Using Hofstede’s Cultural Dimensions Theory, critically explore the cross-cultural challenges faced by an ‘organisation’ of your choice.
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Introduction
Culture is the universe trying to be explored. Culture is a set of groups' beliefs, thinking and feeling patterns, visions of the future, core values and mores. Due to globalization, cultural interconnections have become more assertive. The world's progress in the economic field and popularization of the internet, technologies and social networks make access to information possible for people from various parts of the globe. People can explore cultural differences. The key challenge is understanding how people who think differently can act together. The first scholar who investigated this issue was Geert Hofstede. He did an extensive survey among the company’s employees and identified four dimensions on the basis of which cultural differences can be explored. They are: 
· Power distance (small or large)
· Uncertainty avoidance (low or high)
· The opposition of individualism and collectivism
· The opposition of masculinity and feminity (Erdman, 2018). 
After a period, due to collaboration with another scientist, Hofstede revealed the fifth and sixth dimensions (long-term/short-term orientation; indulgence/restraint orientation). According to the survey’s data, the scholar put nations in the range between two extremes. In such a way, he indicates the values that prevailed among one nation's people. It is called Hofstede’s Cultural Dimensions Theory. One of the practical uses of this Theory is to find common ground with people from different cultures in the workplace. Moreover, as per Hofstede, the organizational culture can be measured alike. However, he distinguished national dimensions as values less likely to change and organizational dimensions as practices that can alter over time (Erdman, 2018).
National culture, according to experts such as Su (2006) and Tsakumis (2007), has a significant impact on the morality of decision-making methods and is supposed to influence organizational structure, managerial behavior, and business operations (Gallego‐Álvarez& Pucheta-Martínez, 2020). Hence, the cross-cultural issues within the organization can be considered in the context of Hofstede’s ‘national’ dimensions.
 This concept has been challenged by many studies (Oiji,2010; Soares et al., 2007; Baskerville, 2003) demonstrating criticism toward Hofstede’s Theory because of the irrelevance of the approach with nowadays socio-economic changes in the world (Khlif, 2016). The case study can show the significance of Hofstede’s Theory in the modern world.
Therefore, this paper focuses on the issues related to organizational culture and faced by UNICEF in accordance with Hofstede’s Cultural Dimension.
Organisational culture and UNICEF
Hofstede (1994) argues that organisational culture is the precise way of acting and interacting among staff members within one organisation which differentiates them from another one. The organisational culture defines the organisation. In addition, Palazzo (2019) cites many definitions of organisational culture and identifies the components of culture which are gained and varied from conditions and context. The author puts the focal point that organisational cultures are shaped by employees’ backgrounds, education, religion and beliefs. Thus, big organisations should work with staff members to make them accustomed to standard norms.
UNICEF has a strong organisational culture that matches the organization's mission to protect every child's rights. Therefore, the obvious conclusion is that the labour rights of the UNICEF workforce should be maintained. UNICEF has been in existence for over 70 years. More than 15,000 UNICEF staff employees work in over 190 countries, including some of the world's most demanding locations, to serve those in greatest need (UNICEF, 2020). Multiculturism is the crucial feature of the staff members. Understanding and accepting its cross-cultural differences lead to job satisfaction and outstanding organisational performance and reflect the mission of UNICEF.
Furthermore, Gallego‐Álvarez and Pucheta-Martínez (2020) declare that the cultural norms that surround the organisation contribute to the behaviour and values upheld within the organization. It means that each organisation adapts to society’s beliefs and norms; the national and organisational cultures interdepend. Therefore, the challenge for such a big organisation as UNICEF is to keep the organisational culture working and following the mission and values of all offices over the globe, despite the diversity of national identity. The paragraph below describes cross-cultural challenges faced by UNICEF in the framework of Hofstede’s Theory and the steps taken to overcome these challenges and preserve the organizational culture.
Challenges faced by UNICEF in parallel with the ‘power distance’ dimension
UNICEF's main office in New York investigated all offices to analyse the main problems faced by employees in the workplace. In the report (2020), UNICEF revealed the issues they failed and will attempt to solve. Moreover, the next section will examine those issues to discover the correlation with Hofstede's Theory.
First, task-oriented managers demand results at any cost; this mentality may have fostered bullying and harassment among staff members. Secondly, an authoritarian rather than empowering management culture is exacerbated by a lack of managerial responsibility. Thirdly, failed internal communication leads to employees' reluctance to speak up about misconduct, mistrust, and discouragement of various viewpoints and constructive disagreements. To sum up, the focal issues are the authoritarian management style and the lack of communication.
In terms of Hofstede’s Cultural Dimension Theory, the problems described above may connect with the cross-cultural question. It closely relates to the dimension ‘power distance’. Hofstede (1994) classifies power distance as “the extent to which less powerful members of institutions and organizations within a country expect and accept that power is distributed unequally” (p. 28). The amount to which authority, status, and money are spread within a society is often referred to as power distance.
When the power distance is low, the organisation can be characterized by an equal relationship between subordinates and superiors, flexibility in organizational structure, openness in communication, coaching and supporting staff, a relatively decentralized structure of the company, and equal access to privileges for all workers. When the power distance is high, the organisation can have very authoritative management; a strict organisational structure with unequal resource allocation; the inability of subordinates to make decisions; the lack of communication and emotional cohesion. There are two extremes, and most organisations will be in between and comprise some elements of both (Hofstede, 1994).
To summarize, UNICEF seems to be an organisation susceptible to high power distance. Should this perspective be believed as a homogeneous conclusion concerning the whole organisation? No, UNICEF has offices in many countries. Some of them can be high power distance because of national culture. For instance, according to Hofstede, Malaysia has the largest power distance. It is more likely that subordinates in the office of UNICEF Malaysia prefer to work with more directive leaders and managers who tell them what to do. They are not used to sharing their thoughts and experiences with their boss; it is difficult to make an appointment with a leader, and there is less possibility of being heard. Such a situation can be expected for their national culture, but for the head office of UNICEF in New York, such a culture can be the issue. The USA in the table valuing the Power Distance Index is closer to a low level (Hofstede, 1994, p.26). Differences in leadership and management style can be seen due to the diverse nature of cultures within UNICEF. 
From another point of view, when people do not understand the problem which exist, they do not talk about it. The report shows that employees perceive the lack of communication with supervisors as an issue. Moreover, it can lead to the wrong conclusion that describing Malaysia as a country with a large power distance is wrong. Ly (2013) declares that due to geographic, educational, and professional backgrounds, it is impossible to assert that a national culture is identical to a country's territory. Hofstede considers that a person forms the mental ‘software’ in childhood and does not change within years. Thus, people’s values derived from national cultures are static. Ly (2013) criticises this essentialist point of view and claims that because of globalisation, cross-cultural management environment and interconnection between people from all parts of the world the national culture can transform in some way and so can individual values through context and time. So, Malaysian staff members can learn and change their attitude to work conditions and supervisor’s behaviour by learning about the example of workers from other countries with low power distance index. 
Furthermore, Mopan Assessment Brief (2021) mentions the internal challenge of implementing innovations, system-wide changes, digitisation and shared services. Ferecian (2022) claims that in terms of invention, abnormal control, high authority, and low communication levels limit it because innovation necessitates flexibility, creativity, and information flow. As a result, the approach to applying innovations is lesser in high power distance contexts. On the other side, the high PD leads to lower resistance to possible transformations among the employees, who are likely to be guided than able to decide on their own. There can be the assumption that challenge roots in the boss’s attitude and behaviour.
Hence, the area for improvement – performance management system – was regarded. The main goal is to assist the country’s offices and programs in achieving UNICEF priorities. The problem may be communication difficulties and sharing ideas or experiences among the directors. The Power Distance Index can impact the relations between supervisors of different offices. In 2009, Khatri pointed out that ‘employees in high power distance culture are unwilling to participate in decisions and prefer their superiors making decisions for them and giving them instructions, which they could follow passively’ (Ghosh, 2011). In the example of Malaysia, the leader, due to his core values and culture, can be more isolated and restrict any changes even in the pursuit of desirable organisational results. The head managers in Malaysia or related countries with high PDI want to be told what to do and put the decision-making on hold. The last is crucial for implementing organisational perspectives or creating new development opportunities. 
Despite all possible and existing challenges related to cultural differences, UNICEF attempts to provide a homogeneous organisational culture. The represented report or analysis by Mopan is the way to acknowledge the issues, and it is the first step in resolving them. After that, some actions were taken, and after time, UNICEF made the updated report. It is shown that they worked on solving the challemges and had the results in such questions as:
· Monitoring and follow-up actions on culture
· Capacity, awareness, and skills of staff members
· Employee engagement
· Contribution to UN system-wide culture efforts (Narayan&Hastie, 2021).
Therefore, organisations can overcome national cultures’ diversities with the strong desire to maintain the organisational mission and culture and particular actions towards these issues.
Conclusion
Hofstede’s contribution to the scientific approach to characterizing cultural differences is invaluable. Many researchers used his Theory in the field of cultures and their comparability. Even with wide criticism Cultural Dimensions Theory remains the ground for globally exploring nations. Globalisation and technologies shape the interconnections within cultures and make reaching the deepness of other national identities easier. The borders are erased, and a person can choose their values, religion, interests and views in adulthood. Furthermore, building national cultures and communities can modify due to these and further changes in the world, unlike Hofstede’s belief. 
UNICEF faces such challenges as authoritative management, lack of communication between supervisors and subordinates, the slow implementation of innovation and top managers’ decision-making. It can be explained following Hofstede’s Theory and Power Distance Index. UNICEF has offices in many countries, and the attitude to the management method can vary. However, regarding national diversities, they cannot understand the working principles of each other. Nevertheless, for constructing the organisational culture head office should accept these differences and, at the same time, incline the workers to general standards. The taken actions to overcome the cross-cultural issues in the organisation can be successful, show another side of the behaviour and change employees’ mindset in some way.
 So, organisations can excavate from Hofstede’s theoretical background the models of dealing with cultural differences and attempt to apply them in practice in order to predict some misunderstandings in future. 
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