of outcome variables; x = a set of pre-program variables
or covariates; b0 = the set of intercepts (value of each y when
each x = 0, and b = a set of coefficients, one each for each x)
A Multi-Variable Analysis of Variance (MANOVA) was
conducted on the VSM-13 and GENE response data collected
across countries. The MANOVA was used because it is a
procedure for testing the hypothesis that K population means are
equal, where K > 2 (in this study K = 4), there are multiple
dependent variables (in this study DV = 7), and compares the
means of the samples or groups in order to make inferences
about the population means. The independent variable (IV) is
required to have either nominal levels or a few ordered levels
(Hinkle, Wiersma, & Jurs, 2003). An alpha level of .05 was used
for all analysis. Post hoc comparisons using Tukey procedures
were used to determine which pairs of the dimensional means
differed. The independent nominal variable (IV) in the study was
the respondent’s country; the seven dependent variables (DV)
per IV (country) were 1.) Power Distance Index (PDI), 2.)
Individualism Index (IDV), 3.) Masculinity Index (MAS), 4.)
Uncertainty Avoidance Index (UAI), 5.) Long-Term Orientation
Index (LTO), 6.) Indulgence vs. Restraint Index (IVR), and 7.)
Ethnocentrism, (ETH). The computer analysis program IBM
SPSS V23 was used in the data analysis which generated the
relevant statistical values.
After the participant data was collected on each of the
four countries, the raw score values from both the VSM-13 and
the GENE surveys were entered into a Microsoft Excel
spreadsheet for further processing. Before analysis of either the
VSM-13 or the GENE, some of the raw scores needed to be
transformed before further analysis. VSM-13 data
transformations into index scores of national value systems:
Power Distance (large vs. small), Individualism vs.
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Collectivism, Masculinity vs. Femininity, Uncertainty
Avoidance (strong vs. weak), Long- vs. Short-Term Orientation,
and Indulgence vs. Restraint. All content questions were scored
1-5, using the formulae presented by Hofstede & Minkov (2013,
p. 6). The Generalized Ethnocentrism Survey (GENE) data
transformation (Neuliep & McCroskey, 2013) scored 15 items,
which were added together to get the composite ethnocentric
coefficient.
Notwithstanding the mixed methods used to approach
the dynamic complexity of management across four cultures, the
approach still retained some potential limitations related to
generalizability, applications to practice, and/or utility of
findings (Price & Murnan, 2004). That is, limitations either
derive from methodology or the researcher. In checking such
factors as sample size on reliability and validity and collection
of data, it is felt that the most advanced that has been conducted
in the ASEAN region. Other factors that must be acknowledged
include language translation issues, value-judgements about
other cultures and variable access to universities between
nations. The last issue required selection of amenable
universities. In addition, the information was gathered through
research assistants, many of whom were from the country being
studied, and thus cultural bias may have crept in, and have been
further limited by the lack of fluency of the researcher himself.
The prior translation and testing processes of the questions
reduced this influence as far as practically possible for the work.
The following chapters present new data that informs
management and leadership approaches relevant to crosscultural situations in the four ASEAN nations studied, which
may have wider application in the region.
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Chapter 5
ASEAN Management: New Quantitative Data
Research for this study was conducted on matched samples of
488 first and second year university students from the ASEAN
countries of Cambodia (N=120), Laos (N=117), Thailand
(N=140), and Vietnam (N=111). As previously indicated,
university students were selected for this study since the
attitudes and values of this generation and educational
background will likely be the business owners, managers, and
leaders of the future in these ASEAN countries; understanding
their value systems from the data collected may help managers
and leaders in future cross-cultural transitions and enterprises to
more successfully implement and achieve their cross-cultural
organizational initiatives and goals.
Quantitative Analysis
Research data were collected from respondents in each of the
four ASEAN countries and initially entered into a Microsoft
Excel spreadsheet. Means were calculated for each of the 24
questions on the VSM-13 for each country. The constants for
each dimension were calculated based on the comparison of the
dimension scores among the four countries. The mean results
were calculated for each of the six dimensions per four countries
as indicated below:
The constant C(dim) = 0 (calculated after all index values are completed)
Cambodia (N=120):
Power Distance Index (PDI)= 35(m07 – m02) + 25(m20 – m23) + C(pdi)
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= 35(2.42 - 2.17) + 25(3.17 - 2.70) + C(pdi) =

+20.42

Individualism Index (IDV) = 35(m04 – m01) + 35(m09 – m06) + C(idv)
= 35(1.86 - 2.17) + 35(2.35 - 2.19) + C(idv) = -5.25
Masculinity Index (MAS)= 35(m05 – m03) + 35(m08 – m10) + C(mas)
= 35(2.18 - 2.00) + 35 (2.33 - 1.97) + C(mas) = 19.25
Uncertainty Avoidance Index (UAI)= 40(m18 - m15) + 25(m21 – m24) +
C(uai)
= 40(2.31 - 2.85) + 25(3.14 - 2.67) + C(uai) = -9.79
Long-Term Orientation Index (LTO) = 40(m13 – m14) + 25(m19 – m22) +
C(lto)
= 40(2.43 - 2.46) + 25(2.21 - 1.83) + C(lto) = +8.25
Indulgence vs. Restraint (IVR) = 35(m12 – m11) + 40(m17 – m16) + C(ivr)
= 35(2.99 - 2.45) + 40(2.78 - 2.30) + C(ivr) = +37.96
Laos (N=117):
Power Distance Index (PDI)
= 35(m07 – m02) + 25(m20 – m23) +
C(pdi)
= 35(2.19 - 1.59) + 25(2.93 - 2.78) + C(pdi) = +24.78
Individualism Index (IDV)
= 35(m04 – m01) + 35(m09 – m06) +
C(idv)
= 35(1.60 - 2.36) + 35(2.16 - 2.14) + C(idv) = -25.65
Masculinity Index (MAS) = 35(m05 – m03) + 35(m08 – m10) + C(mas)
= 35(1.84 - 2.06) + 35 (2.42 - 2.08) + C(mas) = +4.22
Uncertainty Avoidance Index (UAI) = 40(m18 - m15) + 25(m21 – m24) +
C(uai)
= 40(2.54 - 2.97) + 25(3.35 - 3.06) + C(uai) = -9.57
Long-Term Orientation Index (LTO) = 40(m13 – m14) + 25(m19 – m22) +
C(lto)
= 40(2.24 - 1.84) + 25(1.26 - 1.66) + C(lto) = +5.95
Indulgence vs. Restraint (IVR) = 35(m12 – m11) + 40(m17 – m16) + C(ivr)
= 35(2.49 - 2.51) + 40(3.24 - 2.12) + C(ivr) = +44.22
Thailand (N=140):
Power Distance Index (PDI)
= 35(m07 – m02) + 25(m20 – m23) +
C(pdi)
= 35(2.55 - 2.51) + 25(2.55 - 2.77) + C(pdi) = -4.04
Individualism Index (IDV)
= 35(m04 – m01) + 35(m09 – m06) +
C(idv)
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= 35(2.21 - 2.14) + 35(2.44 - 2.42) + C(idv) = +2.75
Masculinity Index (MAS) = 35(m05 – m03) + 35(m08 – m10) + C(mas)
= 35(2.14 - 2.62) + 35 (2.42 - 2.56) + C(mas) = -22.00
Uncertainty Avoidance Index (UAI) = 40(m18 - m15) + 25(m21 – m24) +
C(uai)
= 40(2.58 - 2.72) + 25(3.23 - 2.99) + C(uai) = +0.18
Long-Term Orientation Index (LTO) = 40(m13 – m14) + 25(m19 – m22) +
C(lto)
= 40(2.41 - 2.38) + 25(1.72 - 1.76) + C(lto) = +0.07
Indulgence vs. Restraint (IVR) = 35(m12 – m11) + 40(m17 – m16) + C(ivr)
= 35(2.31 - 2.25) + 40(2.94 - 1.93) + C(ivr) = +42.54
Vietnam (N=111):
Power Distance Index (PDI)
= 35(m07 – m02) + 25(m20 – m23) +
C(pdi)
= 35(2.50 - 2.00) + 25(3.50 - 2.50) + C(pdi) = +42.50
Individualism Index (IDV)
= 35(m04 – m01) + 35(m09 – m06) +
C(idv)
= 35(3.00 - 4.00) + 35(3.00 - 3.50) + C(idv) = -52.50
Masculinity Index (MAS) = 35(m05 – m03) + 35(m08 – m10) + C(mas)
= 35(3.50 - 2.50) + 35 (3.50 - 2.50) + C(mas) = +70.00
Uncertainty Avoidance Index (UAI) = 40(m18 - m15) + 25(m21 – m24) +
C(uai)
= 40(2.00 - 3.50) + 25(3.00 - 2.50) + C(uai) = -47.50
Long-Term Orientation Index (LTO) = 40(m13 – m14) + 25(m19 – m22) +
C(lto)
= 40(2.50 - 3.50) + 25(1.00 - 2.50) + C(lto) = -77.50
Indulgence vs. Restraint (IVR) = 35(m12 – m11) + 40(m17 – m16) + C(ivr)
= 35(3.00 - 2.50) + 40(3.50 - 2.00) + C(ivr) = +77.50

Constant Dimension Calculation
Each country’s dimension value is compared, and a constant
value is determined for each dimension so that the dimension
score will have a value between 0 – 100 for graphing.
Power Distance Index (PDI)
Cambodia (PDI) =
20.42
Laos (PDI) =
24.78

+ 5.00 = 25.42
+ 5.00 = 29.78
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Thailand (PDI_ =
-4.04à C(pdi) = +5.00 = 0.96
Vietnam (PDI) = 42.50 + 5.00 = 47.50
A constant of +5.00 will be added to each country’s PDI value for graphing.
Individualism Index (IDV)
Cambodia (IDV) =
-5.25
+ 53.00 = 47.75
Laos (IDV) =
-25.65 + 53.00 = 27.35
Thailand (IDV) =
2.75
+ 53.00 = 55.75
Vietnam (IDV) =
-52.50à C(idv) = +53.00 = 0.50
A constant of +53.00 will be added to each country’s IDV value for graphing.
Masculinity Index (MAS)
Cambodia (MAS) =
19.25 + 22.00 = 41.25
Laos (MAS) = 4.22
+ 22.00 = 26.22
Thailand (MAS) =
-22.00à C(mas) = +22.00 = 0.00
Vietnam (MAS) =
70.00 + 22.00 = 92.00
A constant of +22.00 will be added to each country’s MAS value for graphing.
Uncertainty Avoidance Index (UAI)
Cambodia (UAI) =
-9.79
+ 48.00 = 38.21
Laos (UAI)=
-9.57
+ 48.00 = 38.43
Thailand (UAI) =
0.18
+ 48.00 = 48.18
Vietnam (UAI) =
-47.50à C(uai) = +48.00 = 0.50
A constant of +48.00 will be added to each country’s UAI value for graphing.
Long-Term Orientation Index (LTO)
Cambodia (LTO) =
8.25
+ 78.00 = 86.25
Laos (LTO)=
5.95
+ 78.00 = 83.95
Thailand (LTO) =
0.07
+ 78.00 = 78.07
Vietnam (LTO) =
-77.50à C(lto) = +78.00 = 0.50
A constant of +78.00 will be added to each country’s LTO value for graphing.
Indulgence vs. Restraint (IVR)
Cambodia (IVR) =
37.96 + 0 = 37.96
Laos (IVR)=
44.22 + 0 = 44.22
Thailand (IVR) =
42.54 + 0 = 42.54
Vietnam (IVR) = 77.50 + 0 = 77.50
A constant of +0.00 will be added to each country’s IVR value for graphing
(no negative values)

VSM-13 Dimensions per Country
After normalizing the VSM-13 dimension results with the
calculated constant required for graphing the results, a finer
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resolution of the differences between countries and dimensions
emerge. Graphic VSM-13 survey results for Cambodia are
presented in Figure 4-1, results for Laos is presented in Figure
4-2, Thailand results are presented in Figure 4-3, and Vietnam
results are presented in Figure 4-4.
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Figure 4-1. Cambodia VSM-13 survey results
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Figure 4-2. Laos VSM-13 survey results
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Thailand
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Figure 4-3. Thailand VSM-13 survey results
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Figure 4-4. Vietnam VMS-13 results

Quantitative Analysis: Generalized Ethnocentrism (GENE)
Scale
The Generalized Ethnocentrism (GENE) Scale consists of 22
questions, of which 15 of these items are scored. The other 7
questions (# 3, #6, #12, #15, #16, #17, #19) are included in the
survey to balance the number of positively and negatively
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IVR

worded questions. Questions # 4, #7, and #9 are to be recoded
so as response 5 à 1, 4 à 2, 3 à 3, 2 à 4, 1 à 5 (this is done
to allow all question to have a positive wording and
understanding from the respondent), The remaining questions
are then summed together. A GENE score greater than 50 is
considered ethnocentric(Neuliep & McCroskey, 2013). The
mean scores of each country with regards to the ethnocentrism
dimension coefficient are:
GENE Scale Ethnocentrism Dimension Coefficient per Country
(mean scores)

Vietnam (N=111):
40.50
Laos (N=116):
40.23
Cambodia (N=120): 38.24
Thailand (N=140): 36.74
Quantitative Analysis: VSM-13 and GENE per Country
An initial bivariate correlation of the seven dimensional means
per each country was performed using the SPSS V23 software.
In this statistical view, each of the DV seven dimensions
regarding all IV countries are displayed showing the
dimension’s cumulative mean, standard deviation, and
respondent population total (N = 487).
Bivariate Descriptive Statistics
PDI
IDV
MAS
UAI
LTO
IVR
ETH

Mean
15.29
-2.73
7.76
-7.54
2.02
37.40
36.88

Std. Deviation
49.573
60.268
61.735
64.107
54.651
63.931
7.754

N
487
487
487
487
487
487
487
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Multivariate descriptive statistics allow a more precise
descriptive view of the DV respondent data, and the mean,
standard deviation, and population size N is categorized by
country (IV).
Multivariate Descriptive Statistics

PDI

IDV

MAS

LTO

IVR

ETH

UAI
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Country Mean

Std. Deviation

N

0
1
2
3
Total
0
1
2
3
Total
0
1
2
3
Total
0
1
2
3
Total
0
1
2
3
Total
0
1
2
3
Total
0
1
2
3
Total

47.600
55.710
45.876
42.702
49.573
57.868
58.449
61.855
55.010
60.268
49.466
60.737
60.453
59.954
61.735
54.227
57.066
52.234
55.029
54.651
68.723
70.629
63.022
49.276
63.931
7.196
7.374
8.214
5.505
7.754
68.392
69.538
57.905
60.763
64.107

120
116
140
111
487
120
116
140
111
487
120
116
140
111
487
120
116
140
111
487
120
116
140
111
487
120
116
140
111
487
120
116
140
111
487

20.42
24.78
-4.04
24.19
15.29
-5.25
-25.65
2.75
17.03
-2.73
19.25
4.22
-22.00
36.58
7.76
8.25
5.95
.07
-6.35
2.02
37.96
44.22
42.54
23.20
37.40
38.24
40.23
36.74
32.07
36.88
-9.79
-9.57
.18
-12.70
-7.54
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A dimensional 2-tailed correlation statistic matrix
generating the Pearson product-moment correlation coefficient
value was then created on all countries and respondent’s data.
This statistical procedure measures the strength and direction of
linear relationships, and indicates if any two variables
(dimensions in this case) are significantly related to each other.
The significant statistical results at both the 0.01 and the 0.05
level for bivariate correlations are indicated in the following.
• Correlation is significant at the (p < 0.01) level (2-tailed) for the
following dimension:
§ PDI à MAS:
r = .139
• Correlation is significant at the (p < 0.05) level (2-tailed) for the
following dimension:
§ PDI à LTO
r = .101
• Correlation is significant at the (p < 0.01) level (2-tailed) for the
following dimension:
§ MAS à IVR
r = -.135
• Correlation is significant at the (p < 0.01) level (2-tailed) for the
following dimension:
§ UAI à LTO
r = .161
• Correlation is significant at the (p < 0.01) level (2-tailed) for the
following dimension:
§ UAI à IVR
r = -.202

A Multi-Variable Analysis of Variance (MANOVA) was
then conducted on the data collected. The MANOVA is a
procedure for testing the hypothesis that K population means are
equal, where K > 2, and compares the means of the samples or
groups in order to make inferences about the population means.
The MANOVA is basically multiple single factor ANOVAs
(Analysis of Variance) since there is multiple dependent
variables (DV) in this study. The independent variable (IV) is
required to have either nominal levels or a few ordered
ASEAN Cross-cultural Management - Hughes

119

levels(Hinkle, Wiersma, & Jurs, 2003). An alpha level of .05
was used for all analysis. Post hoc comparisons using Tukey
procedures were used to determine which pairs of the
dimensional means significantly differed.
The MANOVA was performed using a General Linear
Analysis (GLA) multivariate analysis on the collected data. The
fixed factor independent nominal variable(IV=4) in the study
was the respondent’s country (CNTRY); the four nominal
countries previously identified are CNTRY=0 Cambodia,
CNTRY=1 Laos, CNTRY=2 Thailand, and CNTRY=3
Vietnam. The seven dependent variables (DV=7) were 1.) Power
Distance Index (PDI), 2.) Individualism Index (IDV), 3.)
Masculinity Index (MAS), 4.) Uncertainty Avoidance Index
(UAI), 5.) Long-Term Orientation Index (LTO), 6.) Indulgence
vs. Restraint Index (IVR), and 7.) Ethnocentrism, (ETH).
The SPSS V23 multivariate test utilized a full factorial
model, with Type III sum of squares, and included the intercept
in the model. Multivariate profile plots were performed using the
respondent’s country as the horizontal axis. A Tukey post hoc
test of multiple comparisons for observed means was also
performed, and multivariate test options to display means for
respondent’s country, descriptive statistics, and observed power
were selected. The four F-tests consisting of Pillai's Trace,
Wilks' Lambda, Hotelling's Trace, and Roy's Largest Root were
performed, and the results are discussed in the following.
From the obtained F-test results of the MANOVA
multivariate tests:
F(21,1370.22) = 10.7, p < 0.0005; Wilks’ Lambda = 0.647
With further investigation, seven univariate ANOVA
tests between subjects (dimensions) with respect to all countries
was performed as a step-down analysis after the MANOVA
results were obtained. The highlighted results, F-tests belonging
to each significant dimension were:
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(PDI)
(IDV)
(MAS)
(ETH)

F = 10.74, p < 0.0005
F = 10.62, p < 0.0005
F = 23.22, p < 0.0005
F = 26.24, p < 0.0005

A Post Hoc Multiple Means Comparisons ANOVA
using Tukey procedures was also conducted to validate which
dimensional mean difference per country were significant at the
alpha .05 level. The Multiple Comparisons Tukey HSD report
indicating the dependent variables, country comparison, mean
difference, standard error, significance level, and lower and
upper confidence intervals were calculated and are summarized
as follows.
(PDI)
Cambodia vs. Thailand
mean difference = +/-24.452 and (p < .01)
Laos vs. Thailand
mean difference = +/-28.820 and (p < .01)
Thailand vs. Vietnam
mean difference = +/-28.225 and (p < 01)
(IDV)
Cambodia vs. Laos
mean difference = +/-20.397 and (p < .05)
Cambodia vs. Vietnam
mean difference = +/-22.277 and (p < .05)
Laos vs, Thailand
mean difference = +/-28.397 and (p < .01)
Laos vs. Vietnam
mean difference = +/-42.674 and (p < .01)
(MAS)
Cambodia vs. Thailand
mean difference = +/-41.250 and (p < .01)
Laos vs. Thailand
mean difference = +/-26.334 and (p < .01)
Laos vs. Vietnam
mean difference = +/-32.352 and (p < .01)
Thailand vs. Vietnam
mean difference = +/-58.577 and (p < 01)
(ETH)
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Cambodia vs. Vietnam
mean difference = +/-6.170 and (p < 01)
Laos vs. Thailand
mean difference = +/-3.497 and (p < .01)
Laos vs. Vietnam
mean difference = +/-8.161 and (p < .01)
Thailand vs. Vietnam
mean difference = +/-4.664 and (p < .01)

The quantitative analysis has indicated substantial and
significant differences between the cultures in terms of
management and leadership in the four ASEAN nations. The
parallel research of qualitative factors is now presented in the
following chapter.
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Chapter 6
ASEAN Management: New Qualitative Data
Qualitative GENE data was collected via interview from 20
respondents in each of the four countries (N=80). The interview
was conducted by local research assistants in the respondent’s
native language. General categories of GENE responses were
developed by answer analysis, and generated four to five
common responses per GENE statement. Descriptive statistics
for each of the answers were generated, a category reason or
answer was tallied for each country. Questions asked and resons
for responses are included in the ensuing text in italics. The
respondent’s survey responses allowed were: 5 = Strongly
Agree, 4 = Agree, 3 = Neutral, 2 = Disagree, and 1 = Strongly
Disagree.
Regarding the survey statement ‘Most other cultures are
backward compared to my culture’, 26 respondents (32.5%)
marked item ‘3 = Neutral’ with the mode of (8) from Cambodia;
20 respondents (25.0%) indicated ‘4 = Agree’ with the mode of
(7) from Vietnam; 15 respondents (18.8%) indicated ‘2 =
Disagree’ with the mode of(5) from Thailand; 13 respondents
(16.3%) indicated ‘5 = Strongly Agree’ with the mode of (5)
from Laos; and 6 respondents (7.5%) indicated ‘1 = Strongly
Disagree’ with the mode of (2) coming from both Laos and
Thailand.
When asked for the reason given for their response, 27
respondents (33.8%) designated ‘Our country’s identity is very
important’ with the mode of (8) from both Cambodia and
Thailand; 22 respondents (27.5%) designated ‘Our country tries
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to protect its own culture’ with the mode of (6) from both Laos
and Vietnam; 14 respondents (17.5%) designated ‘Our culture
has been practiced for many generations’ with the mode of (5)
from Vietnam; 13 respondents (16.3%) designated ‘Each
country has different but equal culture’ with the mode of (4)
from both Cambodia and Vietnam; and 4 respondents (5.0%)
designated their reason as ‘Cultures cannot be compared’ with
the mode of (2) from Laos.
Regarding the survey statement ‘My culture should be
the role model for other cultures’, 30 respondents (37.5%)
marked item ‘3 = Neutral’ with the mode of (9) from Laos; 20
respondents (25.0%) indicated ‘2 = Disagree’ with the mode of
(7) from Vietnam; 19 respondents (23.8%) indicated ‘4 = Agree’
with the mode of (6) from Thailand; 8 respondents (10.0%)
indicated ‘1 = Strongly Disagree’ with the mode of (4) from
Cambodia; and 3 respondents (3.8%) indicated ‘5 = Strongly
Agree’ with the mode of (2) coming from Thailand.
When asked for the reason given for their response, 26
respondents (32.5%) designated ‘National identity of each
country is different’ with the mode of (8) from Vietnam; 17
respondents (21.3%) designated ‘Respect of other countries is
very important’ with the mode of (6) from Thailand; 16
respondents (20.0%) designated ‘Cultural exchange is good for
all people’ with the mode of (7) from Cambodia; 14 respondents
(17.5%) designated ‘National identity of country has different’
with the mode of (5) from Laos; and 7 respondents (8.8%)
designated their reason as ‘Other countries would need to agree’
with the mode of (3) from Laos.
Regarding the survey statement ‘Lifestyles in other
cultures are just as valid as those in my culture’, 23 respondents
(28.8%) marked item ‘2 = Disagree’ with the mode of (7) from
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Thailand; 20 respondents (25.0%) indicated ‘3 = Neutral’ with
the mode of (6) from Thailand; 15 respondents (18.8%)
indicated ‘5 = Strongly Agree’ with the mode of (5) from
Vietnam; 12 respondents (15.0%) indicated ‘2 = Agree’ with the
mode of (5) from Cambodia; and 10 respondents (12.5%)
indicated ‘1 = Strongly Disagree’ with the mode of (3) coming
from both Laos and Thailand.
When asked for the reason given for their response, 23
respondents (28.8%) designated ‘Countries need to be tolerant
of others’ with the mode of (8) from Laos; 22 respondents
(27.5%) designated ‘It’s normal because other cultures are
different’ with the mode of (6) from both Cambodia and
Vietnam; 20 respondents (25.0%) designated ‘Other cultures
need to learn our ways’ with the mode of (7) from Cambodia;
and 15 respondents (18.8%) designated ‘It’s normal because our
culture is different from theirs’ with the mode of (5) from
Thailand.
Regarding the survey statement ‘Other cultures should
try to be more like my culture’, 23 respondents (35.0%) marked
item ‘3 = Neutral’ with the mode of (8) from Laos; 26
respondents (32.5%) indicated ‘2 = Disagree’ with the mode of
(7) from both Cambodia and Thailand; 12 respondents (15.0%)
indicated ‘4 = Agree’ with the mode of (4) from Thailand; 7
respondents (8.8%) indicated ‘5 = Strongly Agree’ with the
mode of (3) from Thailand; and 7 respondents (8.8%) indicated
‘1 = Strongly Disagree’ with the mode of (4) coming from
Vietnam.
When asked for the reason given for their response, 25
respondents (28.8%) designated ‘All cultures should respect
others’ with the mode of (7) from Laos; 23 respondents (28.8%)
designated ‘Other cultures don’t ‘fit’ with ours’ with the mode
of (7) from Laos; 19 respondents (23.8%) designated ‘All
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cultures have some good ways’ with the mode of (7) from
Vietnam; and 13 respondents (16.3%) designated ‘Our religion
and culture is very good’ with the mode of (5) from Thailand.
Regarding the survey statement ‘People in my culture
could learn a lot from people of other cultures’, 24 respondents
(30.0%) marked item ‘1 = Strongly Disagree’ with the mode of
(7) from Cambodia; 23 respondents (28.8%) indicated ‘3 =
Neutral’ with the mode of (7) from Vietnam; 19 respondents
(23.8%) indicated ‘2 =Disagree’ with the mode of (5) from
Cambodia, Laos, and Thailand; 10 respondents (12.5%)
indicated ‘4 = Agree’ with the mode of (3) from both Laos and
Thailand; and 4 respondents (5.0%) indicated ‘5 = Strongly
Agree’ with the mode of (2) coming from Thailand.
When asked for the reason given for their response, 28
respondents (35.0%) designated ‘Exchange of knowledge
between cultures is good’ with the mode of (8) from Laos; 24
respondents (30.0%) designated ‘Our culture needs to be more
open-minded’ with the mode of (7) from both Cambodia and
Laos; 15 respondents (18.8%) designated ‘Other cultures could
learn a lot from our culture too’ with the mode of (4) from both
Thailand and Vietnam; 8 respondents (10.0%) designated ‘Other
cultures needs to be educated about our culture’ with the mode
of (3) from Laos; and 5 respondents (6.3%) designated their
reason as ‘Our culture should adapt to other cultures’ with the
mode of (3) from Vietnam.
Regarding the survey statement ‘Most people from other
cultures just don’t know what’s good for them’, 29 respondents
(36.3%) marked item ‘2 = Disagree’ with the mode of (10) from
Thailand; 28 respondents (35.0%) indicated ‘1 = Strongly
Disagree’ with the mode of (10) from Laos; 15 respondents
(18.8%) indicated ‘3 = Neutral’ with the mode of (5) from Laos;
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7 respondents (8.8%) indicated ‘4 = Agree’ with the mode of (3)
from Thailand; and 1 respondent (1.2%) indicated ‘5 = Strongly
Agree’ coming from Thailand.
When asked for the reason given for their response, 31
respondents (38.8%) designated ‘Other cultures know different
and good things too’ with the mode of (9) from Vietnam; 17
respondents (21.3%) designated ‘Other cultures know little
about our ways’ with the mode of (5) from both Laos and
Vietnam; 17 respondents (21.3%) designated ‘I want to learn
new and different ways from other cultures’ with the mode of (6)
from Cambodia; and 15 respondents (18.8%) designated ‘Other
people need to learn more about our culture’ with the mode of
(7) from Thailand.
Regarding the survey statement ‘I respect the values and
customs of other cultures’, 38 respondents (47.5%) marked item
‘5 = Strongly Agree’ with the mode of (11) from Laos; 23
respondents (28.8%) indicated ‘4 = Agree’ with the mode of (8)
for both Thailand and Vietnam; 11 respondents (13.8%)
indicated ‘3 = Neutral’ with the mode of (4) from Cambodia; 6
respondents (7.5%) indicated ‘2= Disagree’ with the mode of (3)
from Cambodia; and 2 respondents (2.5%) indicated ‘1 =
Strongly Disagree’ coming each from both Thailand and
Vietnam.
When asked for the reason given for their response, 34
respondents (42.5%) designated ‘Mutual respect from both
cultures are needed’ with the mode of (10) from both Laos and
Vietnam; 22 respondents (27.5%) designated ‘Respect others as
they respect you’ with the mode of (7) from Vietnam; 15
respondents (18.8%) designated ‘Our cultural identity is better
than most’ with the mode of (8) from Thailand; and 9
respondents (11.3%) designated ‘Only some ‘proper’ cultures
deserve respect’ with the mode of (4) from Cambodia.
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Regarding the survey statement ‘Other cultures are
smart to look up to our culture’, 28 respondents (35.0%) marked
item ‘3 = Neutral’ with the mode of (8) from Laos; 28
respondents (32.5%) indicated ‘2 = Disagree’ with the mode of
(7) for both Cambodia and Thailand; 12 respondents (15.0%)
indicated ‘4 = Agree’ with the mode of (4) from Thailand; 7
respondents (8.8%) indicated ‘5 = Strongly Agree’ with the
mode of (3) from Thailand; and 7 respondents (8.8%) indicated
‘1 = Strongly Disagree’ with the mode of (4) coming from
Vietnam.
When asked for the reason given for their response, 27
respondents (33.8%) designated ‘Everyone thinks their culture
is smartest and best’ with the mode of (9) from Vietnam; 25
respondents (31.3%) designated ‘Our culture has a long and
beautiful past’ with the mode of (8) from Thailand; 17
respondents (21.3%) designated ‘Each culture has good and bad
things about it’ with the mode of (7) from Thailand; and 11
respondents (13.8%) designated ‘Our country is poor – maybe it
is not too smart’ with the mode of (6) from Laos.
Regarding the survey statement ‘Most people would be
happier if they lived like people in my culture’, 30 respondents
(37.5%) marked item ‘3 = Neutral’ with the mode of (9) from
Cambodia; 22 respondents (27.5%) indicated ‘2 = Disagree’
with the mode of (7) from Thailand; 14 respondents (17.5%)
indicated ‘4 = Agree’ with the mode of (5) from Cambodia;
9respondents (11.3%) indicated ‘5= Strongly Agree’ with the
mode of (3) from Vietnam; and 5 respondents (6.3%) indicated
‘1 = Strongly Disagree’ with the mode of (2) coming from
Vietnam.
When asked for the reason given for their response, 31
respondents (38.8%) designated ‘It would depend upon the
128

ASEAN Cross-cultural Management - Hughes

individual people in each culture’ with the mode of (10) from
Cambodia; 25 respondents (31.3%) designated ‘Our culture
would be very good for foreigners’ with the mode of (9) from
Thailand; 14 respondents (17.5%) designated ‘Most people
would be happy living in my culture’ with the mode of (4) from
both Cambodia and Thailand; and 10 respondents (12.5%)
designated ‘All cultures have some good and bad ways’ with the
mode of (4) from Vietnam.
Regarding the survey statement ‘People in my culture
have just about the best lifestyles of anywhere’, 28 respondents
(35.0%) marked item ‘3 = Neutral’ with the mode of (8) from
Laos; 26 respondents (32.5%) indicated ‘2 = Disagree’ with the
mode of (7) from both Cambodia and Thailand; 12 respondents
(15.0%) indicated ‘4 =Agree’ with the mode of (4) from
Thailand; 7 respondents (8.8%) indicated ‘5 = Strongly Agree’
with the mode of (3) from Thailand; and 7 respondents (8.8%)
indicated ‘1 = Strongly Disagree’ with the mode of (4) coming
from Vietnam.
When asked for the reason given for their response, 25
respondents (31.3%) designated ‘A person’s lifestyle depends on
if you are rich or poor’ with the mode of (7) from Vietnam; 22
respondents (27.5%) designated ‘Every culture is best for some
people and not good for others’ with the mode of (6) from
Thailand; 17 respondents (21.3%) designated ‘I think my culture
is best and would not want to change’ with the mode of (6) from
Thailand; 11 respondents (13.8%) designated ‘Our culture
depends a lot on each other working together’ with the mode of
(4) from Thailand; and 5 respondents (6.3%) designated their
reason as ‘Our culture may not satisfy many foreigners’ with the
mode of (2) from both Cambodia and Laos.
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Regarding the survey statement ‘Lifestyles in other
cultures are not as valid as those in my culture’, 26 respondents
(32.5%) marked item ‘3 =Neutral’ with the mode of (8) from
Cambodia; 24 respondents (30.0%) indicated ‘2 = Disagree’
with the mode of (7) from Cambodia; 14 respondents (17.5%)
indicated ‘4 =Agree’ with the mode of (4) from both Laos and
Thailand; 9 respondents (11.3%%) indicated ‘5 = Strongly
Agree’ with the mode of (4) from Thailand; and 7 respondents
(8.8%) indicated ‘1 = Strongly Disagree’ with the mode of (4)
coming from Vietnam.
When asked for the reason given for their response, 33
respondents (41.3%) designated ‘The other culture’s behaviors
may not be good’ with the mode of (10) from Thailand; 15
respondents (18.8%) designated ‘Some foreigners do not respect
our values’ with the mode of (5) from Vietnam; 13 respondents
(16.3%) designated ‘Each culture has its own lifestyle and way
to do things’ with the mode of (4) from both Laos and Vietnam;
11 respondents (13.8%) designated ‘I don’t think foreigners can
really be like us’ with the mode of (4) from Thailand; and 8
respondents (10.0%) designated their reason as ‘Our culture and
lifestyle is valid and has a good reason to exist’ with the mode
of (4) from Vietnam.
Regarding the survey statement ‘I do not cooperate with
people who are different’, 30 respondents (37.5%) marked item
‘3 =Neutral’ with the mode of (9) from Thailand; 30 respondents
(37.5%) indicated ‘2 = Disagree’ with the mode of (9) from
Laos; 10 respondents (12.5%) indicated ‘1 =Strongly Agree’
with the mode of (4) from Vietnam; 8 respondents (10.0%)
indicated ‘4 = Agree’ with the mode of (3) from Thailand; and 2
respondents (2.5%) indicated ‘5 = Strongly Agree’ with the
mode of (1) coming from both Cambodia and Thailand.
130

ASEAN Cross-cultural Management - Hughes

When asked for the reason given for their response, 19
respondents (23.8%) designated ‘It is impossible in my culture
to not cooperate’ with the mode of (8) from Cambodia; 18
respondents (22.5%) designated ‘Cooperation with people from
other cultures gains experience’ with the mode of (6) from
Vietnam; 15 respondents (18.8%) designated ‘I cooperate unless
they don’t like or understand me’ with the mode of (7) from
Laos; 14 respondents (17.5%) designated ‘It depends on the
purpose of cooperation’ with the mode of (5) from Thailand; and
14 respondents (17.5%) designated their reason as ‘Harmony
and cooperation in my culture are important’ with the mode of
(4) from both Laos and Vietnam.
Regarding the survey statement ‘I do not trust people
who are different’, 30 respondents (37.5%) marked item ‘2
=Disagree’ with the mode of (10) from Thailand; 26 respondents
(32.5%) indicated ‘3 = Neutral’ with the mode of (7) from
Cambodia, Laos, and Vietnam; 10 respondents (12.5%)
indicated ‘2 =Agree’ with the mode of (3) from Cambodia and
Thailand; 10 respondents (12.5%) indicated ‘1 = Strongly
Disagree’ with the mode of (4) from Vietnam; and 4 respondents
(5.0%) indicated ‘5 = Strongly Agree’ with the mode of (2)
coming from Cambodia.
When asked for the reason given for their response, 26
respondents (32.5%) designated ‘Trust would depend upon the
individual and what they want’ with the mode of (8) from Laos;
22 respondents (27.5%) designated ‘I usually don’t trust
strangers from other cultures’ with the mode of (8) from
Thailand; 13 respondents (16.3%) designated ‘I am a very open
person and trusting of most people’ with the mode of (4) from
both Cambodia and Thailand; 10 respondents (12.5%)
designated ‘There needs to be some form of a relationship or
understanding first’ with the mode of (4) from Vietnam; and 9
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respondents (11.3%) designated their reason as ‘People from all
cultures need to trust others’ with the mode of (3) from both
Cambodia and Vietnam.
Regarding the survey statement ‘I dislike interacting
with people from different cultures’, 34 respondents (42.5%)
marked item ‘2 =Disagree’ with the mode of (10) from Vietnam;
23 respondents (28.8%) indicated ‘3 = Neutral’ with the mode
of (7) from Laos; 15 respondents (18.8%) indicated ‘1 =Strongly
Disagree’ with the mode of (5) from Vietnam; 6 respondents
(7.5%) indicated ‘4 = Agree’ with the mode of (3) from
Cambodia; and 2 respondents (2.5%) indicated ‘5 = Strongly
Agree’ with the mode of (1) coming from Cambodia and
Vietnam.
When asked for the reason given for their response, 25
respondents (31.3%) designated ‘We need to interact with them
to help them so they can help us’ with the mode of (10) from
Cambodia; 16 respondents (20.0%) designated ‘If you want to
learn about other cultures you need to have interactions with
them’ with the mode of (6) from Thailand; 16 respondents
(20.0%) designated ‘In the world, we don’t stand alone – we
need interaction to accomplish goals’ with the mode of (6) from
Laos; 13 respondents (16.3%) designated ‘We have to treat with
foreigners the same as our own people’ with the mode of (5)
from Vietnam; and 10 respondents (12.5%) designated their
reason as ‘All cultures today have to like and understand each
other’ with the mode of (4) from Thailand.
Regarding the survey statement ‘I have little respect for
the values and customs of other cultures’, 30 respondents
(37.5%) marked item ‘3 =Neutral’ with the mode of (10) from
Laos; 28 respondents (35.0%) indicated ‘2 = Disagree’ with the
mode of (8) from Cambodia; 15 respondents (18.8%) indicated
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‘1 =Strongly Disagree’ with the mode of (5) from Vietnam; 5
respondents (6.3%) indicated ‘4 = Agree’ with the mode of (3)
from Thailand; and 2 respondents (2.5%) indicated ‘5 = Strongly
Agree’ with the mode of (1) coming from Cambodia and
Vietnam.
When asked for the reason given for their response, 27
respondents (33.8%) designated ‘Respect for each other is
necessary in today’s world’ with the mode of (9) from Laos; 17
respondents (21.3%) designated ‘Everyone respects their
identity and values more than other cultures’ with the mode of
(5) from Laos and Vietnam; 17 respondents (21.3%) designated
‘We need to respect cultures which are like our own’ with the
mode of (5) from Thailand and Vietnam; 11 respondents
(13.8%) designated ‘We should respect cultures that are
interesting and can help us’ with the mode of (5) from
Cambodia; and 8 respondents (10.0%) designated their reason as
‘Too much respect for a culture is as bad as not enough respect’
with the mode of (5) from Cambodia.
The qualitative analysis has indicated substantial and
significant differences between the cultures in terms of
management and leadership in the four ASEAN nations, which
together with the information gained from the quantitative
analysis in the previous chapter provides a basis for drawing
some summary lessons. This forms the basis of the following,
final chapter.
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Chapter 7
Lessons for ASEAN
We may now summarize the quantitative and qualitative
analyses as follows: After a GENE survey statement content
analysis, the scale determined to identify six main values or
beliefs that are important in developing or maintaining
ethnocentrism. The six ethnocentric values and/or beliefs were
distilled, and descriptive statistical analysis of the qualitative
responses regarding these categories were:
1. Identity: Mean = 34.10%
38.8% Other cultures know different and good things too
33.8% Everyone thinks their culture is smartest and best
32.50% People always think their country is best
31.30% All cultures should respect others
2. Respect: Mean = 36.27%
32.5% Trust depends upon the individual and what they want
33.8% Respect for each other is necessary in today’s world
42.5% Mutual respect from both cultures are needed
3. Behavior: Mean = 35.05%
28.8% Countries need to be tolerant of others
41.3% The other culture’s behaviors may not be good for us
4. Cooperation:
Mean = 29.40%
35.0% Exchange of knowledge between cultures is good
23.8% It is impossible in my culture to not cooperate
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5. Interaction:
Mean = 32.55%
33.8% Our country’s identity is very important in working with
others
31.3% We need to interact with them to help them so they can
help us
6. Happiness: Mean = 35.05%
38.8% Happiness would depend upon the individuals in each
culture
31.3% A person’s happiness depends on if you are rich or poor
These responses serve as context for the following
general conclusions. If we paraphrase this work as addressing
the question, ‘What are the regional, social, cultural, and
ethnocentric dimensions from a representative sample of
economically emerging ASEAN nations – namely, Thailand,
Vietnam, Laos, and Cambodia – which could be identified to
better prepare current and future cross-cultural management
and leadership personnel in emerging market countries such as
those found in the AEC?’- we find that several lessons arise from
the detailed analyses presented so far in this book.
It is clear that a succinct understanding of both sociocultural sameness and diversity regarding the current and future
workforce of employee assets and associates in this important
global economic region is needed to help identify and define
effective cross-cultural management and leadership strategies.
This allows consideration of different approaches to effective
management and leadership styles that could be implemented by
organizations when contemplating or actively perusing crossnational business opportunities when the host country is an
emerging ASEAN economy such as Thailand, Vietnam, Laos,
and/or Cambodia.
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A mixed methods approach using both qualitative and
quantitative analysis of Geert Hofstede’s Values Survey Module
2013 (VSM-13) and Neuliep & McCroskey’s Generalized
Ethnocentrism Scale (GENE) questionnaires were used to
measure national cultural values and ethnocentrism expressed by
resident individuals of the represented ASEAN nations (N=487).
The four independent variables (IV) of the study are the ASEAN
countries of: Cambodia (N = 120); Laos (N = 116); Thailand (N
= 140), and Vietnam (N = 111). Seven dependent variables in
the study were six cultural dimensions identified by Hofstede,
Hofstede, & Minkov (2010) and one additional new cultural
dimension (ethnocentrism) identified by this work as potentially
significant. The dependent variables are: Power Distance (PDI);
Individualism (IDV); Masculinity (MAS); Uncertainty
Avoidance (UAI); Long-Term Orientation (LTO); Indulgence
vs. Restraint (IVR), and Ethnocentrism(ETH).
Prior to statistical analysis, an initial analysis of the
Hofstede VSM-13 survey data was performed using
comparative ordinal measurements of raw scores, creating
categories of ‘HIGH’ (value > 15), ‘MODERATE’ (0 >value <
15), or ‘LOW’ (value < 0) on dimension values among and
between the countries studied. When dimensions are compared
relatively with each other, the results concluded the following:
Cambodia is considered HIGH on the following dimensions:
Power Distance Index (PDI):
+20.42
Masculinity Index (MAS):
+19.25
Indulgence vs. Restraint Index (IVR):
+37.96
is considered MODERATE on:
Long-Term Orientation (LTO):
+8.25
and is considered LOW on:
Individualism Index (IDV):
-5.25
Uncertainty Avoidance Index (UAI):
-9.79
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Laos is considered HIGH on the following dimensions:
Power Distance Index (PDI):
Indulgence vs. Restraint Index (IVR):
Is considered MODERATE on:
Masculinity Index (MAS):
Long-Term Orientation (LTO):
and is considered LOW on:
Individualism Index (IDV):
Uncertainty Avoidance Index (UAI):

+24.78
+44.22
+4.22
+5.95
-25.65
-9.57

Thailand is considered HIGH on the following dimensions:
Indulgence vs. Restraint Index (IVR):
+42.54
is considered MODERATE on:
Individualism Index (IDV):
+2.75
Uncertainty Avoidance Index (UAI):
+0.18
Long-Term Orientation (LTO):
+0.07
and is considered LOW on:
Power Distance Index (PDI):
-4.04
Masculinity Index (IDV):
-22.00
Vietnam is considered HIGH on the following dimensions:
Power Distance Index (PDI):
+42.50
Masculinity Index (MAS):
+70.00
Indulgence vs. Restraint Index (IVR):
+77.50
is considered LOW on:
Individualism Index (IDV):
-52.50
Uncertainty Avoidance Index (UAI):
-47.50
Long-Term Orientation (LTO):
-77.50
With this initial comparison, a snapshot of cultural value
dimensions at the country level can be seen. However, to see a
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more in-depth comparison of cultural value dimensions and
country comparisons, the VSM-13 graphing constants were
calculated for each dimension of the research countries which
produces a clearer picture of similarity and differences in
reported values. A new set of refined ordinal descriptors were
developed. These comparative markers were ‘Relatively High’
(value > 50), ‘Moderately High’ (30 > value < 50), ‘Moderately
Low’ (10 > value < 30), and ‘Relatively Low’ (value < 10) and
described for each country. These results can be seen in Figure
5-1.

Figure 5-1 VSM-13: Cambodia, Laos, Thailand & Vietnam

When interpreting key issues regarding the dimensions
of the country, explanations are based on each end of the
dimension continuum where the individual country scored
higher and lower. In this way, a more definitive difference
between the each of the country’s dimensional values and beliefs
will be more distinct, clear, and evident. All interpretations are
based on theory previously presented, with emphasis based on
Hofstede, Hofstede, & Minkov (2010).
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Cambodia
From the VSM-13 graph, we can see that Cambodia ranks
relatively high on the Long-Term Orientation Index (LTO) with
a score of 86.25; moderately high on the Individualism Index
(INV) with a score of 47.75 and the Masculinity Index (MAS)
having a score of 41.25, the Uncertainty Avoidance Index (UAI)
with a score of 38.21, and Indulgence Verses Restraint Index
(IVR) with a score of 37.96; the country ranks moderately low
on the Power Distance Index (PDI) having a score of 25.42.
Interpretation: The data suggests that Cambodia having
higher Long-Term Orientation (LTO), indicates Cambodian
employees place stress on learning, being honest, self-discipline,
accountability, amount of time worked, and the ability to adapt
to changing work situations. Owners, managers, and employees
share the same work and company vision, while local
Cambodian management places focus on brand status and
market position. Local employees usually expect rewards based
on years of service. Having a lower Power Distance Index (PDI)
score suggests hierarchy in organizations indicate an inequality
in roles, and are created and maintained mainly for convenience,
while managers and leaders trust and rely on the skills and
experience of subordinates. The ideal supervisor is a resource
friend, much like a ‘big brother’ and remaining pragmatic for
both management and employee.
Laos
From the graphed VSM-13 results, we can see that Laos ranks
relatively high on the Long-Term Orientation Index (LTO) with
a score of 83.95; moderately high on the Indulgence Verses
Restraint Index (IVR) with a score of 44.22, the Uncertainty
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Avoidance Index (UAI) having a score of 38.43; and ranks
moderately low on the Power Distance Index (PDI) with a score
of 29.78, the Individualism Index (IDV) with a score of 27.35,
and the Masculinity Index (MAS) having a score of 26.22.
Interpretation: The data suggests that Laos, having a
higher Long-Term Orientation Index (LTO), indicates it is
described similar as Cambodia. Additionally, Lao employees
respect workers whom have been with the company over time,
and both management and employees understand that future
profits for the company are extremely important. Lao employees
tend to save much of their earnings, and if spent, tend to purchase
land and reality. Having a low score on the Masculinity Index
(MAS) suggests when conflicts or disputes erupt, Lao believe
these can best be resolved by negotiation and compromise.
Employees prefer smaller organizations, and occupation of work
is less important; Lao employees work to live. Many
professional occupations are filled by women, and competition
exists between agricultural and service oriented enterprises.
Thailand
The Thailand VSM-13 results indicate relatively high on the
Long-Term Orientation Index (LTO) with a score of 78.07 and
on the Individualism Index (IDV) with a score or 55.75;
moderately high on the Uncertainty Avoidance Index (UAI)
with a score of 48.18 and on the Indulgence Verses Restraint
Index (IVR) with a score of 42.54; and ranks relatively low on
the Power Distance Index (PDI) with a score of 0.96, and the
Masculinity Index (MAS) having a score of 0.0.
Interpretation: The data suggests that having a higher
Long-Tern Orientation Index (LTO) score as Cambodia and
Laos, Thailand employees believe rewards should be based on
years of employment and loyalty to the organization. Work
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values place stress learning, being honest, self-discipline,
accountability, and having the ability to adapt to diverse
situations. Management and employees are focused on brand
status and market position, and owners, managers, and
employees share the same work and company vision. Having a
low Masculinity Index (MAS) score, Thailand is similar to Laos
in that proper management is based on intuition and consensus
among the supervisors, while often not involving the company
employees. Conflicts and disputes are viewed as socially
unacceptable, and can best be resolved by negotiation and
compromise. Occupation or job is less important, since
employees work to live; for many employees, leisure time is
valued more than compensation or money.
Vietnam
Vietnam ranks relatively high on the Masculinity Index (MAS)
having a score of 92.00, and the Indulgence Verses Restraint
Index (IVR) with a score of 77.70; moderately high on the Power
Distance Index (PDI) having a score of 47.50; and relatively low
on the Individualism Index (INV) having a score of 0.50, the
Uncertainty Avoidance Index (UAI) with a score of 0.50, and
the Long-Term Orientation Index (LTO) having a score of 0.50.
Interpretation: The data suggests that having a higher
score on the Masculinity Index (MAS), Vietnamese employees
believe proper management should be decisive, conclusive and
immediate. Conflicts and disputes can best be resolved by letting
the strongest win, and competition often exists between
manufacturing and production oriented enterprises. Rewards are
based on merit and equality, and occupation or type of job is
critical; employees live to work. Few professional occupations
are filled by women, while compensation and money are valued
more than leisure time. Having a lower score on three
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dimensions – Individualism Index (INV), Uncertainty
Avoidance Index (UAI), and Long-Term Orientation Index
(LTO) makes Vietnam quite interesting to interpret.
Firstly, lower INV scores suggest each Vietnamese
employee is an integral part of their ‘in-group’; important goals
are attained for the in-group’s welfare. Moving between multiple
jobs and locations during the employee work-life are fewer and
less likely than more individualistic employees. Management
considers the worker’s in-group when making hiring and
termination decisions, and the employer-employee relationship
is based on a moral and familial basis. Management style is
based on management of the group; management being honest
and direct in employee assessment, especially in front of other
employees, creates dissonance and an imbalance in the harmony
of the work relationship.
Secondly, lower UAI scores suggest Vietnamese
employees have fewer changes in jobs, and when employed,
give longer service to each employer. In the workplace, rules
help satisfy an emotional need; rules are required even if they
are not functional. Additionally, the employee has an emotional
need to always be busy and is motivated to always work hard.
The organization focuses on the content of the decisions being
made; management is primarily concerned with day-to-day
operations and employee ingenuity in solving problems is not
encouraged and even may be limited by organizational rules.
Thirdly, lower LTO scores suggest that for Vietnamese
employees, work values revolve around freedom, rights,
achievement, and equity. Management and employee’s view of
work is psychologically different; management focus is on the
‘bottom line’ with ‘this-year’s profits’ being extremely
important, while employees greatly value their leisure time and
being away from the work situation. Rewards are based on merit,
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knowledge, and skill; however, many employees save very little
of their earnings.
When comparing cultural dimensions among the four
countries, the ordinal relative national cultural index values
indicate:
Power Distance Index (PDI):
Score
Relatively HIGH (PDI) –

None

Moderately HIGH (PDI) –
Vietnam (PDI):

47.50

Moderately LOW (PDI) –
Laos (PDI):
Cambodia (PDI):

29.78
25.42

Relatively LOW (PDI) –
Thailand (PDI):

0.96

Interpretation: With respect to the Power Distance Index
(PDI), most of the countries in the research study indicated
moderate to lower scores. Managers and leaders regarding the
PDI dimension would suggest they trust and rely on the skills
and experience of subordinates, be somewhat of resource friend,
much like a ‘big brother’, and allow subordinates to be part of
the decision making process regarding their jobs and working
environment.
Individualism Index (IDV)
Score
Relatively HIGH (IDV) –
Thailand (IDV):
Moderately HIGH (IDV)
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55.75

Cambodia (IDV):

47.75

Moderately LOW (IDV) Laos (IDV):

27.35

Relatively LOW (IDV) –
Vietnam (IDV):

0.50

Interpretation: Regarding the Individualism Index
(IDV), the research study indicates most of the countries studied
had moderate to higher IDV scores. This finding suggests
management and leaders look at skills, abilities, and
organizational rules when employment decisions are being
made; management style should be based on management of
both the group and the employee. Educational success, whether
academic or skill acquisition, gains higher status within the
group; this increased status enhances both the esteem of the
group and the individual member. Effective management should
be trained to be honest, direct and to-the-point when assessing
employees work; however, the manager must be aware that
critical discussions and evaluations should be performed with
proper respect and away from other employees.
Masculinity Index (MAS)
Score
Relatively HIGH (MAS) –
Vietnam (MAS):

92.00

Moderately High (MAS) –
Cambodia (MAS):

41.25

Moderately LOW (MAS) –
Laos (MAS):

26.22
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Relatively LOW (MAS) –
Thailand (MAS):

0.00

Interpretation: Most of the countries in the study had
moderate to higher score regarding the Masculinity Index
(MAS). This suggests that effective leadership and management
is decisive, conclusive and immediate; however, conflicts and
disputes among employees and/or management can best be
resolved by negotiation and compromise. Compensation and
money are valued more than leisure time; therefore, rewards
should be based on merit and equality. This situational also
suggests that the occupation or job type is critical, since many
employees live to work; compensation and money are valued
more than leisure time.
Uncertainty Avoidance Index (UAI) –
Score
Relatively HIGH (UAI) –

None

Moderately HIGH (UAI) –
Thailand (UAI):
Laos (UAI):
Cambodia (UAI):

48.18
38.43
38.21

Relatively LOW (UAI) –
Vietnam (UAI):

0.50

Interpretation: Most all of the countries in this study,
except for Vietnam, scored moderately high on the Uncertainty
Avoidance Index (UAI). This suggest effect management
develops rules which help satisfy an employee’s emotional need
for stability and to always be busy and is motivated. The upper
organization management should focus on the content of the
decisions being made, while mid-to-lower level management
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should primarily be concerned with day-to-day operations. It is
very important for the manager or leader to realize that these
types of employees are motivated by security, esteem, and a
sense of belonging; this will help in maintaining skilled
employees, having fewer changes in jobs; and receiving longer
service to the employer.
Long-Term Orientation Index (LTO) –
Score
Relatively HIGH (LTO) –
Cambodia (LTO):
Laos (LTO):
Thailand (LTO):

86.25
83.95
78.07

Moderately HIGH (LTO) –

None

Moderately LOW (LTO) –

None

Relatively LOW (LTO) –
Vietnam (LTO):

0.50

Interpretation: Similar to the Uncertainty Avoidance Index
(UAI), all of the countries in the study – with the exception of
Vietnam – indicated higher scores on the Long-Term
Orientation Index (LTO). This finding suggests effective
leadership or management realize these employee types value
learning, being honest, self-discipline, accountability, and
ability to adapt to their work environment or situation.
Employees share the same work and company business vision as
owners, managers, and leaders. Employees understand future
profits are most important to the company and to retaining their
jobs; although rewards based on merit, knowledge, and skill are
justified, effective management understands that rewards are
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based on years of employment and their loyalty to the
organization is also intrinsically very important to the employee.
Indulgence vs. Restraint Index (IVR) –
Score
Relatively HIGH (IVR) –
Vietnam (IVR):

77.50

Moderately HIGH (IVR) –
Laos (IVR):
Thailand (IVR):
Cambodia (IVR):

44.22
42.54
37.96

Moderately LOW (IVR) –

None

Relatively LOW (IVR) –

None

Interpretation: On the dimension of Indulgence vs.
Restraint (IVR), all of the countries in the study scored in the
higher range, with Vietnam scoring the highest. Regarding
employees higher in this dimension, effective management
should understand that many employees have an exterior locus
of control, i.e., they perceive ‘outside’ forces affect most aspects
of their lives, leaving them feeling somewhat helpless in many
situations they encounter. Work and immediate family most
important in many of their lives, and gender roles tend to be
strictly defined. These employees have a high sense of moral and
self-discipline, however, many employees often consider
themselves as rather ‘unhappy’.
Ethnocentrism Index
Score
Relatively HIGH (ETH) –
Moderately HIGH (ETH) –
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None

Vietnam (ETH):
Laos (ETH):
Cambodia (ETH):
Thailand (ETH):

40.50
40.23
38.23
36.74

Moderately LOW (ETH) –

None

Relatively LOW (ETH) –

None

Interpretation: Although not represented graphically on
the VSM-13 graph, the dimension values for the four ASEAN
countries studied appear to be relatively non-ethnocentric.
Effective management and leadership should realize that with
respect to the other dimensional values discussed – especially
those that indicate a strong ‘in-group’ affiliation – normal ethnic
and group-centered behavior and attitudes will be encountered
within these countries; however, behavioral or work-related
effects due to ethnocentrism should be minimal.
Statistical Commentary: During the statistical analysis
and reporting, the IV CNTRY assumes one of four nominal
values and needs identification: CNTRY=0 is Cambodia;
CNTRY=1 is Laos; CNTRY=2 is Thailand, and CNTRY=3 is
Vietnam. The seven DVs have been clearly identified
previously.
When examining the Bivariate Correlation results from
the dimensional 2-tailed correlation statistic matrix generating
the Pearson product-moment correlation coefficient value, the
following was found:
• There was a significant correlation between Power Distance
Index (PDI) and Masculinity Index (MAS): (r = .139, N =
487, p < 0.01). This suggests as Power Distance Index
increases, Masculinity Index significantly increases.
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• There was a significant correlation between Power Distance
Index (PDI) and Long-Term Orientation (LTO): (r = .101, N
= 487, p < 0.05). This suggests as Power Distance Index
increases, Long-Term Orientation Index increases.
• There was a significant correlation between Masculinity
Index (MAS) and Individualism Index (IDV): (r = -.135, N =
487, p < 0.01). This suggests as Masculinity Index decreases,
Individualism Index significantly decreases.
• There was a significant correlation between Uncertainty
Avoidance Index (UAI) and Long-Term Orientation Index
(LTO): (r = .161, N = 487, P < 0.01). This suggests as
Uncertainty Avoidance Index increases, Long-Term
Orientation Index significantly increases.
• There was a significant correlation between Uncertainty
Avoidance Index (UAI) and Indulgence vs. Restraint Index
(IVR): (r = -.202, N = 487, p < 0.01). This suggests as
Uncertainty Avoidance Index decreases, Indulgence vs.
Restraint Index significantly decreases.
Multivariate Analysis of Variance (MANOVA)
From the obtained F-test results of the MANOVA
multivariate tests, a statistically significant F statistic value:
F(21,1370.22) = 10.7, p < 0.0005; Wilks’ Lambda = 0.647
it can be concluded that the diversity of regional, social, cultural,
and ethnocentric values found in the sample populations
between ASEAN emerging market nations of Thailand,
Vietnam, Laos, and Cambodia as measured by Hofstede’s VSM13 survey and Neuliep and McCroskey’s GENE scale are
statistically significantly different due to country of residence. A
more complete breakdown of the multivariate analysis suggests:
The Between Subjects Effects Analysis of Variance
indicated that Power Distance Index (PDI) contained significant
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between groups variance with (F=10.74) and (p < 0.0005);
Individualism Index (IDV) showed significant between groups
variance having (F=10.62) and (p < 0.0005); Masculinity Index
(MAS) indicated significant between groups variance with
(F=23.22) and (p < 0.0005); and Ethnocentrism (ETH) having
significant between groups variance with (F=26.242) and (p <
0.0005).
Significant between group variance was not shown for the
dimensions Long-Term Orientation Index (LTO) having
(F=1.65) and (p = 0.176); Indulgence vs. Restraint Index having
(F=2.60) and (p = 0.052); and the Uncertainty Avoidance Index
(UAI) having (F=1.01) and (p = 0.39).
Results indicated that the Power Distance Index (PDI)
mean was significantly different for country ‘0’ (Cambodia) and
country ‘2’ (Thailand) with a mean difference of +/-24.452 and
(p < .01); between country ‘1’ (Laos) and country ‘2’ (Thailand)
having a mean difference of +/-28.820 and (p < .01); and
between country ‘2’ (Thailand) and country ‘3’ (Vietnam) with
a mean difference of +/-28.225 and (p < 01).
The Individualism Index (IDV) showed significantly
different mean values for countries ‘0’ (Cambodia) and ‘1’
(Laos) with a mean difference of +/-20.397 and (p < .05);
country ‘0’ (Cambodia) and country ‘3’ (Vietnam) having a
mean difference of +/-22.277 and (p < .05); country ‘1’ (Laos)
and country ‘2’ (Thailand) having a mean difference of +/28.397 and (p < .01); and country ‘1’ (Laos) and country ‘3’
(Vietnam) with a mean difference of +/-42.674 and (p < .01).
The Masculinity Index (MAS) showed significantly
different means for country ‘0’ (Cambodia) and country ‘2’
(Thailand) having a mean difference of +/-41.250 and (p < .01);
country ‘1’ (Laos) and country ‘2’ (Thailand) with a mean
difference of +/-26.334 and (p < .01); country ‘1’ (Laos) and
country ‘3’ (Vietnam) with a mean difference of +/-32.352 and
ASEAN Cross-cultural Management - Hughes

151

(p < .01); and country ‘2’ (Thailand) and country ‘3’ (Vietnam)
have a mean difference of +/-58.577 and (p < 01).
The Ethnocentrism Index (ETH) indicated significantly
different mean values for country ‘0’ (Cambodia) and country
‘3’ (Vietnam) with a mean difference of +/-6.170 and (p < 01);
for countries ‘1’ (Laos) and country ‘2’ (Thailand) with a mean
difference of +/-3.497 and (p < .01); country ‘1’ (Laos) and
country ‘3’ (Vietnam) with a mean difference of +/-8.161 and (p
< .01); and country ‘2’ (Thailand) and country ‘3’ (Vietnam)
having a mean difference of +/-4.664 and (p < .01).
Statistical Results Regarding Ethnocentrism Qualitative
Analysis
The qualitative analysis performed on the respondent data
suggests the following:
Regarding statements directed towards individual identity,
most of the respondents (34.10%) had a favorable view of
another culture’s differences, however, many respondents
believed their ideas regarding cultural identity was somewhat
superior.
Most respondents (36.27%) seemed to bind trust with
respect. Respect appeared to be applied on an individual basis
more often that brushed across a cultural group. It was apparent
to many that both respect and trust issues were required when
interacting across cultures.
Many respondents (35.05%) believed that the basis of a
culture’s behavior was initiated on the individual level. Most
participants believed some cultures may have negative
influences on members of their culture, although tolerance of
most differences would most likely be more personally
successful.
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Although varied responses occurred regarding the
cooperation variable, 29.40% of the respondents believed that
cultural knowledge and cultural exchange was very important –
many believing a requirement – for their successful future.
Most respondents (32.55%) valued the concept of altruism
and believed that reciprocation of positive interactions with
foreigners would reap a benefit for themselves and their culture.
Most respondents (35.05%) viewed happiness as a
desirable cultural value, and for many, the individual contributes
towards the overall happiness of the society in general. Although
many respondents equated happiness with money or the
acquisition of material items, more viewed happiness as an inner
virtue rather than an outward expression.
After quantitatively producing and analyzing the initial
VSM-13 survey data using MANOVA and univariate ANOVA
tests, the findings show:
The value of MANOVA F-test =
F (21,1370.22) = 10.7, p < 0.0005; Wilks’ Lambda = 0.647
Results of ANOVA Between Subjects Effects and
validated by the post hoc multiple means comparisons ANOVA
using Tukey procedures showing:
Power Distance Index F= 0.74, p < 0.0005
Individualism Index
F=10.62, p < 0.0005
Masculinity Index
F=23.22, p < 0.0005
Ethnocentrism Index F=26.24, p < 0.0005
After qualitatively analyzing GENE Scale ethnocentrism
responses indicating descriptive differences existed between
countries regarding six main values or beliefs that are important
in developing or maintaining ethnocentrism which consisted of:
Respect (mean = 36.27%); Happiness (= 35.05%); Behavior (=
35.05%); Identity (= 34.10%); Interaction (= 32.55%0 , and
Cooperation (= 29.40%).
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Based upon the statistical quantitative and qualitative
results, it can be concluded that the diversity of regional, social,
cultural, and ethnocentric values found in the sample
populations between ASEAN emerging market nations of
Thailand, Vietnam, Laos, and Cambodia as measured by
Hofstede’s VSM-13 survey and Neuliep and McCroskey’s
GENE scale show the differences are statistically significant due
to country of residence. The nature of those differences has been
discussed and should be the basis of the work that multinational
companies and others use in formulating their own approaches
to ASEAN.
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Chapter 8
A Final Word
As ASEAN continues to develop and mature, it seems
certain that cross-cultural management and leadership skills will
play a major role in the success of the initiative. The collation of
world knowledge and the new information presented herein has
identified regional, social, cultural, and ethnocentric dimensions
from the economically emerging ASEAN nations. Sound
understanding of these differences could better prepare current
and future cross-cultural management and leadership personnel
in emerging market countries such as those found in the AEC.
The work discussed here provides a multifaceted view of AEC
cultural values in the sample countries studied that be applied to
applied towards suggestions of successful CCM techniques,
attitudes, and behaviors to be used and exhibited by managers,
leaders, and local workers.
While contributing to the essential knowledge of this
field in this rapidly developing part of the world, this book forms
a basis for further social and cultural research in Southeast Asia
and among other ASEAN member states which may help to
enhance stability, economic development and regional
cooperation. Here representative ASEAN countries have been
viewed initially as a single entity as is common practice and the
work soon evolved to highlight differences and to then show
which were of major statistical importance.. Yet cultural
research specific to emerging markets in Southeast Asia is a
relatively uncharted area. In the study of cross-cultural values,
religious beliefs often prescribe and dictate in people a specific
way of thinking and behaving; the possibility of this research in
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not equally representing Muslim or Islamic religious beliefs
indicates further research including this important factor is
needed.
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