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Abstract

China unveiled a historical initiative named the “Belt and Road Initiative”
(BRI) launched in 2013, by the Chinese President “Xi Jinping” which will ex-
tend the Chinese influence to large regions of the world through a network of
roads, ports and airports’ infrastructure projects. It represents China’s desire
to revive the old Silk Road in order to reshape the world’s powers by the crea-
tion of a new balance in the International System. The MENA region is
ranked as one of the highest areas in the era for Chinese investment. Egypt is
considered as one of the top countries which will take part in this investment
in the MENA region and Africa. The purpose of this study is to systematically
review the Convergences and Divergences between Egypt and China from a
cultural perspective using Hofstede and GLOBE Models and their impact on
the strategic cooperation between both countries towards the Belt and Road
Initiative and the impact of COVID-19 on this initiative. The methodology of
this study is to review researches and studies conducted and published in the
period from 2010 to 2019. More than 13 studies were identified for analysis
and study. The study yields to three results in both Hofstede and GLOBE
Models: 1) in LTO China scored higher than Egypt; 2) both China and Egypt
were scored closer to collectivism; and 3) In PDI, China has scored higher
than Egypt but not that much as the difference is only 10. However, in the
GLOBE Model, the differences in PDI and IDV dimensions are not as great as
in Hofstede Model.
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1. Introduction

China showed a high interest and concern in 2013, regarding the regeneration of
“The Belt and Road Initiative” (BRI) that will create an economic belt taking the
place of the old Silk Road. This project is considered one of the best, unique and
ambitious mega projects in the economic word with reference to its geographical
and cultural aspects. The main objectives of the BRI are to develop a network of
infrastructure and trade which will link Asia to Africa and Europe similar to
what happened in the old Silk Road. It also aims to increase the trade between
the contributing states, improve, develop, and upgrade the infrastructure in
these states. Furthermore, the Initiative agrees upon the “partnership” principle
in the distribution of the development’s profits among the participating states.
The Belt and Road Initiative has taken place by China to include as much as
possible politically, economically and culturally diverse states in the MENA re-
gion. The benefits of this Initiative will be remarkable as China “boasts a rapidly
developing economy with unprecedented levels of industrialization” (Managa &
Simelane, 2018: p. 75). As a result of these initiatives, an important number of
organizations in MENA region, mainly in Egypt, participate in the Initiative to
implement many projects of cooperation with many Chinese organizations on
the level of public and private sectors. Egypt is ranked in the Refinitiv BRI Data-
base as the country “with the second-highest number of BRI-linked projects by
volume after Russia, with 109 under construction or in the pipeline. It also has
the seventh-highest cumulative value of BRI-linked projects (almost $100 bn)”
(Refinitiv BRI database).

Miller (2004) defines the concept of organizational culture as “organizations,
cognitive attitudes, beliefs and behaviors and its values” (p. 19). Similarly, Mor-
gan (1997) describes corporate culture as “an active living phenomenon through
which people jointly create and recreate the worlds in which they live” (p. 135).
Schachter (2005) remarks that culture will control and establish an organiza-
tion’s survival over the long term. Hofstede (2011) has defined culture as “the
collective programming of the mind that distinguishes the members of one
group or category of people from others” (p. 3). He described it as a share collec-
tive phenomenon, but it can be connected to various collectives. In each collec-
tive, the individual is varying. The most frequent term of culture is used for a
group of people (in anthropology), for nations (in political science, sociology
and management), and for organizations (in sociology and management) (Shi
and Wang, 2011). The concept of “culture” refers to the societal, national and
gender cultures where children learn from their early years, youth onwards are
much deeper rooted in the human mind than job/organization cultures acquired
at school, or than organizational cultures acquired on the job (Hofstede, 2001).
All studies reveal the common finding that there is a strong correlation between
leadership and culture. Schein (1992) argues that the organizational culture and
leadership are intertwined. Another argument raised by Bass and Avolio (1993)

mirror the argument of Schein (1992) by proposing that the relationship be-
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tween leadership and culture represents a continuing interaction that helps the
leader outlines and forms the culture and is in turn shaped by the subsequent
culture. A study showed that the different style of leaders has a big impact on
culture, also leaders are considered in some cases the founder of culture (Bass,
1985). The main influence of leader’s different style is culture. Holt, Bjorklund,
and Green (2009) conducted a research that explored the elationship between
leadership perceptions and cultural.

China is considered one of the three top adopting and leading the economic
market since 1979. Although China has adopted western management instru-
ments and the fundamental ideologies of the market, it still keeps its traditional
management concept and way (Confucian-based) principles. At the same time,
while China adopts western ideas in management, western business has also be-
come aware of the Chinese principles and ways in management. This paper dis-
cusses how the cross-culture can show similarities and differences; nevertheless,
possible high level of cooperation and understanding of each other can exist and
reinforce this relationship (King and Zhang, 2014). It is worldwide known that
Egypt is considered as one of the most important national cultures in the world
and a central hub in the Middle East and in Africa. It would seem that the Egyp-
tian organizational culture was strongly influenced by the national culture (Nafie
and Jones, 2012).

Although there are many studies that took the initiative to study the Chinese
Culture and its adaptation to other cultures such as western, American, Russian
and Germen Culture, and other researches considered the Egyptian Culture with
the American Culture, there is a lack of comparative studies between the Chi-
nese Culture and the Egyptian Culture. This study aims to bridge the gap in the
literature related to comparing the Egyptian Corporate Culture with the Chinese
Culture, and to recommend further related researches in the future. Once this
data has been determined for further researches, a relationship and more coop-
eration can be drawn based on the business and management perspective.

There is a big need to investigate the concept of culture more about their im-
pact on the entrepreneurial Procedure. The culture interaction should consider
its factors further in-depth analysis, and also to take into consideration the
comparison between a different period of time especially in Arab countries
which will give more explanation about the concept of trust as a value in these
countries (FakhrEIDin et al., 2013).

This paper briefly describes the Chinese and the Egyptian Culture using Hofs-
tede six dimensions Model of national cultures: Power Distance, Uncertainty
Avoidance, Individualism/Collectivism, Masculinity/Femininity, Long/Short Term
Orientation, and Indulgence/Restraint. Furthermore, this study will use GLOBE
Model that includes nine dimensions: Uncertainty Avoidance, Power Distance,
Institutional Collectivism, In-Group Collectivism, Gender Egalitarianism, Asser-
tiveness, Future Orientation, Performance Orientation, and Humane Orienta-
tion.

The main interest of this study is to analyze the literature on the similarities
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and variations of culture between Egypt and China by assessing the intention of
the researcher. Many authors identified the importance of researchers’ interests
and rationale in their studies. Alvesson (2002) pointed out how studies can serve
similar research interests, while authors like Girginov (2010) suggested that re-
searchers should place themselves related to the rationale for their studies. Mo-
tives for study research may thus search for knowledge related to one of these
three practical theories and to understand the technicality of the study to pre-
dict, to control, and to emancipatory by exposing and removing different parts
(Girginov, 2010).

The main purpose of this study is to systematically review the culture evalua-
tion in China and Egypt from the similarities and differences perspective in or-
der to incorporate the existing literature and studies. Authors such as Weed ex-
pressed their concern towards the knowledge, maybe made different studies that
are “thrown on the pile of research without any consideration as to how bodies
of knowledge could be created” (Weed, 2005: p. 79). Explicitly, through syste-
matical literature review, any study should answer two questions: First, what are
the designs and logical trends used by researchers to be able to use epistemology,
methodology, interests, perspectives, and methods in evaluating the cultural di-
mensions in the two countries? Second, how can this pattern provide the reader
with a fundamental ground to evaluate the cultural dimensions? (Culver, Gil-
bert, and Sparkes, 2012). The pattern includes the direction across all targeted
studies for criteria, such as tools used for evaluation, interest and methodology.

The same apply for the coherent occurrence of several criteria in one study.

2. Study Objectives

The main objectives of this study are to clarify the Egyptian and Chinese posi-
tions on each of Hofstede’s six dimensions and GLOBE Models. To analyze the
Egyptian culture and the Chinese culture pointing out the similarities and dif-
ferences. To examine if the Egyptian Culture has similar values, believes and
norms as the Chinese Culture. To ascertain whether the Egyptian Culture can be
compatible and in harmony with the Chinese Culture; to clarify the impact of
COVID-19 on the Chinese Belt and Road Initiative.

3. Research Questions

This study will work to answer these questions are: Does the Egyptian Culture
share the same Chinese Culture values? Does the Egyptian Culture differ from
the Chinese Culture? Do the convergences and divergences between China and
Egypt influence their strategic cooperation? Does COVID-19 affect the Chinese

economic activity, especially the Belt and Road Initiative?

4. Methodology

The systematic review widely employs methods and well-known synthesis ap-

proach which has been used across cultural studies, human and organizational
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behaviors. Systemic review defined by Klassen, Jahad, & Moher (1998) as “A re-
view in which there is a comprehensive search for relevant studies in specific
topic, and those identified are then appraised and synthesized according to a
pre-determined method” (p. 79). Therefore, the approach of research required
first aim for wide-ranging covered treatment of a particular topic—natural of
culture in Egypt and China and similarities and Variations in this instance, this
can be conducted through searching of applicable and suitable electronic data-
bases. This review includes but not limited to studies that compare the Egyptian
Culture with other nation’s culture same apply to Chinese Culture. The review
has included journals across a range of disciplines like management, sports, hu-
man resources, and medicine “Table 1” below.

Second, systematic review must deliver a clear framework, such as the only
studies related to the topic are targeted in the study. This research study only in-
cluded peer-reviewed articles and research reports on culture dimensions’ analy-
sis in both countries. The criteria for the review were clearly explained in “Table
1” as a result of reviewing 13 studies employing the systematic review.

Third, systematic review features apply the use of pre-determined criteria to
assess the studies (Weed, 2005). This study’s criteria were adapted from Martin’s

(2002) to understand the culture framework.

5. Literature Review

All recent researches in the literature reveal an explicit or implicit acceptance of
the suggestion by Yukl et al. (2002) that effective leadership should correlate
with subordinate behavior and culture. Various studies agreed that Leaders
manage cultures and cultures are about people (e.g., Hofstede, 2000; Chhokar et
al.,, 2007; House et al., 2004). Culture and Leadership are dependable on each
other, as culture is considered as the operation system of leaders (Schein, 2006;
Hui, Chiu, Yu, Cheng, and Tse, 2007). The contemporary model of organizational
culture is categorized by the diversity of culture and demography (Yooyanyong &

Table 1. Criteria for systematic review of literature.

Criteria

Pre-determined criteria
Comprehensive review Particular topic boundaries defined for evaluation of studies
and papers

e Egyptian Culture, Chinese Culture,
comparing Egyptian Culture with

. other nation’s culture, comparing .
Search English language . . o Research interests

. , X X Chinese Culture with other nation’s

journal’s articles in e Methods

culture.
different databases such . Theories and Models
¢ Only full-length peer-reviewed .
as Scopus, Web of icl Research paradigm
articles

Method used for this review

Science, Google Scholar Perspective of culture

o Title, abstract or key words include
topics
o Period studies 2010-2019
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Muenjohn, 2010; Chin and Sanchez-Hucles, 2007). Leaders need to create trust
in the public and build harmony among followers and peers, same as inside and
outside the group, firm and society (Kelley and Anderson, 2006).

National culture distinguishes one society from another society. Culture is
viewed as the “underlying system of values peculiar to a specific group or socie-
ty” (Pinillos and Reyes, 2011: p. 25). It is defined as “a set of shared values, be-
liefs and expected behaviors” (Hayton et al., 2002: p. 5); when we considered
culture, theory applied on the level of institutional proposes that national culture
encourages specific attitudes and behaviors coming from specific values and be-
liefs that describe each society as a unique (Hayton et al., 2002). Thus, entrepre-
neurial meaning and behaviors can be considered as an outcome of national
culture effect (FakhrEIDin et al., 2013). There is extensive and various agreement
in the literature that there are differences in the entrepreneurial behavior be-
tween national cultures (FakhrEIDin et al., 2013). Additionally, the values of
cultural point to what extent the degree a society appreciates, encourages and
cultivates certain behaviors depending on certain attitudes (Hayton et al., 2002;
Fitzsimmons and Douglas, 2005). Additionally, perhaps each nation/country’s
culture will form a distinctive entrepreneurial culture related to its own history,
values, norms, and beliefs (FakhrElDin et al., 2013; Russell, 1997). There are
several frameworks and models applied in different studies and in the literature
to analyze, style and identify culture, there are different dimensions in each
model that focuses on specific variables (Hofstede, 1991, 1996; House et al.,
2004; Inglehart and Welzel, 2005). “Most studies have hypothesized that entre-
preneurship is facilitated by/in cultures that are high in individualism (i.e., low
in collectivism), low in uncertainty avoidance, low in power distance and low in
masculinity” [Hayton et al., 2002: p. 34; Fitzsimmons and Douglas, 2005: p. 5;
FakhrEIDin et al., 2013: p. 356]. Studies such as FakhrEIDin et al. (2013) and
Hayton et al. (2002) claimed that trust is considered as one of the variables
which verified to have a crucial and fundamental effect on entrepreneurship, al-
so, low power distance dimension of cultures is characterized by high level of
trust that needs less monitoring and willingness to engage in entrepreneurial ac-
tivities. Moreover, other scholars such as Chrisman et al. (2002) and FakhrEIDin
et al. (2013) analyzed the impact of national culture on entrepreneurial attitude,
values, perceptions, performance and behavior, they concluded that families in
society that have essential and important of influences on the formulation and
development of business more than any other factor, mostly because they de-
pend on the element of trust. Accordingly, there is a widespread acknowledge-
ment of the fact that national culture, values and beliefs influence the entrepre-
neurial behaviors (FakhrEIDin et al., 2013; Hayton et al., 2002; Thomas and
Mueller, 2000; Russell, 1997).

To be able to understand how to link the leadership across culture, it is very
important to understand the culture dimensions, but first we need to define cul-
ture. According to Dimmock and Walker (2000), culture is “the values, customs,

traditions, and ways of living which distinguish one group of people from
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another” (p. 304). This definition is in line with Hofstede (1991) definition as
“patterns of thinking, feeling, and acting underpinning the collective program-
ming of the mind which distinguishes the members of one group or category of
people from another” (p. 3). Hofstede’s definition of culture mainly refers to the
shared beliefs, values, practices of a collection of people which are called groups,
these groups could be an organization; Society and/or nation state. Generally,
the measurement cultures, Hofstede (1991) advocates the development of cul-
tural dimensions as ways of describing, measuring and comparing cultures.

Dr. Geert Hofstede was a psychologist who developed his new famous frame-
work while working at IBM. Hofstede (1984) gathered data from a large multi-
national corporation company, IBM. He collected data from forty different
countries and analyzed it. Through his empirical study, he concluded that “or-
ganizations are cultural-bounded” (p. 252). Furthermore, he identified the
four-dimension work-related culture which are power distance, uncertainty
avoidance, individualism, and masculinity. These dimensions identified the cul-
tural values dimensions in different countries as shown in “Table 2”. The first
dimension is power distance and it is most likely related to the inequality in
power between managers and employees. In high power distance firms, organi-
zational hierarchy is clear. A clear line between managers and employees in low
power distance culture is applied to flat organizational structure.

As for the second dimension, uncertainty avoidance, it refers to people’s ac-

ceptance of ambiguity as shown in “Table 2”. Organizations that are characte-
rized with high uncertainty avoidance have more written policy, rules and regu-
lations in order to reduce uncertainty within the organization. While in low un-
certainty avoidance organizations, there are fewer written rules and rituals.

Regarding the third dimension, individualism-collectivism, it refers to the

perspective of people and how they value themselves and their groups/organiza-

Table 2. Six dimensions of the culture and management in Hofstede model.

The extent to which the less powerful members of society accept that

Power Distance
power is distributed unequally.

Collectivism: people belong to in-groups (families, organizations, etc.)
Individualism who look after them in exchange for loyalty. Individualism: people only
look after themselves and their immediate family.

Masculinity: the dominant values in society are achievement and success.
Masculinity Femininity: the dominant values in society are caring for others and
quality of life.

Uncertainty Avoidance The extent to which people feel threatened by uncertainty and ambiguity

The extent to which people show a pragmatic or future-oriented

Long Term Orientation i . . X
perspective rather than a normative or short-term point of view.

Indulgence stands for a society that allows relatively free gratification of
basic and natural human drives related to enjoying life and having fun.
Restraint stands for a society that suppresses gratification of needs and
regulates it by means of strict social norms.

Indulgence

The 6 Cultural Dimensions of the Hofstede Model (Hofstede, Hofstede, & Minkov, 2010).
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tions. An individual with high individualistic values is likely to care about
self-actualization and career progress in the organization, while people with low
individualistic values are likely to value organizational benefits more than their
own benefits as shown in “T'able 2”.

Finally, the fourth dimension, masculinity defines and explains the gender
roles in the organizations. In the high masculinity organizations, few women can
obtain higher-level and better-paying posts as shown in “Table 2”. While in low
masculinity organizations, women can obtain status with equitable organiza-
tional.

In 1987, Chinese conducted a study based on traditional Chinese cultural val-
ues which they called the Chinese Value Survey (CVS). They identified this
non-Western cultural dimension based on their survey which targeted students
in 22 different universities. In this study, three of the four factors were correlated
with the dimension of Hofstede’s (1984) work-related culture. According to the
Chinese study, the new four items of culture dimension included: ordering rela-
tionship, thrift, persistence and having a sense of shame. The new four items ex-
plained the Chinese society values. In 1990, Hofstede suggested the fifth dimen-
sion of culture called Long-Term Orientation (LTO) in his book Cultures and

Organizations: Software of the Mind. This dimension was adopted according to
Eastern cultural (work-related). In 2010, Hofstede added a sixth dimension: in-

dulgence versus self-restraint.

Indulgence vs. restraint:

Indulgence is defined as “a society that allows relatively free gratification of
basic and natural human desires related to enjoying life and having fun” (Hofs-
tede, 2010: p. 8). This dimension as shown in “Table 2” is related to happiness
measurement; is there any sign of joy fulfilled in the workplace. Similarly, Hofs-
tede in 1991 defined indulgence as a society that controls gratification of needs
and regulates it by means of strict social norms (Hofstede, 1991). The indulgent
societies consider themselves able to control their own emotions, beliefs, and
other societal factors.

Peters and Waterman (1982) claimed that Middle Eastern culture dimensions
are considered to be strong and coherent more than western because Middle
Eastern culture is infused with a system of values, beliefs, norms and ideals
which are clearly well accepted, understood and adhered by all society members.

These values and beliefs are controlled by wealthy mythology in the past history.

GLOBE Model (Global Leadership and Organizational Behavior
Effectiveness)

The initial aim of the GLOBE (Global Leadership and Organizational Behavior
Effectiveness) is a multi-phase and a multi-method to measure the culture and
leadership characteristics across different cultures (House et al., 1999; Javidan
and House, 2002; House et al., 2004). The project of GLOBE amusement tool is
injtiated by Robert House in 1993. The measurement framework tested the in-

terrelationships and similarity between culture of societies and organizational

DOI: 10.4236/jss.2020.89006

91 Open Journal of Social Sciences


https://doi.org/10.4236/jss.2020.89006

S. Shaaban, Y. A. Moneim

Culture, relationships using these multiple methodologies. The measurement
tested over 170 social scientists and management scholars from 62 countries in
all major regions throughout the world have been engaged in the study of the
relationship between culture and leadership (House et al., 1999; House et al,,
2004). Egypt is one of these 62 countries which were involved in this study and
has been included in the GLOBE research project. The GLOBE team reached an
agreement on the definition of the two central concepts which are societal cul-
ture and leadership. House et al. (1999) defined leadership as “the ability of an
individual to influence, motivate, and enable others to contribute towards the
effectiveness and success of the organizations of which they are members” (p.
15). House et al. defined societal culture as “the commonality among members
of collectives with respect to the psychological attributes ... and the commonali-
ty of observed and reported practices of entities such as families, schools, work
organizations, economic and legal systems, and political institutions” (King and
Zhang, 2014: p. 6).

These nine cultural dimensions mentioned above in “Table 1” have been
identified as independent variables in different studies such as (House et al,
2004). The main nine dimensions as shown in “Table 1” are Uncertainty Avoid-
ance, Power Distance, Institutional Collectivism, In-Group Collectivism, Gender
Egalitarianism, Assertiveness, Future Orientation, Performance Orientation, and
Humane Orientation. The cultural value dimensions are divided into two com-
ponents: values and practices. First, the Value data that comes from answers to
survey questions that ask, “What should be”. Second, the Practice data that
comes from answers to survey questions that ask, “what is (or are)”, thus 18
scales to measure the practices and values with respect to the core GLOBE di-
mensions of culture (House et al, 2004).

GLOBE was designed to examine the acceptable and unacceptable existence of
leadership attributes universally and to classify those traits that are specified
based on culture perspective as shown in “T'able 3”. The theory depended on the
implicit theory of leadership grounded. This theory argues that individuals have
implicit theories about the traits and behaviors that differentiate moral leaders
from immoral leaders and effective leaders from ineffective leaders (Elsaid and
Elsaid, 2012 and House et al., 2004).

According to the study of GLOBE, Egypt is considered in the Middle Eastern
cluster that also includes Turkey, Kuwait, Morocco, UAE and Qatar.

This study will use the researcher and studies conducted before for the syste-

matic review, “T'able 4” below shows the studies used in the systematic review.

6. Comparison Based on the Previous Studies Discussion
6.1. Similarities and Differences
Applying Hofstede’s dimensions of culture to the Chinese and Egyptian culture

as follows:

Small vs. Large Power Distance: The Chinese culture is characterized by an
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Table 3. Nine Dimensions of the culture measurement in GLOBE model.

Power Distance

In-Group Collectivism

Institutional Collectivism

Uncertainty Avoidance

Future Orientation
Gender Egalitarianism

Assertiveness

Humane Orientation

Performance Orientation

Degree to which a culture’s people are (should be) separated by power,
authority, and prestige

Degree to which a culture’s people (should) take pride in and (should)
feel loyalty toward their families, organizations, and employers

Degree to which individuals are (should be) encouraged by institutions
to be integrated into broader entities with harmony and cooperation as
paramount principles at the expense of autonomy and individual
freedom

Degree to which a culture’s people (should) seek orderliness,
consistency, and structure

Degree to which a culture’s people are (should be) willing to defer
immediate gratification for future benefits

Degree to which a culture’s people (should) support gender equality

Assertiveness Degree to which a culture’s people are (should be)
assertive, confrontational

Degree to which a culture’s people are (should be) fair, altruistic,
generous, caring, and kind toward others

Degree to which a culture’s people (should) encourage and reward
people for performance

The descriptions are derived from: House, Hanges, Javidan, Dorfman, & Gupta (2004). Culture, Leadership,
and Organizations. The GLOBE Study of 62 Societies. Thousand Oaks, CA: Sage.

Table 4. List of publications used in this study.

Egypt/MENA region’s publications China’s publications
Elsaid (2012) “Culture and Leadership: Shi and Wang (2011) Culture Distance between
1 Comparing Egypt to the GLOBE Study of China and US across GLOBE Model and
Societies”, Business and Management Hofstede Model, International Business and
Research, Vol. 1, No. 2, pp. 1-13. Management, Vol. 2, No.1. 2011, pp. 11-17.
Kirby & Ibrahi 2011).
oy r m‘q ( ) . X Bluszcz and Quan (2016) Cultural Comparison
Entrepreneurship education and the creation .
. . between China and Germany Based on Hofstede
of an enterprise culture: Provisional results N . .
2 . K . and Globe”, International Journal of Marketing,
from an experiment in Egypt. International . .
i financial services & Management Research, Vol.
Entrepreneurship and Management Journal. 7.
5 (10), October (2016), pp. 58-68.
181-193. 10.1007/s11365-010-0153-0.
FakhrEldin (2011), The Effect of Cultural
Intelli Empl Perf i
nte 1gef1ce on m}.) oy.lee e orr?lance ~ King and Zhang (2014) Chinese and Western
International Hospitality Industries: A Case i . K
3 . Leadership Models: a Literature review, Journal
from the Hotel Industry in Egypt, The
R K . of Management Research, Vol. 6, No. 2.
International Journal of Business and Public
Administration, Vol. 8, pp. 1-19.
FakhrEIDin, Skoko, & Cheraghi (2013), The
effect of national culture on Hofstede & Hofstede (2016). Dimension Data
4 entrepreneurs’ networks: A comparison of the Matrix. Retrieved from

MENA region and Denmark, International personal Homepage of Geert & Gert Jan
Journal of Business and Globalization, 11 (4), Hofstede.

pp. 353-366.
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Continued

Fakhreldin & Elghetany (2016), The
Relationship between Organizational Culture

and Job Satisfaction: An International Minkov (2012) What do Project GLOBE’s cul-
5 Perspective. Proceedings of the 4th tural dimensions reflect? An empirical
International Conference on Management, perspective. Asia Pacific Business Review, Vol

Leadership and Governance (ICMLG), Saint 18, pp. 27-43.
Petersburg University of Economics, St.
Petersburg, Russia, April 14-15, 2016.

Adisu, Sharkey, and Okoroafo, (2010) The Impact of Chinese investment in Africa, Internation-
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authoritarian attitude as well as a cultural gap between the lower and upper
classes as well. The Chinese business environment is restricted with these divi-
sions of power positions; therefore, China and Egypt are countries with large
power distance as shown in “Figure 1”. For both societies, their hierarchical na-
ture means that these aspects pervade the business world as well and it is com-
mon for the employees at the lower levels to adopt hierarchical communication
with their superiors.

Individualism vs. Collectivism: According to Hofstede’s dimension of indi-
vidualism versus collectivism, Egypt would be categorized as a collectivist socie-
ty, same as China as shown in “Figure 1”. China tends to favor the group above
the individual and the groupthink or the group behavior that Chinese are en-
couraged to adopt. This means that this dimension can be characterized as low
individualism. In a collectivist society, leaders tend to work in groups and have a
higher ordinal goal that they work to achieve it as same as Egypt and China.
With these values and within an organizational context, membership in or affili-
ation with groups such as prominent families and influential social circles can
provide employment opportunities, as well as influencing the treatment an indi-
vidual can receive within the organization (Herrera et al., 2011; Minkov & Hofs-
tede, 2014; Mirabela and Madela, 2013). Low levels of individualism suggest a
tendency for success in the workplace to be more daunting for those who do not
adhere to a more collectivist mentality.

Masculinity vs. Femininity: according to Hofstede’s dimension of masculin-
ity versus femininity, Egypt is categorized as a masculine society, whereas in the
Chinese culture, masculine and feminine societies are equally regarded. This
means that gender stereotypes and biases are absent in China. Hence, China
scores favorably with the West in this dimension. Index suggests that the Egyp-
tian society is largely masculine in nature. For society, and the workplace, the
greatest implication of this score is that life is often seen as vehicle for work
more than enjoyment (Herrera et al., 2011; Minkov & Hofstede, 2014; Mirabela
and Madela, 2013).

DOI: 10.4236/jss.2020.89006

94 Open Journal of Social Sciences


https://doi.org/10.4236/jss.2020.89006

S. Shaaban, Y. A. Moneim

China and Egypt’ culture according to
Hofstede’s dimensions
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Figure 1. China and Egypt’s culture according to Hofstede’s dimensions.

Weak vs. Strong Uncertainty Avoidance: As with the previous dimension,
the ranking for this aspect of the framework for China is deceiving. This dimen-
sion refers to people’s acceptance of ambiguity. Organizations that are distin-
guished with a high uncertainty avoidance have more written policies rules and
regulations in order to reduce uncertainty within the organization. While in low
uncertainty avoidance organizations, there are fewer written rules and rituals. As
with the previous dimension, the ranking for this aspect of the framework for
China is deceiving. Countries with low uncertainty avoidance tend to be those
where people are relatively free and hence tolerate uncertainty and ambiguity at
the workplace. Further, a low score indicates that people are not controlled to a
large extent. However, this is not the case with China (despite the economy
opening up) where people are controlled to a large extent. This is because of the
strong cultural acceptance of conformity and hence though one might not be
thrown in jail for breaking a law, the cultural aspect of “losing face” means that
people tend to obey the laws and rules. At the workplace, this manifests itself in
terms of employees needing strong guidance rather than taking decisions on the
spot. Egypt as a nation received scores of 70 for power distance, 25 for indivi-
dualism, 45 for masculinity, 80 for uncertainty avoidance, 7 for long-term
orientation (pragmatism) (Minkov & Hofstede, 2014). Index reveals that mem-
bers of the Egyptian society prefer to avoid the majority of uncertain situations;
prefer to let the future take its course and adapt alongside it as it unfolds. Within
the context of organizational life, cultures exhibiting similar traits tend to adhere
to very rigid codes of conduct and a small range of acceptable behavior, with a
low tolerance for ideas and behaviors that deviate from established norms (Her-
rera et al.,, 2011; Minkov & Hofstede, 2014; Mirabela & Madela, 2013). High le-
vels of uncertainty avoidance suggest that the Egyptian society is characterized
by very conservative decision making and a high aversion to risk-taking.

Long vs. Short Term Orientation: The Chinese characteristically have a
longer-term orientation that means they would think longer-term rather than a
short-term basis. Since the country aspires to be the next superpower, there is
definitely a tendency to think big and think ahead. Further, the nature of doing

business in China is such that things take a longer time to complete, which the
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same natural like Egyptian. In other words, for this dimension, the Chinese cul-
ture and business can be said to be influenced with a longer-term perspective
that is similar to the Egyptian procedures, which will show that there will be an
understanding between the two countries in the business environment and such
a harmony will take place between both societies. The Chinese Culture is
strongly infused with a historical sense of greatness and hence it is common for
the Chinese to have a perspective of time that is highly regarded compared to the
West. This accounts for the longer-term perspective that the Chinese have. They
tend not to worry themselves with future circumstances as much as they pre-
serve the past and the present. In terms of organizational life, this means that
preservation of current status quos and respect for traditional methods are high-
ly appreciated (Minkov & Hofstede, 2014).

Indulgence vs. Restraint or Aggressiveness: In this dimension, the Chinese
can be on the restraint or the less aggressive edge as the culture does not en-
courage overt displays of aggression. Moreover, the Chinese do not exhibit the
typical gender gap or the difference between men and women to the extent
which Egyptians tend to display. However, the Chinese society is not as open as
the Egyptian one. As a result, in this dimension, China tends to score the middle
of the road measure while Egypt scored less than 10. As shown in “Figure 1”.

In conclusion, the Chinese tend to encourage strict management and high or-
ganizational performance. So, it is somewhat of a balancing act for the Chinese
as far as this dimension is concerned. Egypt highly favors restraint overindul-
gence through legal and social regulations as shown in “Figure 1”. The Egyptian
society therefore places a great deal of importance on modesty, religious practic-
es and repression. A society that favors restraint likely sees the manifestation of
this trait in intra-organizational relations more than any particular performance
metric, but the importance of intra-organizational relations to the contemporary
business environment means there are likely many implications of this finding
(Wilderom et al., 2012; Minkov & Hofstede, 2014). While this score might have
its greatest implications for the way members conduct their personal lives, with-
in an organizational context, this cultural dimension still has meaning.

By looking at “Figure 2” (a and b) and “Table 57, and according to the result
above, the score of GLOBE data for Egypt sample is fairly high for power dis-
tance and in group collectivism (IGC). Egypt is scored in group collectivism in
the scale 6.03 (Elsaid, 2012). A prominent feature of the Egyptian societal culture
is the extent to which Egyptians show Loyalty, express pride and cohesiveness
towards family, organization and other in-group collectivities compared with
China that scores significant high in both practices (5.86) and higher in Value
(5.12) (Shi and Wang, 2011). In assertiveness (AO) Egypt’s mean score was 4.04
while China scored 3.77 in practices and in value scored 5.52 (Elsaid, 2012 and
Shi and Wang, 2011). In Power Distance (PD) Egypt’s scored 5.43 compared
while China scored in Practices (5.02) and Value scored (3.01). In Future orien-

tation (FO), Egypt scored 3.7, while China scored 3.68 in practice and 4.7 in
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Table 5. China and Egypt GLOBE cultural dimensions according to different studies as
mentioned in Figure 2 above.

AO IC IGC FO GE HO PO PD UA
P VvV P V P V P V P V P V P V P V P V

China 3.77 5.52 4.67 4.52 5.86 5.12 3.68 4.7 3.03 3.73 4.29 5.34 4.37 5.72 5.02 3.01 4.81 5.34
Egypt 4.04 4.99 3.88 5.54 6.03 5.86 3.7 5.84 2.99 3.75 4.23 5.61 4.58 6.08 5.43 2.8 3.67 5.36

Notes: 1) AO = Assertiveness Orientation, IC = Institutional Collectivism, IGC = In-Group Collectivism,
FO = Future, Orientation, GE = Gender Egalitarianism, HO = Humane Orientation, PO = Performance
Orientation, PD = Power Distance, UA = Uncertainty Avoidance, P = Practice, V = Value. 2) Data derived
from House, Hanges, Javidan, Dorfman, & Gupta (2004). Culture, Leadership, and Organizations. The
GLOBE Study of 62 Societies. Thousand Oaks, CA: Sag.

Cultural Practices and Values in Egypt

W Country Practice Score
Performance orientation v v Range: Practices
W Country Value Score
Range: Values

. VI
Assertiveness v | | Average GLOBE Score

Future orientation 4 y
Humane orientation | v
Institutional collectivism 4 4
In-group collectivism - | vlv
Gender egalitarianism v v | |
Power Distance - I v Vi

Uncertainty avoidance - A( | v

® © ®
\i‘{\g‘\

o
«

Cultural Practices and Values in China

%
ed\o"‘\ o O
N

¥V Country Practice Score
Performance orientation - B 4 v Range: Practices
V¥ Country Value Score
Range: Values

- v
Assertiveness | v | Average GLOBE Score
v

Future orientation - v |
Humane orientation - [ 4 v
Institutional collectivism+ | V|v
In-group collectivism | J lv
Gender egalitarianism \/ || v |
Power Distance 4 |V v

Uncertainty avoidance- | v
I 4

e o

Q .
WO
8

3 R &
¢ \\)‘(\\ “\g“\
N P N
(z\a\\* b d W
x

ot o ot

e ‘(\\Q‘\
N

\

Figure 2. Cultural distance between China and US across GLOBE model and Hofstede
model. The table retrieve from the GLOBE 2020 (Global Leadership and organisational
Behaviour Effectiveness) in Feb. 2020.
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value, both of them are considered as Lower scored in most of the studies. In
Gender Egalitarianism (GE), Egypt scored 2.99 while China scored 3.03 in prac-
tice and 3.73 in value. China is considered higher than Egypt but considered sig-
nificantly lower compared to other countries like US. In the dimension of Un-
certainty Avoidance (UA), Egypt scored 3.67 while China scored 4.81 in practice
and 5.34 in value. In Human orientation (HO), Egypt scored 4.23 while China
scored in practice 4.29 and in value 5.34. In Performance Orientation (PO),
Egypt scored 4.58 while China scored 4.37 in practice and 5.72 in value. In insti-
tutional Collectivism (IC) or Social Collectivism (SC), Egypt scored 3.88 while

China scored 4.67 in practice and 4.52 in value.

6.2. Theoretical Implication

Using Hofstede and GLOBE Models are highly valuable in business and man-
agement research. Both Models provide valuable dimensions for making an ef-
fective comparison between Egypt and China and give a clear understanding of
the similarities and the differences between different countries’ culture. Al-
though there is a debate about the appropriateness and the validity of these
Models (Posthuma & Campion, 2009), there is a contrast between both Models
in scores related to China and Egypt.

When this study examined social cultural dimension applying the nine
GLOBE Model dimensions from the perspective of other studies, Egypt scores
appeared low in assertiveness, social collectivism, uncertainty avoidance, gender
egalitarianism and future orientation. Nevertheless, Egypt scored high in-group
collectivism, performance orientation, human orientation and power distance
(Elsaid, 2012).

On the level of theoretical implication, it is highly recommended to do further
future research and investigation of Hofstede and GLOBE Models as well as on
cross-cultural communication, investigation, leadership and management ap-
proach.

On the practical level, mangers seek more cooperation with the Chinese com-
panies; they should equip and raise awareness of their companies with the histo-
ry of the Chinese Culture. In addition, before starting cooperation, company
managers have to consider the cross-cultural elements in raising awareness of

each other’s culture and national culture as well.

7. The Impact of COVID-19 on Belt and Road Initiative (BRI)

The world has been hit by an unprecedented health crisis that rapidly spread in
many countries. This rapid outbreak of COVID-19 could be justified and inter-
preted as a result of the globalization that creates a high level of interconnection
and interdependence between countries. It could be considered as the downside
and negative aspect of globalization.

When the WHO declared COVID-19 a “global pandemic”, borders have been
closed, many industries and workers were asked to stop their work and to stay
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home. Accordingly, the initiative has become no longer at the top of the Chi-
nese’s priorities. Beijing is seeking to mitigate the effects of the pandemic on the
internal economic, political and social status. This does not mean that China will
abandon the project, but there will be a temporary delay in resuming the work
on the current projects.

The current situation will force the Chinese government to alter its plans to
focus more, especially on the short term, on both the “Health Silk Road” and
the emphasis on the “Digital Silk Road”. The great importance of these two

strategies has been witnessed during the pandemic.

7.1. The “Health Silk Road”

The Health Silk Road is not a new concept; it is a part of the BRI since its adop-
tion in 2013. In early 2015, the Chinese government realized the necessity of in-
creasing its “voice and influence in multilateral health governance through
health cooperation in BRI countries” (Pal and Bhatia, 2020: p. 1). Later in 2017,
China and WHO signed a memorandum of understanding where they an-
nounced the launching of the Health Silk Road as an ambitious project to im-
prove and develop the health public system in all the country and especially the
state parties in the BRI. It was planned for the health initiative to provide a
common platform in order to enhance the capabilities of the states’ partners to
BRI to deal with the epidemic emergencies by sharing best practices and infor-
mation in addition to provide medical aids. The question is to what extent the
stated objectives have been realized. Since this time, “China has become more
proactive in global health governance” (Chan, Chen, and Xu, 2010: p. 4). China
increased its investment in the Global health sector to ensure an international
advanced position among the other countries.

The strategy of Soft power adopted by Beijing to become the global health
leader has apparently reached its objectives during the outbreak of the pandemic
through the “Soft Medical Diplomacy” implemented in many countries espe-
cially in some European countries, mainly in Italy and Serbia. As a result of this
aid, Italy has become the first European country participating in the BRI Road
by signing a Memorandum of Understanding (MoU) with China.

This crisis demonstrated the fragility of the health infrastructure in the major-
ity of countries. The Health Silk Care is now on the top priorities of Beijing and
it will certainly remain in the near future in order to guarantee its superiority
especially if China succeeds in reaching a treatment or a vaccine to COVID-109.
China proceeded during the last months to achieve the objectives of Health Silk
Road through tangible steps, especially by providing medical aids. China has
sent medical experts and medical assistance to many countries around the world
to help them in the fight of COVID-19. This assistance, directly assured by Chi-
nese embassies and companies, is known as the “Mask Diplomacy”.

One of the main projects that China should focus on is the reinforcement and

improvement of the public health systems in the BRI countries in order to have
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future plans and precautions in case of any further pandemic or disease crisis.

7.2. The “Digital Silk Road”

The technology plays an important role in the Chinese economy as the govern-
ment seeks to be the leader in the Digital market to lead the global digitalization.
The ambitious “Digital Silk Road” has been launched alongside the Belt and
Road Initiative and has been integrated into the projects of infrastructure which
will have many benefits for the participating countries such as guarantee the
speed transfer of information between the countries. This could enhance a posi-

tive influence that

“deemed to minimize cultural differences, reduce asymmetric information,
build trust for Belt and Road countries and regions, and stimulate coopera-
tion in multiple fields such as information infrastructure, trade, finance,
industries, science, education, culture, and health” (Ajey and Roy, 2019: p.
19).

Technology and digital activities have been widely used during the pandemic
period by China to fight the virus and to mitigate the economic impacts of the
closure of commerce and business. The successful model of China has encour-
aged other countries, particularly BRI partners to do the same and to depend on
technology and artificial intelligence to contain the virus and to survive this hard
period.

The severity of the shutting down of the Chinese economy for almost three
months has been moderated by the rise of digital economy which gave China the
opportunity to open new markets. This business model has positioned China as

the global leader of digital market.

8. Conclusion

There is a high attention towards China and Africa collaboration and invest-
ments as China has provided around $60 billion financial support to Africa
which will definitely strengthen the Belt and Road Initiative (BRI). The study
identifies three main results by examining, both Hofstede and GLOBE Models
which can enhance the strategic cooperation between both countries. In LTO,
China scored higher than Egypt, however, both China and Egypt were scored
closer to collectivism. As for PDI, China has scored higher than Egypt but it is
not significant as the difference is only 10. With reference to the GLOBE Model,
the differences in PDI and IDV dimensions are not as great as in Hofstede Model.

As for the future research, this study recommends further future research and
investigation of these two applications of the Hofstede and GLOBE Models, and
further research on cross-culture communication, investigation, leadership and
management approach. Focuses on the more influencing dimensions in the
Models have a big impact on the relationship in cross culture theme.

Regarding the strategic cooperation on Belt and Road Initiative, it is clear that
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the situation after the outbreak of COVID-19 pandemic will force China to pri-
oritize its national interests by redirecting its financial resources to be allocated
on the short term to stabilize the internal situation and to recover the Chinese
economy. The pace of implementation of BRI projects and activities will be
adapted according to the current situation. This also will definitely delay the
Chinese construction and investment plans previously set out before the pan-
demic. Accordingly, China has to reform the BRI initiative by adopting correc-
tive measures and reforming the policies in order to consider the consequences
of this pandemic and mitigate its negative impacts. The use of technology will be
accelerated, and the role of private sector should be more significant. China has
proved that it has been able to change the image from being the source of
COVID-19 pandemic and to benefit from the crisis by making itself the big
brother and the savior of other countries, especially after the defeatist attitude of
the United States of America. Moreover, China seeks to enhance its international
standing and to achieve economic gains.

Finally, it is important to say that the real impact of COVID-19 on the BRI is
still unclear. However, it is not conceivable that the Chinese government will
abandon the initiative. A big part of the project, initiated as an idea in 2013, has
been invested and this should continue. The current situation could motivate the
Chinese government to modify its attitude and its perception to adopt a clear
and comprehensive strategy of the BRI by including more partners, cooperating

with the private sector, and relying on various secured financial methods.
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