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Introduction

Contemporary management control and reporting both face challenges. Consequently,
a new and more sophisticated scientific approach is needed. From one point of
view, interdisciplinary studies and theories are necessary. From another point of
view, empirical research and practical issues call for a more specific and specialized
approach. This complexity is reflected by the content of this book, which covers
topics that emerge from present world’s complexity. Therefore, the authors focus on
ever-important issues (such as the strategic approach and its support by management
control and reporting, survival of companies), and more modern issues (e.g. cultural
aspects, measurement and reporting adjusted to branches, spheres and organizations
and specific issues of management control and reporting).

The strategic approach to managerial control and financial statements and
their role for company’s survival is presented in papers by J. Dyczkowska (who
addresses the question whether annual reports communicate strategic issues and
focuses her study on reporting practices of high-tech companies), A. Bienkowska,
Z. Kral, A. Zabtocka-Kluczka (who explain the role of responsibility centers in
strategic controlling), P. Kroflin (who explores the value-based management and
management reporting examining impacts of value reporting on investment decisions
and company value perception) and A. Reizinger-Ducsai (who discusses bankruptcy
prediction and financial statements). The problems of management control and
reporting and their adjustment to specific conditions and organizations are undertaken
by T. Dyczkowski (who introduces his NGO performance model), Z. Kes and
K. Nowosielski (who present the case study of the process of cost assignment in
a local railway company providing passenger transportation services), S. Legowik-
-Swigcik, M. Stepien, S. Kowalska and M. Legowik-Matolepsza (who analyse the
efficiency of the heat market enterprise management process in terms of the concept
of the cost of capital), and M. Pietrzak and P. Pietrzak (who discuss the problem of
performance measurement in the public higher education). The cultural aspect of
managerial control and reporting is explored in papers written by M. Nowak (who
presents cultural determinants of accounting, performance management and costs
problems showing the issue from Polish perspective using G. Hofstede and GLOBE
cultural dimensions) and P. Bednarek, R. Briithl and M. Hanzlick (who provide
a literature overview of planning and cross-cultural research). The specific problems
and concepts of managerial control and reporting are investigated by M. Ciotek
(who discusses the lean thinking and overhead costs), E. Nowak (who analyses
the role of costs control role in controlling company operation), U. Pirl, R. Koyte,
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S. Nési (who examine middle managers’ mediating role in MCS implementation),
R.L. Sichel (who discusses the relevance of intellectual property for management
control), J. Paranko and P. Huhtala (who analyse the productivity measurement at
the factory level).

Marta Nowak
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Summary: The mail goal of the paper is to explore the problems of accounting, costs and
performance management caused by intercultural work. The specific goals of the paper are:
a) identification of problems, b) explanation of them. The problem is presented from the
Polish perspective. The countries chosen for the comparison are: India, Russia, Ukraine,
France and Germany. The methodology consists of case studies which are based on interviews
with Polish managers and controllers who interact with foreign staff in their everyday work
life. The reasoning is backed by the theories of G. Hofstede and GLOBE, which are two
models used for explanation of the problems. The paper provides knowledge of the problems
of intercultural work in the field of accounting, cost and performance management. The
contribution of the author is identification of such problems from the Polish perspective and
presentation of explanation of such problems with the basis of G. Hofstede and GLOBE
cultural dimensions.

Keywords: culture, Hofstede, GLOBE, accounting, costs, performance management.

Streszczenie: Gtownym celem artykutu jest ekspoloracja probleméw dotyczacych rachun-
kowosci, kosztow oraz zarzadzania dokonaniami spowodowanych praca miedzykulturowa.
Szczegotowymi celami sa: a) identyfiacka problemdw, b) ich wyjasnienie. Problemy te zosta-
na przedstawione z polskiej perspektywy. Kraje wybrane do poréwniania to: Francja, Niemcy,
Indie, Rosja i Ukraina. Na metodologi¢ sktadaja si¢ studia przypadkow bazujace na wywia-
dach z polskimi managerami i controllerami, ktérzy w swojej codziennej pracy wykazuja
interakcje z personelem zagranicznym. Rozumowanie bedzie wsparte teoriemi G. Hofstede’a
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i GLOBE, ktore sa dwoma modelami uzytymi w celu wyjasnienia zidentyfikowanych proble-
mow. Artykut dostarcza wiedzy na tamat problemow zwiazanych z praca migdzykulturowa
w obszarze rachunkowosci, kosztdw oraz zarzadzania dokonaniami. Wktadem autorki jest
identyfikacja takich problemo6w z polskiej perspektywy i dostarczenie ich wyjasnien na bazie
wymiarow kultur autorstwa G. Hofsede’a oraz GLOBE.

Stowa kluczowe: kultura, Hofstede, GLOBE, rachunkowos¢, koszty, zarzadzanie dokona-
niami.

1. Introduction

R. Gesteland defines two “iron rules” of international business: “In international
business, the seller is expected to adapt to the buyer” and “In international business,
the visitor is expected to observe local customs” [Gesteland 1999]. The rules seem
to be quite obvious; nevertheless, the situation becomes complicated when it comes
to the relation between employees and employers. Moreover, other complications
arises when the matter does not focus on problems of buying and selling but focuses
on such problems as costs, accounting, performance management and similar
matters. Cultural diversity can contribute a lot to business but also it can cause
many problems. When they relate to such important matters as accounting, costs and
performance management, the financial stability of a company can be threatened.
Therefore, the thorough research of such problems can have a loss-avoiding
character.

The research presented in the paper integrates the subject of accounting, costs and
performance measurement with the topic of culture. The mail goal of the paper is to
explore the problems of accounting, costs and performance management caused by
intercultural work. The specific goals of the paper are: a) identification of problems,
b) explanation of them. The considerations will consist of a) an empirical study on the
problems of Polish mangers, controllers and accountants working with people from
other cultures based on interviews and b) explanations of problems identified during
interviews based on chosen culture classifications. The interaction of Polish managers,
controllers and other accounting-related specialists with members of French, German,
Indian, Russian and Ukrainian cultures will be analyzed.

At the beginning of the paper, the theoretical background will be given. Culture
and the problems of its definition and research on it will be presented. Different
concepts of culture and its dimensions will be indicated. The choice of culture models
which are most applicable and relevant for the subject of the paper will be made.
The cultural dimensions of chosen models will be presented. After the theoretical
background for the study, its methodology will be explained. Therefore, the actual
study will be presented.
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2. Theoretical background and methodology

2.1. Essence of culture and cultural dimensions.
G. Hofstede’s and GLOBE research studies

T. Eagleton states that culture is said to be one of the two or three most complex words
in the English language, and the term which is sometimes considered to be its opposite —
nature — is commonly awarded the accolade of being the most complex of all [Eagleton
2000]. For the study presented in this paper two models were chosen: G. Hofstede’s and
GLOBE models. Consequently the culture definitions by G. Hofstede and GLOBE will
be used. G. Hofstede in his studies refers to the understanding of culture in a boarder
sense, which is used in sociology and anthropology. It focuses on patterns of thinking,
feeling and acting mental programs, or, as he calls it, “the software of the mind”
[Hofstede 2001]. GLOBE stands for Global Leadership and Organizational Behavior
Effectiveness research program. Its authors used some aspects of G. Hofstede findings.
GLOBE researchers define culture as shared motives, values, beliefs, identities and
interpretations or meanings of significant events that result from common experiences
of members of collectives and are transmitted across age generations [House et al.
2002]. There are many models of culture introduced by different authors. Most
significant concepts with different dimensions of culture are elaborated by: G. Hofstede
[Hofstede 1991], E. Hall [Hall, Hall 1990], R. Inglehart [Inglehart 1997], S. Schwartz
[Schwartz 1994], R. Gesteland [Gesteland 1999], F. Trompenaars [ Trompenaars 1994],
F. Trompenaars, C. Hampden-Turner [Trompenaars et al. 1995], GLOBE [House
etal. 1999]. Each of cultural dimensions is conceptualized and depicted as a continuum
between two extreme poles. [www.grovewell.com/pub-GLOBE-intro.html]. As it was
mentioned at the beginning of the paper, two of them will be used in this study. Table 1
presents the cultural dimensions of G. Hofstede’s and GLOBE models.

Table 1. Essence of G. Hofstede’s and GLOBE cultural dimensions

Model Dimensions Dimensions’ essence
1 2 3
G. Hofstede | Power Degree to which members of a society accept and expect that power
distance is distributed unequally.

Individualism | Preference for a loosely-knit social framework in which individuals are
expected to take care of only themselves and their immediate families.

Masculinity | Preference in society for achievement, heroism, assertiveness and
material rewards for success.

Uncertainty | Degree to which the members of a society feel uncomfortable with

avoidance uncertainty and ambiguity.

Long term Degree to which society maintains some links with its own past while
orientation dealing with the challenges of the present and the future.

Indulgence Allows relatively free gratification of basic and natural human drives

related to enjoying life and having fun
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1 2 3
GLOBE Power Degree to which members of a collective expect power
distance to be distributed equally.
Uncertainty | Extent to which a society, organization, or group relies on social
avoidance norms, rules, and procedures to alleviate unpredictability of future
events.
Humane Degree to which a collective encourages and rewards individuals
orientation for being fair, altruistic, generous, caring, and kind to others.

Collectivism I

Degree to which organizational and societal institutional practices

(institutional) |encourage and reward collective distribution of resources

and collective action.
Collectivism | Degree to which individuals express pride, loyalty, and cohesiveness
II (in-Group) |in their organizations or families.
Assertiveness | Degree to which individuals are assertive, confrontational,

and aggressive in their relationships with others.
Gender Degree to which a collective minimizes gender inequality.
egalitarianism
Future Shows the extent to which individuals engage in future-oriented
orientation behaviors such as delaying gratification, planning, and investing

in the future.
Performance | Degree to which a collective encourages and rewards group members.
orientation

Source: own elaboration based on [Leader Effectiveness... 2014; Hofstede 1991; http://geert-hofstede.
com/national-culture.html].

2.2. The methodology of the research

The research presented in the paper consisted of a two-step procedure. The first
stage of the research had a qualitative character and the second one was based on
quantitative data. The first step was the analysis of case studies whose aim was to
identify the problems of accounting, costs, and performance management caused
by the intercultural interactions within the companies. The case studies are based
on the extensive interviews with Polish managers and controllers who work in the
international companies. The chosen countries are Russia, Ukraine, India, Germany
and France and the choice of those countries was determined by the author’s
possibility of interviewing the Polish staff working in those companies. As the
results of the interviews, the author identified most significant problems occurring
in the investigated companies, seen from the Polish perspective. The second step of
research consisted of the comparison of Poland and the other country in terms of
G. Hofstede’s and GLOBE culture dimensions, which were briefly defined in Section
2.1. Those dimensions are presented in the graphs and their operationalization has
a quantitative character. The problems identified in the case studies were then
explained according to cultural differences. The research outcome is presented in
Section 3 and its structure for each analyzed country is as follows:
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a) the problem of accounting, costs or performance management emerging from
intercultural interaction is identified and described,

b) the comparison of Poland and the investigated country based on G. Hofstede’s
model is made,

c¢) the differences are explained according to G. Hofstede’s model,

d) the comparison of Poland and the investigated country based on the GLOBE
model is made,

e) the differences are explained according to the GLOBE model.

As GLOBE research studies did not cover Ukraine, therefore the comparison of
this country and Poland is based only on G. Hofstede’s model because of the lack of
a quantitative basis for comparison defined in points d) and e).

3. Empirical and explanatory study of problems
3.1. Polish and French culture

A French company overtakes a Polish financial institution. French top managers
decide to change the organization and rules of accounting without any consultation
with the Polish staff. Polish managers feel ignored. French managers never ask their
employees for opinions and never take their recommendations into consideration.
After some time it turns out that the Polish legal system and practice of doing
business in Poland causes the necessity of re-adaption of accounting systems so that
they can fit the Polish conditions. Polish managers feel that this way of functioning is
ineffective and feel more and more frustrated. They also feel that their promotion or
remuneration is influenced by their bosses’ mood, not by their own accomplishments.

Power distance

100
Indulgence < sdf| NGy Individualism
b =—+—Poland
l France
Long term |63 ~N\_ \’ /4 o
Orieftation ’ .~ Masculinity

Uncertainty
avoidance

Figure 1. Cultural comparison between Poland and France according to G. Hofstede’s indexes

Source: own elaboration based on [http://geert-hofstede.com/countries.html].
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Figure 2. Cultural values comparison between Poland and France according to the GLOBE study

Source: own elaboration based on House et al. [2004].
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Figure 3. Cultural practices comparison between Poland and France according to the GLOBE study

Source: own elaboration based on House et al. [2004].

The problems, which were presented, can be explained by the analysis of
differences and similarities between G. Hofstede’s indices for Poland and France.
According to the opinion of the author of this paper, the main problem lies actually
not in the differences but in the similarity of power distance index. Both Polish
and French people are characterized by quite high power distance. This means that
usually the managerial values and practices are not based on participation. Decision-
making has the top-down character. This means that employees who work on lower
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managerial levels or who hold specialist positions do not take part in decision making
nor are asked for their opinions. Therefore, the problem is that French high managers
do not feel the necessity of consulting Polish staff. Moreover, Polish accountants do
not feel entitled to communicate with their French superiors and are more likely to
complain to their peer Polish staff. When the differences of cultural dimension are
taken into account, the most important ones are the differences of the individuality
level. As France scores far more on the individualism, it is probable that French
managers are accustomed to one-person decision making whereas Polish accountants
expect that the wider group, including Polish managers, should influence important
decisions. Moreover, Polish culture is more masculine than French one. Consequently
Polish employees expect the financial benefits and want to be enumerated on the
basis of their quantitatively assessed performance. French board members and
managers put more importance on the social benefits like extra healthcare and do
not understand the value of clearly defined motivational rewards for meeting the
quantitative goals.

The analysis of differences between Polish and French society according to the
GLOBE research also provides an explanation of the problem. In France institutional
collectivism is valued much more than in Poland. In Poland the practice of in-group
collectivism is higher. This means that French managers and directors declare the
importance of the interest of a company more that Polish workers do, so Frenchmen
stress the institutional goals more. Polish people in their lives tend to be more loyal
to their own group. In this case the loyalty among Polish accountants and managers
is higher than their loyalty for the French company. Future orientation is another
important dimension characterized by differences. An especially significant difference
takes place between practices. French people are more focused on future. Polish
people, with much more lower future orientation, prefer to see the outcomes of their
work immediately. Moreover, they feel frustrated when their work is not rewarded
shortly after their outstanding performance.

3.2. Polish and German culture

A global German company establishes its plants in Poland. It has a very wide
controlling system. The company hires Polish managers. The aim is that German
top managers want to fit local conditions and they hope that Polish managers will
take care of that. Nevertheless, Polish managers act in the way that they think will
be approved by their German superiors. Moreover, Polish managers, who participate
in the international meetings of company’s management, think that the meetings are
quite silly and that they are not aimed at common, international, problem-solving
but at communicating the decisions of German board to the “rest of the world.”
German managers, on the other hand, complain that they do not have enough support
from Polish managers, when they need suggestions on what will motivate Polish
employees, and how their actions should be adjusted to Polish mentality.
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Figure 4. Cultural comparison between Poland and Germany according to G. Hofstede’s indexes

Source: own elaboration based on [http://geert-hofstede.com/countries.html].

The most significant cultural differences in G. Hofstede’s model between Poland
and Germany focus on long term orientation, power distance and uncertainty avoidance.
The problems of communication between German board members and Polish
managers can be attributed not to each single difference but to a set of differences.
Polish managers are not eager to give advice or oppose their German bosses because
they think that it to be very risky. Polish power distance prevents them from clear
communication and confrontation with their superiors. Uncertainty avoidance makes
them avoid a risky situation of opposing their boss.
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Figure 5. Cultural values comparison between Poland and Germany according to the GLOBE study

Source: own elaboration based on House et al. [2004].
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Figure 6. Cultural practices comparison between Poland and Germany according to the GLOBE study

Source: own elaboration based on House et al. [2004].

Analyzing the differences of GLOBE dimension between Poland and Germany,
one must stress the differences between assertiveness dimension. In declarations,
Polish people value assertiveness more than the German do. Nevertheless, when it
comes to practice, Polish culture is less assertive than German one. This prevents
Polish managers from communicating their opinions (especially critical ones) to
their superiors. Moreover, as assertiveness is important according to declared values
in Polish society, Polish managers are not aware of their problems with practical
assertiveness. Polish group collectivism is stronger than German one (in terms of
declarations of values and practices both). This means that more solidarity will appear
among the group of Polish managers than between Polish managers and their German
superiors. There is also a big gap between Polish and German practices of future
orientation. That means that Polish managers will not understand or agree with the
plans of German managers.

3.3. Polish and Indian culture

A Polish company was taken over by an Indian company. The company is to
implement the Balanced Scorecard. However, Polish mangers and specialists who
are responsible for that complain that there are lot of difficulties in communication
and collaboration with Indian superiors. Indian managers tend to disappear when
their decision or acceptance is needed. They also take a two-hour break in the middle
of their work day and they are not available on the phone. Indian managers need lot
of time to make their responsibilities done, as they are supported by Indian workers
in all detail. This, according to Polish managers, does not help. Conversely, more
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time is needed to do a task or make a decision by Indian managers, because they
are waiting for someone from India to do some part of work. Polish managers have
to travel to India to settle things which could be settled by email or teleconference,

without any necessity to travel all over the world.

Power distance
100_;

e

Indnlgence . Individualism
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Uncertainty
avoidance

=+—DPoland

——India

Figure 7. Cultural comparison between Poland and India according to G. Hofstede’s indexes

Source: own elaboration based on [http://geert-hofstede.com/countries.html].
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Figure 8. Cultural values comparison between Poland and India according to the GLOBE study

Source: own elaboration based on House et al. [2004].

When Poland and India are compared according to G. Hofstede’s model, the most
visible difference concerns the uncertainty avoidance and it is really very huge. This
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means that Polish people value much more stable conditions, rules and agreements
than Indian do. On the other hand, Indian managers do not understand the need of
Polish managers of untestable rules, clear communication and predictability. As Polish
people are characterized by higher individualism, it is for them difficult to understand
that managers from India need to cultivate good relationship among their own national
group and they tend to disappear to have long lunches together.
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Figure 9. Cultural practices comparison between Poland and India according to the GLOBE study

Source: own elaboration based on House et al. [2004].

A significant difference, concerning the GLOBE cultural model, between Poland
and India, appears at the level of gender egalitarianism. It is stronger in Poland,
especially when it comes to practice. Therefore, an additional problem can emerge
from the probability that Indian managers do not treat female managers seriously.
That can result in ignoring their opinions and not consulting them during decision
making.

3.4. Polish and Russian culture

An international company operating in Poland decides to open their offices in
Russia. They decide that Polish managers are the best ones to go and work there.
As Polish managers are not eager to do that, the company uses some motivational
actions. Polish managers who agree to go to Russia for at least half-year period
are promised a very competitive salary and promotion afterwards. The company
also provides them in Russia with a car and the possibility of non-limited fuel up
costs cover so managers can explore Russia. This generates many high costs for
the company. Anyway, Polish managers still are not willing to go for a half- year
contract to Russian quarters. Also, they report that they have many problems with
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the mentality of their Russian workers who are very passive, show no initiative and
do only what they are ordered to do.

Power distance

. Individualism

=+—DPoland

—#—Russia
Long term o
orientation __~ Masculinity

Uncertainty
avoidance

Figure 10. Cultural comparison between Poland and Russia according to G. Hofstede’s indexes

Source: own elaboration based on [http://geert-hofstede.com/countries.html].
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Figure 11. Cultural values comparison between Poland and Russia according to the GLOBE study
Source: own elaboration based on House et al. [2004].

There are many significant cultural differences between Poland and Russia.
When G. Hofstede’s dimensions are taken into account, four of them differ more
than 20 points. According to the author of this paper, the problems which were
identified, emerge especially from the contrasts in power difference, individualism
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and masculinity. Russian culture has much higher power distance. That explains
the passivity of Russian employees who expect their superior to tell them strictly
in a detailed way what to do. Polish culture has a higher individualism index. That
explains the fact that Russian workers are not as work-oriented as Polish managers
expect them to because for Russian workers socializing in work is more important.
Moreover, Polish culture is more masculine. This means that the priority of Polish
manager is to gain quantitative effects and financial results and to make company
competitive whereas Russian workers care more about relationships and climate of
their work.
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Figure 12. Cultural practices comparison between Poland and Russia according to the GLOBE study

Source: own elaboration based on House et al. [2004].

The comparison of Polish and Russian culture using GLOBE dimensions also
shows important differences that cause problems which were presented. Polish
culture values and practices assertiveness more. This explains why Polish managers
are frustrated by their contacts with their Russian employees. Polish managers
expect feedback or suggestions from their workers but usually do not obtain such
a feedback. Humane orientation is higher in Russia than in Poland. This means that
in their work Russian people focus more on contacts with their peers and express
kindness and politeness to them. Polish culture is more performance oriented. This
means that Polish managers tend to focus on getting their job done and on meeting
performance standards. Moreover, Russian people are characterized by a higher level
of in-group collectivism which again supports the thesis that they more strongly
care for interpersonal relations with their co-workers, as the members of the group,
than Polish people do.
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3.5. Polish and Ukrainian culture

A Polish manager is appointed a representative of an international fast moving
consumer goods company in Ukraine. Her responsibilities are focused on
marketing management and management of human resources in Ukraine and
marketing controlling and performance management. She finds out management
of the Ukrainian staff extremely difficult. Some of them lack basic knowledge of
the modern management, marketing and economy. They accomplish only basic
tasks and they want extra payment for any additional or non-standard piece of
work.
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Figure 13. Cultural comparison between Poland and Ukraine according to G. Hofstede’s indexes

Source: own elaboration based on [http://geert-hofstede.com/countries.html].

The analysis of this particular case will be based only on G. Hofstede’s model,
as the GLOBE survey was not conducted in Ukraine. The results of the comparison
between Poland and Ukraine resemble to some extent the comparison between
Poland and Russia. The power distance of Ukrainian culture is much higher. This
explains why the workers demand extra money for any extra effort or initiative. They
simply find it very difficult; therefore, they expect it will be rewarded sufficiently.
Moreover, they are accustomed to much more collective work. This explains that
it is very difficult for them to take the responsibility for their own actions and
decisions. This explains the previously given thesis about the need of extra reward
for being more independent. Moreover, Ukrainian culture is much more feminine.
This means that people in their work care a lot about relations and fulfillment of
goals and results achievements are not their priorities.
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4. Conclusions

The study presented in the paper can be summarized by a conclusion that many
problems concerning accounting, costs and performance management in international
companies can be attributed to cultural differences. The cultural dimensions of
G. Hofstede and GLOBE provide a clear explanation of the problems of Polish
workers and managers who interact with professionals from France, Germany, India,
Russia and Ukraine.

The problems of accounting, costs and performance management can emerge from
the differences of merely all cultural dimensions of G. Hofstede’s and GLOBE models.
Anyway it can be observed that the problems are bigger when a culture difference is
stronger (e.g. difference of uncertainty avoidance between Poland and India or power
distance and individualism difference between Poland and Russia). The dimension
in which the difference is identified is not as important as the size of the difference.

The problem can also emerge when actually power distance is similar for two
countries but it is quite high. Therefore, there are significant problems with the lack
of communication.

Another problem can emerge from the fact that declared values and practices can
be very different for the same country (e.g. Polish managers do not exercise as much
assertiveness as they value it).

Also an important problem is when for one country institutional collectivism is
quite high and in-group collectivism is quite low whereas for the other country the
situation is opposite.

The research limitations emerge from the two-step methodology which consisted
on qualitative case study research based on interviews and quantitative data. The
interviews always result in seeing the point of view only of a person (or persons)
interview and they may not be representative. Nevertheless, as the identifications of
problems was its aim, it was the most relevant method to use.

The future studies should include additional methods of comparison (both
qualitative and quantitative), more countries, more different culture dimensions models
and other kinds of culture, such as organizational culture or subculture of accounting.
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