Culture in the Workplace Questionnaire™

Sample Report

The Culture in the Workplace Questionnaire™ (CWQ) is a valuable diagnostic and
developmental instrument. It is the basis for acquiring insight into and utilizing culturally-
based preferences and tendencies (CBTs) to advantage. CWQ helps increase individual and
group productivity, innovation, creativity, agility, and safety (PICAS) in working with people
from specific aspects of diversity or cross-cultural difference.

CWQ reports are visually oriented with extensive use of bar charts. They present a deep
analysis of an individual's or group's preferences and tendencies on the five continua of
Hofstede’s model of culture. The seven-page report, designed to be read by someone who is
new to the subject, has these sections:

Distinguishing country and individual scores. Most country data follows a bell
curve or normal distribution. The country scores are the peak or average of the curve,
thus indicating the dominant culturally-based preferences and tendencies in that
country.

Individuals within the country may be similar to or quite different than the country
averages. The individual scores place the person who completed CWQ on the same five
dimensions for purposes of comparison.

How to use your results. Defines the five dimensions of culturally-dependent work
preferences in Dr. Geert Hofstede's model of culture. This emphasizes that there are no
"right" or "wrong" answers.

Your preferences. Presents your individual culturally-based preferences and
tendencies on the five dimensions of culture. This is shown in a bar chart with
accompanying explanatory text. Group versions of the report will show the group's
overall preferences and tendencies.

Results in depth. This section has five pages, one for each of the five dimensions of
culture. Each page compares the individual result to five reference countries, which may
be pre-determined or selected by the individual participant. The results are shown in a
bar chart.

Accompanying explanatory text is adapted automatically based on the relationship between the
individual participant's score and the scores of the five reference countries. The text
emphasizes similarities and differences in mindset and behavior that may be encountered in
the reference countries. This is a basis for developmental work to become more effective in the
specific reference cultures.
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MDB Group is pleased to provide certified CWQ administrators to work with you in
any capacity needed. We provide complete coaching and developmental interventions based

on the CWQ.

Please call us; we will be happy to discuss how you may realize the full benefits of
the Culture in the Workplace Questionnaire™.

Your business success is our most important objective
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Your Culture in the Workplace Questionnaire™ results contain your scores on each of 5 dimensions: Individu8lism %
Distance, Certainty, Achievement and Time Orientation. If you think of each dimension as a continuum, eaafyof r'scores will
be a point on the corresponding dimension’s continuum. A higher score will indicate a preference for the ori tioMindicated

on that end of the continuum; a lower score will indicate a preference for the orientation on the opposite continuum.

Knowing the difference between country scores and individual scores

highest point in that curve, in other words the average score.

It's important to understand that most country scores are bell-shaped curves and that cou%\ences are indicated by the

If your scores are similar to a country score, your cultural preferences for that difnen jll be similar to the majority of people
in that country. However, there are individuals who will have scores—and thefefo references—that differ from their own
country averages and therefore from your preferences.

Likewise, even if your scores are very different from a country average, Mgoes not mean you would not occasionally find
individuals in that country with similar preferences. The key here is istinguish between individual and country scores.

What country averages do indicate are the dominant cultural p ences within that country. They provide a starting point to
develop your expectations about what many people in a ntry preger along the five dimensions. You can then check those
expectations with your own observations about the othersQgreferences. Experienced travelers always test their assumptions
with observation.

How to Use Your Results 0

Use the explanations of each dimension b&lg you look through your results. It will guide you to an understanding of your
personal profile and how it may differ e”of people in other countries.

Please remember that there ht or wrong profiles in the abstract. Whether or not your approach will be effective in a
given situation depends on the text and the desired outcome.

\Q Dimensions
%1 The degree to which action is taken for the benefit of the individual or the group

. erWistahce The degree to which inequality or distance between those in charge and the less powerful
(subordinates) is accepted

rtainty The extent to which people prefer rules, regulations and controls or are more comfortable
with unstructured, ambiguous or unpredictable situations

Achievement The degree to which we focus on goal achievement and work or quality of life and caring
for others
Ti Orientati The extent to which members of a society are prepared to adapt themselves to reach a
. tme Orientation desirable future, or the extent to which they take their guidance from the past and focus

on fulfilling their present needs and desires
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Your Culture in the Workplace Questionnaire ™ Results
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The bar graph above describes the extent to which your scores rge from the midpoint. The further away that the scores are

from the midpoint, the stronger the preference. \
&Preferences

efefence for individual orientation) - You prefer an environment that supports
es individual expression in order to excel.

Individual Orientation (modergte
and enegg

Participative

(@re ence for participative orientation) - You strongly prefer an organization
Orientation n

lations between superiors and subordinates are pragmatic and interdependent,
expect that managers will use a consultative approach in decision-making.

Tol £ quit (strong tolerance for ambiguity) - You strongly prefer organizations that encourage
olerance for IUIY “innovation and using creative approaches, and are comfortable with unstructured,
ambiguous and unpredictable situations.

Quality gifgli (strong preference for quality of life orientation) - Quality of life is very important and you
Orientgd prefer to work toward goals through supporting others.

(o

(moderate preference for long-term orientation) - You prefer organizations that focus on
success over a long time horizon and that emphasize perseverance and building a strong
market position.

g- Prientation
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Results in Depth
Your Results Compared with Country Averages

Individualism - the degree to which action is taken for the benefit of the individual or the group

M individualism

Individual Orientation versus Group Orientation
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Group Crientation

The higher your score, the higher your prefe

for Group Orientati

Interpreting your

on.

results

Your score is in the middle to

orientation. Employees with a pr

coincide with their

mind, honesty and n

Individuals expectgire
on behalf of a la g .

<

dividual Orientation. A score of 50 or lower means more of a preference

range of the Individualism dimension and indicates a moderate preference for individual

ence for individual orientation will pursue their employer's interests to the extent that these

self-i t. Freedom to adopt your own approach and having challenging work are important in a job.
diack, as well as rewards and recognition based on their individual performance. Speaking one's

re valued. Decisions can often be made quickly by an individual who has the authority to speak

Your pref n individual-oriented environment that supports and encourages individual expression, differs from the

approa eXpect in Brazil. In working with colleagues from countries with a more pronounced group orientation, such
as Br ould need to learn not to expect direct and quick answers to your questions, and will need to allow colleagues
to ach other without being suspicious about it. In such cultures, employees will tend to rely more on the company for
S S as training and support services, with aspirations towards orderliness, security and duty. Your reaction may be to
Vi h colleagues as being indecisive and lacking in confidence, while they may be uncomfortable with your demands for

idual and rapid responses. A degree of adaptation towards group consultation, particularly early in the relationship, is likely
tgfenable more effective and reciprocal relationships to be established, leading over time towards the more responsive and

elf-expressive responses which you seek.

Your score shows the least difference with the score for Netherlands. Your approach is therefore likely to be consistent with the
approach in Netherlands.
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Power Distance - the degree to which inequality or distance between those in charge and the less powerful (subordinates) is
accepted

B Power Distance

POWER DISTANCE
Hierarchical QOrientation versus Participative Orientation
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Sample Question: Employees should 1l managers thel & BVen if those views challenge those of the manager.

The higher your score, the higher your preference for &al Orientation. A score of 50 or lower means more of a
preference for Participative Orientation. 0
Interpreting your results

Your score is at the low end of the Pot e dimension and indicates a strong preference for participative orientation.

People with a preference for p e ogfentation generally expect superior - subordinate relations to be pragmatic. The
hierarchical system in this ca £t an Inequality of roles, established for convenience; and roles may be changed, so that
someone who today is a subor€ May tomorrow be a boss. Employees expect a consultative approach to decision-making,
that is, the boss should consult witig his/her subordinates before reaching a decision. Employee initiative is valued and
expected. Generally it is%important to get the work done than to go through channels.

n

”

Your preference fo& nment where hierarchical structure can be challenged differs from the approach you can expect in
Brazil. In countrj ith'®more pronounced hierarchical orientation, such as Brazil, you will find that you have to assert more

n you may do normally in order to achieve the results and impact which, in lower power-distance
cultures, ¢ ed through more gentle persuasion. In dealing with seniors, you will need to take steps to adjust your
'Inequalities among people are both expected and desired' and where seniors are expected to tell

or her with more direction and oversight than you would prefer from your own supervisor.

pr%
ough your score and the score for Germany show the least difference, there is a significant enough difference between
thg/scores so that you may have to rethink and modify your approach when interacting with colleagues from Germany.
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Certainty - the extent to which people prefer rules, regulations and controls or are more comfortable with unstructured,
ambiguous or unpredictable situations

. Certainty
CERTAINTY
Meed for Certainty versus Tolerance for Ambiguity
LISA
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Sample Question: One can be a good manager withdug h recise answers to most of the guestions that
subordinates may ralg aboul their work.

The higher your score, the higher your preference for@cmainty. A score of 50 or lower means more of a preference

for Tolerance for Ambiguity. 0

Interpreting your results

Your score is at the low end of the Ce IMgnsion and indicates a strong preference for tolerance for ambiguity. People
with a high tolerance for ambiguity ap jgfe organizations that encourage individuals to take initiatives and use creative
approaches. They believe thagthergishould be no more rules than is strictly necessary, and that rules may be broken for
pragmatic purposes. It is acceptaPle to Challenge and question “the way things are done.” There is a tolerance of differences,
innovative ideas and a wide rang&§@f behaviors. Managers are mainly concerned with strategic issues and it is accepted that
they may not have all tl tions at any given time.

Your preference f
approach you
environment tha

N preneurial environment which is less bound by rules and regulations differs extensively from the
expectin Japan. In high need for Certainty countries such as Japan, you might react by creating a micro-
d shield you from the burden of what you may perceive as excessive structure, rules and regulations. In

agement. In countries such as Japan, you will need to appreciate others’ need for compliance with
d the “normal” approach, and understand that they are likely to expect the same of you. Overemphasis on your

Eyen though your score and the score for USA show the least difference, there is a significant enough difference between the
ores so that you may have to rethink and modify your approach when interacting with colleagues from USA.
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Achievement - the degree to which we focus on goal achievement and work or quality of life and caring for others

.Achievement

ACHIEVEMENT
Achievement Orientation versus Quality of Life Orientation
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Sample Question: Compelition batween p@ makas for a balter organizalion.

preference for Quality of Life Orientation.

Interpreting your results 0

Your score is at the low end of the Achj
quality of life orientation appreciate w

The higher your score, the higher your preference forﬂ ent Orientation. A score of 50 or lower means more of a

Imension and indicates a strong quality of life orientation. People with a
organization that supports a balance between work life and personal life.
They like to work with people wiB'8 well with one another, have a good working relationship with their direct superior,
and have employment securi @ of life has priority over goal achievement. Incentives that bring improvements in benefits
and other quality of life areas (&0pposed to monetary rewards alone) are preferred. Conflicts are resolved by compromise and
negotiation. A good manager shotifg strive for consensus.

Your preference fo q@( life oriented environment that supports a balance between work life and personal life differs
extensively from the roach you can expect in Japan. In countries with a strong achievement orientation such as Japan, you
will perceive a [y ofe pronounced emphasis on the achievement of goals. In such cultures, quality of life issues are often
made secondal % al achievement and success. Colleagues in Japan may perceive you as less 'driven' or ambitious for
th€Y are, and may as a consequence display some frustration based on their expectation for urgency and
ur®alanced focus on establishing consultative relationships and rapport. Recognition of this dynamic in your
ions may help you to establish an effective foundation for the cooperation you seek to develop. Strategies to

our desire to achieve the ultimate objective may assist you in maintaining impact and influence.

e@
ore shows the least difference with the score for Netherlands. Your approach is therefore likely to be consistent with the
approach in Netherlands.
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Time Orientation - the extent to which members of a society are prepared to adapt themselves to reach a desirable future, or
the extent to which they take their guidance from the past and focus on fulfilling their present needs and desires

.Time Orientation

TIME ORIENTATION
Long-Term Orientation versus Short-Term Orientation
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Sample Queslion: Tomaormow's profits R more important than today’s profits.

The higher your score, the higher your preference for g&m Orientation. A score of 50 or lower means more of a
preference for Short-Term Orientation.

Interpreting your results

Your score is in the middle to high ra @ eWjime Orientation dimension and indicates a moderate preference for long-term
orientation. People with a prefeg i!! 2 fORlopO-term orientation value success for the long term. They accept deferred

gratification of needs and ared and sparing with resources. There is an investment in lifelong personal networks. In
organizations with a long-term @gi€ntation, managers are allowed time and resources to make their own contributions.
Measures such as market positioMysales growth, and customer satisfaction are key in evaluating business performance, and
are more important thal t-term results.

Your preference for alygnvifonment that emphasizes perseverance and sustained efforts towards success over a long time

horizon differs e approach you can expect in USA. In countries with a short-term orientation, such as USA, efforts
should produc esults, and companies often use management control systems which judge how effectively a manager
has contri e company's bottom line. You may view this constant emphasis on short-term results as myopic and

inéss; on the other hand, your colleagues in USA may view you as incompetent and unfocused if your
cisions do not take into account current business needs. Your desire to build a network of business relationships
fir t in the way of achieving the desired results. In short-term oriented countries such as USA, employees are judged
ot llities; those who perform well are financially rewarded. Your general willingness to subordinate yourself for a

I may serve you well in working with colleagues from USA, as this commitment to the success of the business will help
ol in managing short-term demands.

Your score shows the least difference with the score for Brazil. Your approach is therefore likely to be consistent with the
approach in Brazil.
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