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Cross Culture
The world comprises of a vast range of cultures which define different societies and groups. Notably, the word culture covers a wide scope of meaning depending on the context in which it used. For instance, in the society, culture could be used to refer to a collective lifestyle which defines a group of people who share typical activities, attributes, principles or status; for example, the African culture. In a different context, culture could be used to refer to a group of people who share the same language, spirituality, norms and morals which are passed on from one generation to the next. On the other hand, culture could be used to refer to the collective beliefs and conduct of a group of people who have a common preference, perspectives, interests, and objectives; for example, the reggae culture. Notably, the precise definition of culture can only be obtained when the context is put into consideration. However, the broad definition describes culture as a code of attitudes, norms, values, a and a way of thinking that is shared by a particular community. Besides, culture shapes the way that the people of that particular community perceive themselves and the world at large (Lecture Notes (LN), 2017). Therefore Stahl and Caligiuri (2005), found that getting awareness about the foreign culture and maintaining a positive attitude towards is vital when working in a foreign culture. Conversely, several scholars have come up with models which are used to determine the cultural dimension of different countries around the world. Accordingly, this paper utilizes Hofstede’s and Trompenaars’ Cultural Dimensions to illustrate the Indian culture and how it is reflected in the workplace. 
	Notably, in the business context, cultural interactions can arise at various levels. For instance, the national culture affects the organization because the organization must adhere to the business laws and regulations of the country. On the other hand, the business is by several aspects of culture such as the relationship between the employee and employer or the behavior among the employees. Secondly, the national culture is attributed to the history of the nation or the physical environment. In the business context, national culture can be endorsed by building organizations which endorse the culture of that particular nation. The third cultural interaction in an organization is organizational culture. It determines the operations of the organization including how strategies and objectives are set. Also, it determines how the backgrounds of the human resource in the organization influence their values and perceptions. The next level is the corporate culture that integrates the organizational and the national cultures. Therefore, the success of the organization is determined by whether the corporate culture is precisely defined or it is flexible. On the other hand, the professional culture entails the interactions of the operators, engineers and the executives in an organization. This aspect determines how harmoniously these three cultures interact at the workplace. The last cultural in an organization is cross-cultural management. This aspect involves the conduct of people in the organization around the globe. In addition, it illustrates and compares the organizational conduct of different nations and cultures (LN, 2017).
	The above cultures in the organization are to a greater extent determined by the national culture of the country in which the organization is based. This is because; the national culture determines how people in the country behave. Accordingly, some scholars have narrowed down the paramount elements which can be used to determine the cultural dimension of a nation. For instance, Geert Hofstede developed five Cultural Dimensions. The first dimension is the power distance which indicates the level at which the populace of a particular nation acknowledges inequality in power, authority, and wealth. Notably, India is a high power distance society with a dimension of 77, as compared to the global average dimension of 56.2 (Juhász, 2014). This implies that the Indian society accepts inequality in power, wealth, and authority as a social norm.  As a result, the leaders are entirely responsible for making the major decisions and solving conflicts. On the other hand, the employees willingly comply with the opinions of the employer without any questioning. 
The second cultural dimension is individualism versus collectivism. An individualistic culture is the one that endorses personal achievements and interests as compared the welfare of the group. On the other hand, a collectivist nation promotes group achievement even at the expense of individual gains.  Notably, this aspect dimension is important in determining the relationship between employees. According to Budhwar and Varma (2010), India is a collectivist nation which values group performance as compared to individual achievements. Accordingly, the employees are supposed to retain cohesion in the team rather than pursue personal interests. In addition, group loyalty is endorsed and the staff takes a sense of belonging to the organization. Also, public disagreements are discouraged in the organization.
The third cultural dimension is masculinity which determines the extent to which assertive and materialistic behavior is accepted by the society. Notably, India has a high masculine dimension of 56 against the global average of 50 (Juhász, 2014). This means that roles in the workplace are more likely to be divided along the gender lines. Moreover, managers are expected to portray aggressiveness and strong decision-making skills. On the other hand, the aspiration to achieve is driven by the consequential material gains. Moreover, work is the focal point of people’s life. As a result, organizations encourage ambition, competitiveness, and aggressiveness (Budhwar and Varma, 2010). 
The fourth dimension is uncertainty avoidance. This element determines the extent to which the populace approach ambiguity and risk in their daily live. Additionally, the element determines the people’s preference to work with familiar people as compared to strangers. India exhibits a low uncertainty avoidance level of 40 against the world’s average of 64 (Juhász 2014). This leads to the interpretation that Indians are less formal when interacting with others. Moreover, they are less orderly and they depend on informal customs when dealing with most of the issues. Besides, they take fewer considerations when taking a risk. Conversely, they can tolerate change, ambiguity, innovations, and working with foreigners (LN, 2017).
	The last cultural dimension is the short term orientation versus long-term orientation. Long-term orientation is the extent to which the society regards ancient customs, while the converse is regarded as short-term orientation. India’s long-term orientation ranks at 61 against the world average of 45 (Juhász, 2014). This is an indication of a relentless and cost-conscious culture. Therefore, the need for accountability and self-discipline is stressed in the workplace. Moreover, the aspects of abiding personal connections and future market trends and vast investments are emphasized. In addition, the owners of the organization and the employees have common ambitions. As a result, the organizational community is closely knitted together by the group and organizational objectives.
Besides Hofstede’s cultural dimension, Trompenaar developed five dimensions which describe how people, time and environmental interactions impact the process of managing culture. The first five dimensions are inclined towards how people relate to others. Firstly, the universalisms versus particularism dimension. While Universalists focus on their responsibilities towards the society particularism are more obliged to particular people; for instance family, friends or colleagues. According to Juhász (2014), India holds relationships in high regards. As a result, a person’s responsibility towards particular groups of people such as family comes before their responsibility towards the society. Therefore India falls under the particularism society. In an organization, this aspect is depicted during the formulation of contracts. While the Universalists view a contract as a codifying element, particularism views it as lack of trust between the parties involved (LN, 2017).
	The next dimension is individualism versus collectivism. An individualism community focuses on personal objectives while collectivism focuses on collective goals. As discussed above in Hofstede’s cultural dimensions India is a collectivist society. In the workplace, this is depicted by managers tending to appoint many representatives and to consult during the decision making process. Subsequently, the affective versus neutral dimension measures the extent to which people express their emotions publically. In affective cultures, people openly express their feelings while in neutral cultures emotions are withheld (LN, 2017). From this perspective Indian culture is neutral. As a result, calm and self-controlled conduct is admired while physical contact and strong facial expressions are abhorred in the workplace. Conversely, the specific versus diffuse dimension focuses on how people in a particular society involve their colleagues in specific or diverse areas of their lives respectively. India portrays a diffuse culture in which hierarchal status in the workplace is recognized in the social areas outside the workplace. Also, the managers are likely to have a say in the personal life of the employees (Juhász 2014). 
The next dimension is achievement versus ascription. Achievement oriented cultures award status based on accomplishments while their ascription counterpart awards status based on factors such as age, gender and social class (Trompenaars, 1996). As discussed above, the Indian culture in more inclined in achievements. This is depicted in the workplace by awarding respect in the hierarchy according to achievements, as opposed to age or social standings. Conversely, the sequential versus synchronic dimension is based on how people in a certain society perceive time. In a sequential inclined culture, different activities are awarded a distinct time period while in a synchronic inclined culture activities are carried out simultaneously. India falls under the synchronic categories whereby plans are likely to be changed in the workplace. (Juhász, 2014). In addition, they find it necessary to give time to those who have higher rankings in the hierarchy. The last dimension is internal versus external factors which focus on how people relate to nature and how they interpret the circumstances in their life. While the internals believes that humans control the environment the externals believe humans are controlled by the environment. Indians fall in the external category (Juhász, 2014). They depict this dimension in the workplace by showing a willingness to follow direction. Moreover, they perform better in roles which are regular and well defined (LN, 2017).
	Notably, the Indian culture is among the vast world cultures. Accordingly, an individual may be required to work in a culture which is different from theirs. As a result, it is important to learn how to adapt to a foreign culture. The most important aspect to consider when working in a foreign culture is to keep an open mind and a positive attitude towards the foreign culture. According to Stahl and Caligiuri (2005), ethnocentrism and ignorance of cultural differences is a great hindrance to effective international leadership. Therefore it is important to understand the cultural differences and utilize the strong points of both cultures. Besides, this move is useful because it broadens one’s mind helping them to develop tolerance towards the foreign culture. Moreover, it facilitates international communication (LN, 2017). On the other hand, understanding the foreign culture is important because it reduces stereotyping while increasing sensitivity. Moreover, cultural knowledge enhances a Person’s credibility and expertise while reducing the time that individual undergoes cultural shock (Tsang, 2002).
	In conclusion, the broader definition of culture describes as the code of attitudes, norms, values, and way of thinking that is shared by a particular community. However, a more precise definition is achieved when the context is put into consideration. For instance, in an organization culture develops at various levels including culture and nation, organizational culture, corporate culture among others. However, these cultures rely heavily on the national culture. Although there are many factors which can determine national culture, Hofstede developed `cultural dimensions such as power distance, individualism, masculinity, uncertainty avoidance, and long-term orientation. Conversely, Trompenaars has developed seven dimensions which affect the process of managing culture in relation to people, time and the environment. This paper has utilized these dimensions to illustrate the Indian culture and how it’s reflected in the workplace. On the other hand, getting awareness of the foreign culture and having an open and positive attitude towards it is vital while working in a foreign culture.  
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