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Abstract  
Problem Discussion National economic competitiveness is a major concern to governments, 

firms, and individuals in an increasingly globalised world. Culture is known 
affect economic competitiveness, but there is little existing research that links 
Hofstede’s cultural dimensions with the Human Capital Indicators in the 
World Economic Forum’s Global Competitiveness Index. U-blox is an 
international firm with offices around the world. The firm has grown 
through acquisitions and has become a key player in the wireless 
communication and positioning semiconductors business. The chosen topic 
will study the cultural aspects of a selected group of u-blox subsidiaries. The 
values in a workplace are in fact influenced by culture and by their human 
capital. Using Hofstede’s dimensions to analyse the cultural factors, it is 
possible to study the international context of the human capital in each 
subsidiary by using reliable international indicators provided in the Global 
Competitiveness Index.   

Background:  This study analyses if global competitiveness of a country is affected by its 
culture, using Hofstede’s framework and Human Capital Indicators in the 
Global Competiveness Report compiled by the World Economic Forum.  

Purpose:  Through this study we expect to determine if there is any correlation 
between the Human Capital Indicators specified in the Global 
Competitiveness Report and Hofstede´s cultural dimensions and their role in 
national competitiveness. 

Method: The measurement instrument is an online survey that was sent to a selected 
group of people, all them employed as head of HR in countries chosen to 
study.  This quantitative method could be a good foundation for further 
research. The results from this survey were then compared to the data 
obtained by Hofstede in his studies and to the Human Capital indicators 
published annually by the World Economic Forum. This Global 
Competitiveness report provides insight on the keys factors and their 
interrelationships that determine economic growth.  

Conclusions: Culture does indeed affect national competitiveness. We found that the 
Hofstede dimensions Power Distance, Individualism, Uncertainty 
Avoidance, and Indulgence were effective determinants for many HCI 
scores, particularly the HCIs: Cooperation in labour-employer relations, 
Reliance on professional management, and the country’s capacity to attract 
and retain talent, which in turn contribute to a nation’s competitiveness.  
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1     Introduction 
 
1.1 Background   

Many national governments and policy makers are highly concerned with the concept of national 
competitiveness in the context of increasingly globalised economy. Most notable and closely 
followed is the World Economic Forum’s annual Global Competiveness Report which ranks 
nations on their competitiveness by way of its Global Competitiveness Index (GCI).  This 
ranking is the combination of many factors, including institutions, infrastructure, macroeconomic 
environment, health and primary education, higher education and training, goods market 
efficiency, labour market efficiency, financial market development, technological readiness, 
market size, business sophistication, and innovation (Schwab & Sala-i-Martin, 2015). However, 
for the purpose of this research, we will focus on the Human Capital-related Indicators (HCI) of 
the GCI and compare these Hofstede’s cultural dimensions to analyse correlations between 
cultural dimensions and their role in national competitiveness, using a selection of nine countries 
that u-blox, a multinational organisation, has engineering centres in. With these correlations, we 
aim to determine to what extent Hofstede’s cultural dimensions influence national 
competitiveness. 

1.2 Problem discussion 
Today we live in an increasingly globalised world; people and organisations are no longer 
constrained by national borders. Many companies increasingly operate across borders, and these 
workforces are also increasingly multicultural and spread across several different geographical and 
cultural sites. The need to quickly adapt to cultural changes is essential to achieve the business’s 
purpose and goals. Multinational companies contribute to a country’s economic wealth, and 
therefore need to attract and retaining a skilled and educated workforce in order to contribute to 
national and by extension, global economies. There are many factors to consider that may affect 
their success or lack of success. Hofstede (Hofstede, 2011) reported a relationship between 
economic indicators and measures of national culture. 

Hofstede’s work and the importance of his cultural dimensions has been a topic for much 
research. However, there is little existing research that attempts to connect global 
competitiveness specifically in the context the Human Capital Indicators of the World Economic 
Forum’s Global Competitiveness Report with Hofstede’s cultural dimensions. This research is an 
attempt to scrutinise and review if the there is such a link and to what extent cultural dimensions 
contribute to economic competitiveness by studying these along Human Capital-related 
Indicators (Schwab & Sala-i-Martin, 2015) of a selected group of nine countries that u-blox has a 
presence in.   

U-blox is a Swiss semiconductor company that was founded 1997 and has since operated in the 
telecommunication business with core competences such as cellular communications, satellite-
based positioning and short range radio technologies (u-blox, 2016). They have grown from 
being a spin-off from the Swiss Institute of Technology in Zurich with one product in their 
portfolio and five employees, to now being a multinational organisation, having a broad range of 
products and more than 800 employees located across 25 countries globally (u-blox, 2016). 
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1.3 Problem Formulation and purpose 

The thesis will focus on the analysis of the Human Capital-related Indicators (HCI) of the GCI 
and compare these with Hofstede’s cultural dimensions. 

We expect to determine correlations between these indicators and Hofstede’s cultural dimensions 
and their role in national competitiveness, using u-blox, a Swiss headquartered multinational 
organisation, as the focus of our research. 

1.4 De-limitations 

Due to the size of the organisation studied, our research will only focus on nine countries. This 
represents a much scaled down approach to other research on this topic; by comparison, the 
World Economic Forum’s Global Competitiveness Report contains competitive performance 
data of 140 countries, whilst Hofstede’s cultural research covers 76 countries. Similar to 
Hofstede’s approach, we are only surveying respondents in one organisation in a country – IBM 
in Hofstede’s work, u-blox in our research. With this limitation, we effectively have to extrapolate 
the views of individuals in the nine u-blox subsidiaries as being representative of an entire 
country. We will be using Hofstede’s cultural dimension values, and the consideration here is that 
the original study is now over 30 years old, and many countries have experienced significant 
economic change and possibly cultural change during this time. Since our research focusses on 
the human capital and cultural dimensions of economic competitiveness, this only represents 11 
of the 114 Competitiveness Indicators. 

The approach is to use a theoretical method in order to compare with the results from an 
empirical investigation on our case company. The empirical method we have used is to collect 
data by interviews and surveys and marketing investigation. The advantage of this method is that 
the collected data is relevant and highly reliable. The disadvantage is that if the organisation 
chosen for the investigation is not large enough nor structured in a way to collect consistent data, 
the information received has little value. 

When initially approached, the chosen company u-blox have been supportive in providing 
information needed for our research, however they felt that given the organisation size and its 
structure for the countries in question, interviews and surveys were not suitable on a large scale. 
Therefore, our research will make use of largely secondary data only, with empirical investigations 
provided by a questionnaire from a limited number of u-blox employees. Only six of the nine 
responses were received; responses from Switzerland, Belgium, and Pakistan were not received 
and are therefore excluded from the analysis relating to those sub subsidiaries. The survey was 
conducted in the form of an online survey specified in appendix 6.1 and its results in appendix 
6.2.  

1.5 Disposition 
In Chapter 1 we formulate and justify the research question and specify the purpose underlying 
the thesis. 

In Chapter 2 we present the used methodology and how we have collected the empirical data. 
This chapter also discusses the methodological approach. 

In Chapter 3 we present the theoretical framework in which Culture, Hofstede dimensions, 
global competitiveness with the Human Capital-Related Factors as the basis for the research. 

In Chapter 4 we analyse the empirical data and we compare if there are statistical correlations 
between the Human Capital-related Indicators (HCI) of the GCI and compare these with 
Hofstede’s cultural dimensions to analyse correlations between cultural dimensions and their role 
in national competitiveness. With these correlations, we aim to determine to what extent 
Hofstede’s cultural dimensions influence national competitiveness. 
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In Chapter 5 we answer the question if Hofstede’s framework for culture influences national 
competitiveness in the context of the World Economic Forum’s Human Capital Indicators used 
in its Global Competitiveness Index. 

2 Method 
Method is the art of identifying and collecting information in order to study a social scientific 
phenomenon. There are two methods to make an investigation and collect data; qualitative and 
quantitative. According to Yin (2012) a case study can call on both and the contrasting 
characteristics between what is qualitative (categorical data) and what is quantitative (numeric 
data) are to be considered as attributes of two types of data and not attributes of two competing 
types of research. 

This starts in a literature review of research fields that relate to the topic chosen. In the literature 
review, we connect Hofstede’s cultural dimensions with research about the Human Capital 
Indicators that contribute to the competiveness of a country.  The study can be divided in four 
phases: literature studies, data collection from the countries in question, processing the data and 
the analysis of the data.  We expect the report to conclude with a correlation between the Human 
Capital Indictors of global competitiveness and some of the Hofstede cultural dimensions. 

Data from the World Economic Forum’s annual Global Competitiveness Report was compiled. 
Since its first publication in 1979, the report is considered to be one of the most comprehensive 
of its kind, with competitive performance data of 140 economies around the world. The Global 
Competitiveness Index (GCI) is the combination of 114 indicators grouped into 12 pillars. The 
Human Capital Indictors (HCI) represent 11 of the 114 indicators, and spans the three pillars of 
Higher education and training, Innovation, and Labour Market Efficiency (Schwab & Sala-i-
Martin, 2015). The 11 HCIs are Quality of the education system, Extent of staff training, Quality 
of math and science education, Availability of scientists and engineers, Labour market efficiency, 
Reliance on professional management, Pay and productivity, Hiring and firing practices, 
Cooperation in labour employer relations, Flexibility of wage determination, Country’s capacity 
to retain talent, and Country’s capacity to attract talent (Schwab & Sala-i-Martin, 2015). 

High scores in all 11 HCIs in the three pillars of Higher education and training, Innovation, and 
Labour Market Efficiency implies that the country meets the needs of a competitive economy. A 
high score in the Higher education and training pillar suggests an effective education system that 
is capable of delivering higher education needed for a competitive workforce, and appropriate 
staff training is provided once in the labour market. Similarly, a high score in the Innovation 
pillar is indicative of a nation able to source the scientists and engineers it needs, who will 
develop and commercialise innovation, which is considered essential in a competitive economy. 
High scores in the Labour Market Efficiency pillar suggests that management have the relevant 
skill and capability to lead their staff, workers are productive and paid accordingly, hiring and 
firing practices enable employers the flexibility to make the relevant changes it needs to its 
workforce and its wages, that there is a positive relationship and cooperation between labour and 
employers, and that the country can retain its own talent and attract talent from abroad. 

In order to analyse the HCI factors from a cultural perspective across countries, this study also 
includes Hofstede’s cultural dimensions. The values of Hofstede’s cultural dimensions for the 
nine countries were obtained from Hofstede’s website http://www.geerthofstede.nl.  The HCI 
data from the World Economic Forum’s annual Global Competitiveness Report and Hofstede’s 
cultural dimensions were then merged and correlated in Excel using the CORREL function, 
which is a Pearson product-moment correlation, in order to achieve the aims of this study. It is 
intended that based on the investigation of these 11 HCI factors, using the perspectives of the 
cultural dimensions, a better understanding of which Hofstede cultural dimensions contribute 
most to a competitive economic environment.   
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Survey questions were formulated to link and understand the extent to which the firm’s 
responses relate to the data from Hofstede and the World Economic Forum’s Global 
Competitiveness HCI data, and to investigate any differences with the firm’s experiences to the 
Hofstede and HCI data. The questions in the survey were developed based on the results of the 
correlations between the Human Capital Indicators and Hofstede cultural dimensions; the 
significant Hofstede dimensions were Individualism, Uncertainty Avoidance, Power Distance and 
Indulgence, and the HCIs that correlated strongest with the nation’s GCI ranking were: quality of 
the education system, extent of staff training, quality of math and science education, reliance on 
professional management, cooperation in labour-employer relations and the country’s capacity to 
retain and attract talent.  

   

3 Theoretical framework 
3.1 Culture 
There are multiple definitions of culture. One way to define culture is to say is that it is built on 
behaviours, beliefs, norms, values and shared traditions (Merchant & Van der Stede, 2012). 
Culture is traditionally attributed to nations, ethnic groups and religions. It has also become a 
popular term also used to describe business and organisational characteristics in terms of 
corporate culture (Karlöf & Helin Lövinsson, 2013).  

One of the most cited theorists of organisational culture is Edgar H Schein. Schein (2004) 
emphasised the challenge in the bringing together of two or more cultures. Schein (2004) defines 
Organisational culture as a pattern of basic assumptions invented, discovered or developed by a 
given group. Those are tools that learn to deal with the problems of external adaption and 
therefore it is to be taught to the new members of the organisation as the correct and only way to 
perceive, think, and feel in relation to those problems (Schein, 2004). In most cases, according to 
Schein, these companies generally do not raise the consequences of culture compatibility that 
comes along with acquisitions and mergers until after the deal has taken place. This leads to a 
“cultural indigestion” - the term Schein uses to describe the unsynchronized culture merge that 
becomes difficult to integrate. 

 

3.2 Hofstede’s Cultural Dimensions. 
Studies show that culture goes far beyond race or the country in which you were born. This is 
also Hofstede’s definition of culture, even though he used studies on different countries to 
collect the information needed. He sees culture as “the collective programming of the mind that 
distinguishes the members of one group or category of people from another” (Hofstede, 2001).  
In other words, every person has a pattern of thoughts, feelings and ways of expressing 
themselves learned during their lifetime (Hofstede, 2010). According to Hofstede, our mind’s 
programming is grounded on our social environment and our life experiences that start within 
the family, and continues in schools, the workplace and the communities that we live in 
(Hofstede, 2010). He states that the software of the mind differs as much as the social 
environments in which it develops. Hofstede terms this software of the mind as culture. Culture 
is a collective phenomenon because it a common denominator for people that live or have lived 
in the same social environment.    
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In organisations, there are control methods to shape cultures like codes of conduct, intra-
organisational transfers, group rewards, physical and social arrangements, and tone at the top 
(Merchant & Van der Stede, 2012). If the company in question has a well-developed strategy 
regarding culture, the differences in the cultural background of management may not highly 
impact the performance of the organisation. Conversely, if there is a weak cultural strategy, it is 
important when implementing a new strategy, to consider and be aware of different cultural 
backgrounds within the company, which can lead to significantly different approaches to the 
same change. People with the same cultural background have a tendency to perceive things in 
similar ways; therefore, it can be advantageous for management to be aware of the current 
organisational cultures that exist in the organisation. 

Geert Hofstede conducted a study involving more than 50 countries, all them subsidiaries of 
IBM. The large volume of data collected were the source material to a model to identify 
characteristics of a culture of a country using five dimensions.  The finalised work was published 
in 1980 under the name “Culture’s consequences: International differences in work-related 
values”. In 2001, Geert Hofstede revised and updated Culture´s consequences with a new edition 
titled: “Culture's Consequences: Comparing Values, Behaviours, Institutions and Organisations 
across Nations”. In this updated edition, Hofstede incorporated the sixth dimension. These 
dimensions serve to study the different cultures, in order to better understand and quickly adjust 
to different environments and effectively interact with people in other countries. 

Hofstede however is not without his critics; researchers have questioned the validity and 
methodology of his research, as the study was done based on IBM employees, and therefore not 
representative of entire populations of countries or cultures, as well as the fact that his original 
study is now over thirty years old, and many countries have experienced significant economic 
change in this time, and raises the question of whether there is a corresponding cultural change in 
these countries (Johnson & Lenartowicz, 1998). Regardless of these criticisms, we will use 
Hofstede’s dimensions for this research due to their widespread use and widely understood. 
Indeed, one of Hofstede’s aims in his research on these cultural dimensions was to stimulate 
other researchers to develop more sophisticated cultural models.  

3.2.1 Power Distance (PDI) 

The dimension Power Distance Index describes the degree to which there is more inequality, and 
where there are higher levels of hierarchy. It describes also the degree to which members of a 
society or country accept that power is dispersed unequally (Hofstede, 2011). A high score 
suggests that there is an acceptance that some individuals have much more power than others. A 
low score reflects the view that people should have equal rights. (Hofstede, 2011).  

3.2.2 Individualism-Collectivism (IDV) 

The dimension Individualism describes the extent that people take care of themselves and their 
immediate families. In individualistic cultures, you identify yourself first; all your life you are 
educated and trained to find yourself and be the “the smith of your own fortune”, without being 
dependent on the group to which you belong (Hofstede, 2011). The opposite is Collectivism that 
expresses the tendency of the people to belong to groups, clans, organisations, and families who 
take care of them and to which they owe allegiance (Hofstede, 2011). The fundamental issue 
addressed by this dimension is the degree of interdependence a society maintains among its 
members.  
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3.2.3 Masculinity-Femininity (MAS) 

This dimension refers to the tendency within a society to emphasise traditional gender roles, and 
where material success and progress are seen as dominant values. In Masculine cultures (higher 
scores) there is emphasis on equity, competition among colleagues and performance; a value 
system that begins in school and continues throughout working life (Hofstede, 2011). By 
contrast, lower scores here indicate a Feminine society, where happiness and quality of life are 
considered success. In such cultures, standing out is not admirable (Hofstede, 2015).  

3.2.4 Uncertainty avoidance (UAI) 

Uncertainty avoidance expresses how we face the uncertainty of the future. It describes to what 
extent people feel threatened by uncertainty and try to avoid it. Many people feel very 
uncomfortable when situations or the environment are unknown (Hofstede, 2011).  

3.2.5 Long-term orientation –Short-term orientation (LTO) 

This dimension expresses to what extent a culture is linked to the long term or short term. 
Cultures with a high score promote long term for future rewards, save, thrift, perseverance, adapt 
to changing circumstances, and see education as a means to prepare for the future. Cultures with 
a low score on long term, but linked to the short term have values that are related to national 
pride and respect for tradition, and view societal change with suspicion (Hofstede, 2015).  

3.2.6 Indulgence 

This dimension describes to what extent people try to control themselves, their desires and their 
impulses. Indulgence is defined as having a weak control, whilst the opposite, having strong 
control, is called Restraint or belonging to a Restrained culture.  

 

3.3 Hofstede’s cultural dimensions and national competitiveness 
Existing research by Herciu et al. (2011) finds that there is a correlation between Hofstede’s 
cultural dimensions and national competiveness, where their findings were that power distance 
index, individualism, and uncertainty avoidance were the most significant predictors of a 
country’s GCI rank. The Masculinity cultural dimension was not a significant predictor of 
national competitiveness, despite highly masculine cultures being associated with competitiveness 
and performance driven. Countries whose cultures are characterised by low power distance index, 
high individualism, and low uncertainty avoidance scored higher on the GCI rank. Of course, the 
overall GCI rank is comprised of 114 indicators, and the majority of these are economic 
indicators that do not directly relate to human capital and therefore are not directly attributable to 
culture.  

In Cheung and Chan’s (2010) study on education and economic competiveness, using education 
and knowledge transfer factors from the International Institute for Management Development 
(IMD) World Competitiveness Handbook, 43 regions were studied and again, the findings were 
that Uncertainty Avoidance, Power Distance, and Individualism had the most significant effect 
on these educational factors, and by extension its World Competitiveness Ranking. The Long 
Term Orientation cultural dimension was excluded from this study due to lack of data, and the 
Masculinity dimension was not a strong predictor of competitiveness here. Consistent with the 
research by Herciu et al., national cultures that feature low Uncertainty Avoidance, low Power 
Distance, and high Individualism performed best on the educational and knowledge transfer 
factors, and contributed these countries’ higher World Competitiveness Ranking.     
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Moon & Choi’s (2001) research suggests a new framework for linking culture and national 
competitiveness using Hofstede dimensions and introducing new dimension called ‘openness’. In 
this study, sixty countries are used to create the model, with the existing Hofstede cultural 
dimensions of Individualism and Uncertainty Avoidance are retained, and Power Distance 
integrated as an attribute of Individualism.  Masculinity, Long Term Orientation, and Indulgence 
dimensions are not considered relevant in this model. The Hofstede Individualism dimension is 
assigned two variables Responsibility and Reward, and the Uncertainty Avoidance dimension 
variables in this model are Discplinism and Frontierism. The Openness dimension is defined as 
“the ability to accept and understand diverse characteristics and behaviours of different cultures” 
with Aggressiveness and Attractiveness as variables that characterise a country’s openness (Moon 
& Choi, 2001).  The study concludes that culture is indeed a significant factor in national 
competitiveness. Our study will however use the six Hofstede dimensions in their original forms, 
as these are more widely used and understood.  

Competitive economies require Economic Freedom in order to enable growth. In Johnson & 
Lenartowicz’s (1998) research, they achieve a strong correlation between Hofstede’s concept of 
Uncertainty Avoidance and Masculinity and economic growth, by linking these with Gwartney’s 
Index of Economic Freedom. This index is comprised of economic indicators, such as money 
and inflation, government operations and regulation, takings and discriminant taxation, and 
international exchange. The key elements of economic freedom are personal choice, protection 
of private property, and freedom of exchange. The Hofstede dimensions Individualism and 
Power Distance were excluded from this study, as economic freedom could exist in 
individualistic and collectivist cultures, as well as low and high power distance cultures. (Johnson 
& Lenartowicz, 1998). Essentially, this study found that cultures that had higher economic 
freedom, achieved higher economic growth, and that economic freedom could be attributed to 
cultures with high Masculinity, and low Uncertainty Avoidance. This is explained by Masculine 
societies being motivated by achievement and financial success, which thrive in an open and free 
economy. High Uncertainty Avoidance societies create laws and regulations that reduce risk, and 
are suspicious of outsiders and differing opinions, and therefore hinder and thus are negatively 
correlated with economic freedom (Johnson & Lenartowicz, 1998).       

 

3.4 Country Profiles 
In the table 3-1 below, we see a summary visualising Hofstede’s values for each of the six 
dimensions for the selected countries (Hofstede, 2015): 
Table 3-1 

  Power 
Distance 

(PDI) 

Individualism 
(IDV) 

Masculinity 
(MAS) 

Uncertainty 
Avoidance 

(UAI) 

Long Term 
Orientation 

(LTO) 

Indulgence 
(IND) 

Switzerland 34 68 70 58 74 66 
Germany 35 67 66 65 83 40 
Finland 33 63 26 59 38 57 
Sweden 31 71 5 29 53 78 
UK 35 89 66 35 51 69 
Belgium 65 75 54 94 82 57 
Italy 50 76 70 75 61 30 
Greece 60 35 57 100 45 50 
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Pakistan 55 14 50 70 50 0 
 

3.4.1 Belgium 

Belgium has a score of 65 for Power Distance. This is a moderately high value in this index, 
meaning that in Belgium, the less powerful members of society accept their place and are aware 
of the existence of formal hierarchical positions with centralised power and a long path for 
decisions (Hofstede, 2015). Perhaps the most prominent example of these is Brussels being the 
capital of the European Union. 

The Individualism index is very high (75). This means that Belgians do not prioritise belonging 
to a group. Instead they favour taking care of themselves and their closest family and friends. 
They focus on autonomy and on task management with a hierarchical organisation, expecting 
clear feedback and recognition of the work performed (Hofstede, 2015). 

The Masculinity dimension has a score of 54. This score places Belgium in a contradictory 
position in this regard. They do not like to be found in situations where there are winners and 
losers, and they prefer to achieve compromises where all parties are in agreement and the 
decisions are based on consensus. This process can sometimes be slow and ineffective. 
According to Hofstede, there are though differences between the northern and southern parts of 
the countries. Both are influenced by different cultures - the Flemish and the French, each with 
respective characteristics; one with a more consensus approach and the other with the higher 
score, having a more “Latin” approach where winning the discussion is more important 
(Hofstede, 2015). 

Belgium has one of the highest scores on the Uncertainty Avoidance dimension (94). This 
dimension describes how a society deals with the unknown future. Belgium´s point of view is that 
with a good education and detail planning you reach certain and avoid the stress about the 
unknown (Hofstede, 2015). 

Belgium also has a very high score on Long Term Orientation (82), meaning that they promote 
and encourage people to prepare themselves to meet the changing conditions that the future may 
bring instead of loyally keeping to traditions just for the sake of the norms. This is very much in 
line with the high score of Uncertainty avoidance (Hofstede, 2015). 

Regarding the dimensions Indulgence vs Restraint, Belgium has a score of 57 which is 
considered an Indulgent society, meaning that the people have a positive attitude and see the 
future with optimism and prioritise the enjoying life in more relaxed way (Hofstede, 2015). 

3.4.2 Finland 

Finland ranks 8th on the GCI rank. Its economy has been characterized with limited 
diversification of economic sectors and export destinations, and has suffered from setbacks in its 
main industries of information technology and paper. However, Finland’s competiveness stems 
from its transparent and efficient public institutions, effective higher education and training 
system, and innovative business sector. To enable its economic recovery and competitiveness, 
Finland needs to improve flexibility in its labour market and reduce its public debt (Schwab & 
Sala-i-Martin, 2015). 

The Power Distance dimension in Finland has a score of 33, and this low value reflects the 
equality that exists in the Finnish society. The hierarchy in organisations is almost non-existent, 
where the leaders adopt more of a democratic style, promoting individual participation and 
contribution. The subordinates on the other hand also expect to be involved when decisions are 
made (Hofstede, 2015). 
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Finland has a score of 63 on Individualism and this high value is related to Finnish people being 
used to taking care of themselves and they trust that, in workplaces for instance, the relationship 
between the employer and the subordinates are strict regulated by capacity and own merit, even 
though they value equality and solidarity in the workplace.  

Finnish society is considered Feminine, with a score of 26. This low value is related to the ability 
to focus on working to have a good life, both professionally and private, and where conflicts are 
resolved with compromise and based on consensus (Hofstede, 2015). 

Regarding Uncertainty Avoidance, Finland scores 59 and thus is considered as having a high 
score. The Finnish society have relatively high amount of norms and rules that people are happy 
to follow in order to avoid unsecure situations (Hofstede, 2015).  

Long Term Orientation dimension index is very low in Finland. The society is normative 
meaning that they prefer to keep themselves to known situations and traditions instead of 
favouring unknown circumstances.   

Finland has a moderately high score in Indulgence (57). This indicates that there is a relative 
optimism in the society that prioritises relaxation and having a willingness to let their desires and 
impulses affect their life in a positive way (Hofstede, 2015). 

3.4.3 Germany 

Germany is ranked 4th on the GCI rank, enabled by improved labour and financial market 
efficiency and its macroeconomic environment. The country excels in many competitiveness 
indicators such as businesses sophistication, employing latest technologies in production 
processes, innovation, high levels of R&D spending, efficient use of talent, and excellent on-the-
job training. The country could be made more competitive by encouraging greater participation 
of women in the labour force and increasing flexibility in the labour market (Schwab & Sala-i-
Martin, 2015).  

The Power Distance index in Germany has a value of 35. This low value reflects that in 
Germany, it is very important to have collaboration and participation in decisions. The 
subordinates expected to be consulted and normally German managers and employees work 
closely because they believe that close collaboration creates the good product or effective 
outcome. The decisions typically are clear, precise and based on knowledge and not “gut feeling”. 
In families, the parents treat children as equals, and on the other hand this influences the social 
norm that older people are neither respected or consulted (Hofstede, 2015).  

The German society is clearly individualistic with a score of 67.  Two-generation families are 
the norm, and the “I” consciousness is deeply rooted with a high sense of privacy. This means 
that German people value time and freedom much higher than less individualistic cultures. 
Despite this fact people have an extremely extended capacity of loyalty, responsibility and duty. 
The communication is clear and very direct and the idea of getting one’s voice heard is 
irrevocable (Hofstede, 2015). 

The dimension of Masculinity in Germany was determined at 66, positioning Germany as a 
Masculine society. Already by an early age, the students are divided by how well they perform. In 
the professional context, it is still normal to see more males than females. Females, even though 
they have a proper and high level of education, they favour staying at home and taking care of the 
family, rather than pursuing career success in its masculine form. This is important factor to the 
high social differentiation between the genders. The high Masculinity value also indicates that 
they value assertiveness, competitiveness and ambition (Hofstede, 2015). 
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Regarding Uncertainty Avoidance Germany has a score of 65 in this dimension. Compared 
with Belgium’s score of 94, this is not so high. Still, the German people have a tendency to plan 
and re-plan just to see the structure, with no place for misinterpretation. Uncertainty is avoided 
by educating people in order to become experts, with knowledge which they can then rely on to 
solve the future problems to come (Hofstede, 2015). 

The Long Term Orientation index for Germany is truly high, 83, meaning that they solve their 
problems in a pragmatic way, are not so fond of looking back to traditions, and in the cases 
where they prefer to keep these traditions, they manage to adapt them to new realities. German 
people are perseverant and frugal when they strive for the next goal (Hofstede, 2015). 

The Indulgence score is low at 40. This value places the German culture as a Restrained one. 
This facet is mostly, according to them, a result of the norms and laws existing in the society. The 
German people do not prioritise having more leisure time; this is correlated to the high 
individualism score that shows that the men prioritise achievement at the workplace in order to 
have a successful professional life (Hofstede, 2015). 

3.4.4 Greece 

Greece has an intermediate score of 60 for Power Distance, which is a just moderately high 
PDI.  This indicates that its society that believes hierarchy should be respected and inequalities 
amongst people are a fact of life, and that those in power have more benefits than those with less 
power in society (Hofstede, 2015). In Greek culture, it is customary to show respect to the 
elderly, and children take care for their elderly parents later in life. In the workplace, the one boss 
has complete authority. Greeks also feel pride in that the modern Western world inherited 
something from the ancient Greek culture (Hofstede, 2015). Status symbols of power are very 
important in order to indicate social position and “communicate” the respect that could be 
shown (Hofstede, 2015). 

With a score of 35 on Individualism, Greece is a collectivist culture, where people are brought 
up and integrated into the close knit groups, including extended families where there is a general 
expectation of taking care of one another and loyalty (Hofstede, 2015). In collectivistic cultures, 
the success of a family member gives social value to the whole in-group, and Greeks will often 
speak of important and successful people they know (Hofstede, 2015). In a work context, it’s not 
uncommon for older and more powerful family members to “help” a younger family member 
into the workforce; this could be perceived as nepotism from an individualist cultural perspective, 
but in collectivistic societies is considered standard practice (Hofstede, 2015). In business 
negotiations, trust and long lasting relationships are important, so meetings typically begin with 
general conversation in order to get to know prospective business partners before doing business 
(Hofstede, 2015). 

Greece can be considered a moderately Masculine society, with its score of 57. Men consider it 
an honour and duty to take care of their family, and status symbols and high achievement are 
valued in Masculine societies (Hofstede, 2015). Aristotle Onassis, the shipping magnate, is 
perhaps the most famous example of a very successful Greek (Hofstede, 2015).  

Greece has the maximum score of 100 on Uncertainty Avoidance, which means that Greeks 
are extremely uncomfortable in ambiguous situations (Hofstede, 2015). Bureaucracy, laws and 
rules are very important in high Uncertainty Avoidance countries; these help maintain order and 
make the world a safer place to live in. Greeks are very emotional and passionate, which can be 
seen in their body language, this is a characteristic of high UAI cultures (Hofstede, 2015).   



17 
 

An intermediate score of 45 on the Long Term Orientation dimension implies that Greece is 
neither Long Term nor Short Term oriented. Similarly, Greece scored the midpoint of 50 on the 
Indulgence dimension, which suggests no clear distinction between Indulgent or and Restrained 
culture (Hofstede, 2015).  

3.4.5 Italy 

Italy ranks at 43rd on the GCI.  It can improve its competiveness by continuing to improve 
productivity, and reduce bureaucracy red tape, and its labour market inefficiency (Hofstede, 
2015).  

The score for the Power Distance dimension for Italy is 50. This intermediate value is a middle 
ground when considering the PDI from Southern Italy (high) and the Northern regions (low). 
Italian people are less afraid and less dependent on a leader, preferring a democratic leader. They 
prefer to work in groups with evenness and make decisions that are in line with their own 
convictions (Hofstede, 2015).  

According to Hofstede’s study, Italy is considered an Individualistic society with a score of 76, 
especially in the Northern part of the country. The culture differences are more visible when it 
relates to family terms. In the South there are still traces of the ancient Italian culture where 
‘family’ is still ‘the big family’. In the Northern regions however, there are influences from the 
German culture where the individual is placed in the middle, where their own personal fulfilment 
is placed in front of the interests of the group or larger families (Hofstede, 2015).  

The Masculinity score for Italy is very high, at 70. Masculinity in Italy is shown by the society 
being very much driven by material things as symbols of a successful life. It goes without saying 
that Italy is a mecca for luxury products. The culture also accepts that it is acceptable to compete 
openly with colleagues for a better position. (Hofstede, 2015). 

The law in the Italian society is very extensive and regulates most of the daily life. On one side 
the Italians have norms and directives to follow, making them believe that they have control over 
the circumstances. On the other side they are known for not following the rules or do not always 
comply with them (Hofstede, 2015).   

The score for Uncertainty avoidance shows a very high value of 75, showing that the Italian 
people, similarly as the Greeks, are not comfortable and feel stressed in uncertain situations 
(Hofstede, 2015).  

Long term Orientation in Italy has a score of 61, meaning that they are adaptable and flexible 
to new situations and circumstances prioritising investing in education in order to be prepared for 
the future (Hofstede, 2015).   

Italy has a very low score on Indulgence of 30. This means that the Italian society is more of a 
Restrained society where there is a greater sense of helplessness about personal destiny. The 
Italian people, similarly as German people, do not prioritise having more leisure time. This is 
correlated to the high individualism score that shows that the men seeking achievement in the 
workplace, as part of having a successful professional life (Hofstede, 2015). 

3.4.6 Pakistan 

Pakistan scores 55 for Power Distance, which indicates neither preference in this dimension.  
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With its very low Individualism score of 14, Pakistan can be considered a collectivistic society. In 
such cultures, close-knit extended families and friends form groups to which each member takes 
care of and expresses loyalty toward other group members, and this overrides most other societal 
rules and regulations (Hofstede, 2015). In a work context, employer-employee relationships are 
perceived in moral terms rather than a ‘strictly business’ approach. Hiring and promotion in 
collectivist cultures takes account of the employee’s in-group, which is considered nepotism and 
frowned upon in individualistic cultures. The concept of ‘management’ is inclined toward the 
management of groups, rather than individuals (Hofstede, 2015). 

A midpoint score of 50 on Masculinity implies that Pakistan is neither inclined toward a 
masculine nor feminine culture (Hofstede, 2015).  

A high score of 70 on the Uncertainty Avoidance dimension suggests that Pakistan has a high 
inclination for avoiding uncertainty. Countries that score highly on the Uncertainty Avoidance 
dimension maintain strong codes of beliefs and behaviours, and are intolerant of differing 
behaviour and ideas (Hofstede, 2015). In such cultures, there is an intrinsic need for rules; time is 
money, people have preference to be busy and work hard, precision and punctuality are valued, 
the change associated with innovation may be resisted, and security is an important part of an 
individual’s motivation (Hofstede, 2015). 

Pakistan has a midpoint score of 50 for Long Term Orientation, which suggests that its culture 
has neither preference for the Long term or short term (Hofstede, 2015). 

With its minimal score of 0 on the Indulgence dimension, Pakistan can be considerable a very 
Restrained culture. Restrained cultures are inclined toward cynicism and pessimism; they do not 
value leisure time or indulge in their desires in contrast to Indulgent cultures. In fact, there is a 
perception that social norms do not allow them to pursue their desires, and to do so is somewhat 
morally wrong (Hofstede, 2015).  

3.4.7 Sweden 

Sweden ranked 9th place on the GCI. The country benefits from an efficient and transparent 
institutional framework and its excellent education system, and high levels of technological 
adoption and ICT usage makes it one of the world’s leading innovators (Schwab & Sala-i-Martin, 
2015). Restrictive labour regulations and high taxation are identified as the most problematic 
factors for doing business, but it has very cooperative employer-worker relations and efficient use 
of talent, and otherwise competitive and open domestic markets (Schwab & Sala-i-Martin, 2015).  

Sweden has an index of 31 in Power Distance, a relatively low value. This is reflected in the 
structure of organisations that generally have a flat structure with few management levels and 
thus short decision paths, and where individuals are often involved in the decision making 
process (Hofstede, 2015). 

Sweden (71) has a very similar score to Switzerland (68) on the Individualism dimension. Both 
are individualistic societies. The Individual values those in their immediate environment, like 
close family and friends. The relations in the workplace are strictly committed to workhours. The 
promotion and hiring processes are based on performance only (Hofstede, 2015).  

Sweden is very much a Feminine society with a score of 5. This implies that they prioritise a 
work-life balance, and having influence in the workplace as part of having a meaningful 
professional career, whilst at the same time having spare time to spend with family and friends. 
At the workplace it is important to have supportive managers that guarantee values such as 
equality and solidary, without losing focus on quality and performance. Consensus is a significant 
ingredient in negotiation. It has to be reached before a decision is made (Hofstede, 2015). 



19 
 

Regarding Uncertainty Avoidance, Sweden has a relatively low score of 29. The Swedish society 
has an extensive list of policies, rules and regulations, beside the law. Almost everything is 
covered so there is minimal stress over problematic situations. They generally have a very relaxed 
attitude and deviations to the rule if those are well-grounded, are easily accepted (Hofstede, 
2015). 

Sweden has an intermediate score in Long Term Orientation (53), meaning that they both 
prefer to maintain some traditions but at the same time they are open to create new traditions. 
Even though Sweden does not high score in this dimension, they have some qualities that belong 
to these types of countries. One such example is that they organise the society and the people to 
be well prepared for the different scenarios that the future could bring (Hofstede, 2015). 

Sweden is one of the countries with a high score in Indulgence. The society demonstrates a 
disposition to prepare and allow the individuals to realise themselves both professionally and in 
private (Hofstede, 2015).   

3.4.8 Switzerland 

In 2015 Switzerland, the country in which u-blox is headquartered, ranked first on the GCI for its 
seventh successive year. This result was attained due to its world-class research institutions, high 
research and development spending, strong links between academic institutions and the private 
sector, business sophistication, excellent education system, ability to attract and retain talent, and 
collaboration between labour and employers, employee protection and employer flexibility, 
excellent infrastructure, highly developed financial markets, and its stable macroeconomic 
environment (Schwab, 2015).   

Switzerland has been relatively resilient throughout the recent financial crisis due to these strong 
economic fundamentals, however there has been slow recovery with key trading partner 
countries, appreciation of the Swiss franc, near-zero inflation, and uncertainty around 
immigration policy, which could undermine Switzerland’s capacity attract a global talent pool and 
its overall competitiveness (Schwab, 2015). 

In terms of Hofstede cultural dimensions, Switzerland has differences in the French and German 
regions of the country. The Swiss-German region has low ranking for PDI with 34 which 
suggests its culture believes in minimising inequality (Hofstede, 2015). It values independence, 
hierarchies only where necessary, equal rights, superiors available to be consulted with, 
supportive leaders and facilitative management that empowers. In such cultures, managers trust 
and depend on the experience of their team members, and power is decentralised. Employees are 
consulted and control is disliked, and managers are co-operative and informal. Direct and 
participative communication is preferred (Hofstede, 2015). 

The French speaking part of Switzerland on the other hand scores higher in the Power Distance 
dimension, similar to France. In this culture, there is an acceptance of a hierarchical order where 
everyone has their place. Organisational hierarchies reflect inherent inequalities, centralisation is 
prevalent, employees expect to be given instructions, and the preferred manager is a benevolent 
autocrat, and leadership challenges are not well-received (Hofstede, 2015). 

Both German and French speaking Switzerland score relatively high on the Individualism 
dimension at 68, and can therefore considered an Individualist culture. In these cultures, there is 
an inclination for a loosely-knit social framework where individuals are expected to take care of 
themselves and their immediate families only. According to Hofstede, in Individualist societies, 
the employer-employee relationship is a contract based on mutual advantage, hiring and 
promotion decisions are supposed to be based on merit only, and management is the 
management of individuals, rather than groups (Hofstede, 2015). 
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A Masculinity score of 70 in both German and French speaking regions of Switzerland indicates 
a highly success oriented and driven society, where people thrive on the challenge of work, 
managers are decisive rather than consultative, and conflicts are faced head on and resolved by 
fighting them out (Hofstede, 2015). 

The differences in the French and German speaking regions are evident in Switzerland’s 
intermediate Uncertainty Avoidance score of 58. The French speaking region has a strong 
inclination for uncertainty avoidance, while German speaking regions scores lower for its UAI. 
With high Uncertainty Avoidance cultures, decisions require careful analysis of all available 
information before a decision is made (Hofstede, 2015).  

A high score of 74 in Long Term Orientation indicates that Swiss culture is highly pragmatic. 
In high LTO cultures, they believe that truth is subjective and depends on situation, context and 
time. They also can adapt traditions to modern conditions where needed, a useful attribute for a 
competitive economy (Hofstede, 2015).  

Switzerland scores highly with 66 in Indulgence, suggesting that its culture is inclined toward 
Indulgence, meaning they are inclined to be optimistic, enjoy their leisure time, and generally 
follow their impulses and desires in order to enjoy life (Hofstede, 2015).  

3.4.9  United Kingdom 

The United Kingdom has created an effective environment for its service sector to grow and for 
London to become the centre of the technology and start-up scene of Europe. The country 
benefits from solid public and private institutions, effective property protection rights, and an 
efficient judicial system (Schwab & Sala-i-Martin, 2015). It is very effective in its ability to attract 
talent from abroad and has some world-leading universities, which contributes to a well-educated 
labour market and high levels of technology adoption. The UK’s economy suffered considerably 
from the global financial crisis, but is recovering and its financial market remains one of world’s 
most developed and is equipped to provide venture capital and equity financing to start-ups and 
entrepreneurs needed for a competitive economy (Schwab & Sala-i-Martin, 2015). More recently, 
the so called “Brexit” result of its recent EU referendum has signalled its intention to leave the 
European Union, which has caused further uncertainty to the UK economy, and whose outcome 
will no doubt raise both concerns and opportunities for its future competitiveness. 

The United Kingdom scores low at 35 for Power Distance, which suggests that its society 
believe that inequality between people should be minimised. The United Kingdom is known for 
its long established aristocracy, monarchy, and class system, and this low score seems unexpected, 
but reflects the tension between the past and more contemporary views that where someone is 
born should not determine one’s class, status, or wealth. This sense of meritocracy drives the 
belief that people should be treated more equally (Hofstede, 2015). 

The UK score one of the highest scores for Individualism, at 89.  British people are known to 
be reserved and highly Individualist. Children are encouraged to think for themselves at an early 
age and determine their own unique purpose in life and happiness can be achieved through 
personal fulfilment (Hofstede, 2015). Much has been discussed of the so called ‘North South’ 
divide of the country, with financial services and technology wealth and employment being 
concentrated around London and the south east of the country, however these are increasingly 
spreading to the north of the country, which had been in decline with the move of mining and 
manufacturing industries abroad. A side effect of a highly Individualist and curious culture results 
in a strong level of creativity and need for innovation; it is good to be different from the norm. 
This is apparent throughout the society in its highly successful creative industries such as 
advertising, marketing, and financial engineering, as well as its heavy consumerism which fosters 
demand for new and innovative products (Hofstede, 2015). 
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The UK can be considered a Masculine society, with its score of 66 on this dimension. To an 
external observer of British culture, there may be a contradiction between being modest, but also   
highly success oriented and driven as a masculine culture (Hofstede, 2015). For example, talking 
about one’s wealth or achievements is generally frowned upon, and British humour often 
involves an element of self-deprecation. However, at the same time, many people in the UK are 
ambitious in their careers and achievements and is perhaps more recently exemplified by the 
bonus culture and ostentatious displays of wealth in the financial services sector (Hofstede, 
2015).   

The UK has a low score on Uncertainty Avoidance at 35, which means that they are 
comfortable adapting to change as and when new information becomes available. The term 
‘muddling through’ is a very British way of expressing the ability and need to improvise when 
things do not go according to plan or an unexpected situation arises (Hofstede, 2015).  In a work 
context, planning horizons are usually shorter and are generally not detail oriented; the end result 
will be clearly defined, but the detail of how to achieve that will be light and the actual 
implementation will be flexible to the changing environment and constraints (Hofstede, 2015).  

The UK scored a near midpoint score of 51 for Long Term Orientation, which indicates 
neither preference for this cultural dimension (Hofstede, 2015). 

The UK has a high Indulgence score of 69, which suggests that the British culture is considered 
Indulgent, meaning they are inclined to be optimistic, enjoy their leisure time and taking holidays, 
and generally follow their impulses and desires in order to enjoy life (Hofstede, 2015).  

3.5 Global Competitiveness 
The concept of competitiveness is a topic of much debate and research, with governments, 
companies, and individuals all having varying definitions. In its most generic form, 
competitiveness expresses the capacity of individuals, companies, and governments to maintain 
internal and external competition and to obtain economic advantages from this (Herciu, et al., 
2011). 

Global Competitiveness can be defined as “the set of institutions, policies, and factors that 
determine the level of productivity of an economy, which in turn sets the level of prosperity that 
the country can earn” (Schwab & Sala-i-Martin, 2015).  Governments of leading economies 
around the world are promoting and pursuing competitiveness through social and economic 
policies, not just for themselves, but also to emerging and low and middle income economies 
such as developing and transition countries, which they see as current and future competitors 
(Cammack, 2006). According to Cammack (2006), this has the effect of entrenching capitalist 
ideology and even international organisations, such as the IMF, World, Bank, EU, OECD to 
name a few are all encouraging government led business climate reform to promote investment, 
entrepreneurship and ultimately competition.  

Despite the popularity of the term ‘national economic competitiveness’, there are voices, among 
them the management guru Michael Porter, that raise the fact that the concept is still imprecise: 
“the notion of a competitive company is clear, the notion of a competitive nation is not” (Porter, 1990). In the 
same article he wrote: “we must abandon the whole notion of a ‘competitive nation’ as a term having much 
meaning for economic prosperity”.  
Even though it is a known factor that a nation’s competitiveness depends largely on the capacity 
of its industry to innovate and upgrade, there are other ingredients such as national values, 
culture, and economic structures that contribute to competitive success. 
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According to Porter (1990), there are several determinants that create the national environment 
in which companies are born and learn to create. One of them is the availability of resources and 
skills necessary for competitive advantage in an industry. This parameter is also included as an 
indicator in GCI report (Schwab & Sala-i-Martin, 2015) 

The World Economic Forum’s (WEF) purpose is to improve the state of the world, with its 
annually published Global Competitiveness Report that provides insight on the key factors and 
their interrelationships that determine economic growth and a country’s level of present and 
future prosperity (Schwab & Sala-i-Martin, 2015). This helps establish a common understanding 
of the key strengths and weaknesses of an economy, enabling stakeholders to address challenges 
and opportunities. From its inception in the 1970s, the Global Competitiveness Report has 
become a key measure of a national performance (Schwab & Sala-i-Martin, 2015).  

The Global Competitiveness Index (GCI) is the combination of 114 indicators that collectively 
captures concepts that the WEF believe are key to productivity. These indicators include 
institutions, infrastructure, macroeconomic environment, health and primary education, higher 
education and training, goods market efficiency, labour market efficiency, financial market 
development, technological readiness, market size, business sophistication, and innovation 
(Schwab & Sala-i-Martin, 2015).  These indicators are compiled into 12 pillars indicated in the 
table 3-2 below:  
Table 3-2 

Pillars Descriptions 

1st Institutions 

2nd Infrastructure 

3th Macroeconomic environment 

4th Health and primary education 

5th Higher education and training 

6th Goods market efficiency 

7th Labour market efficiency 

8th Financial market development 

9th Technological readiness 

10th Market size 

11th Business sophistication 

12th Innovation 

These 12 pillars are calculated based on statistical data obtained from internationally recognized 
agencies in the selected countries. The report 2015-2016 provides information and an overview 
of the competitiveness performance of 140 countries and “assesses the ability of each country to 
provide high levels of prosperity to their citizens”. According to the author of the report, this 
ability in turn depends on “how productively a country uses available resources.”  



23 
 

Porter & Stern (2002) investigate the concept of national innovation capacity, by introducing the 
concept of an innovative capacity index derived from the number of international patents granted 
by country, then comparing this index with the Global Competitiveness Index. Their findings are 
that there is a strong correlation between a nation’s innovative capacity and its overall 
competitiveness. However, here we will focus on the Human Capital related factors, such as 
education and training, availability of labour, and labour practices.  

3.6 Human Capital-Related Factors  
The GCI report recognises the rise in information and communications technologies that has 
created new business models and has been a source of innovation, and therefore contributing to 
economic development and longer term growth. It also identifies the complex relationship 
between unemployment and global competitiveness, and that it relies heavily on the adequacy of 
the education system, and the efficiency of the labour market through educating, training, and 
rewarding people appropriately (Schwab & Sala-i-Martin, 2015). In doing so, a country that 
ensures that its workers have the skills to attain productive employment and rewards them 
adequately can attract and retain talent. This applies to both advanced economies and developing 
ones, because an educated and skilled workforce can be a source for innovation and higher 
productivity, resulting in comparative advantage (Schwab & Sala-i-Martin, 2015). 

There is a widely held assumption that the more skills and credentials an individual has, the more 
productive, and therefore governments, companies, and individuals are encouraged to improve 
their skills and knowledge in order to increase their own income and contribute to national 
competitiveness (Brown & Tannock, 2009). The British government’s Leitch review of skills 
document outlines these policy assumptions, and states: 

There is a direct correlation between skills, productivity and employment. Unless the UK can 
build on reforms to schools, colleges and universities and make its skills base one of its strengths, 
UK businesses will find it increasingly difficult to compete... Skills were once a key lever for 
prosperity and fairness. Skills are now increasingly the key lever. (Leitch, 2006, p. 3) 

Cheung & Chan’s (2008) study investigates the relationship between cultural dimensions and 
educational expenditure and class sizes.  They found that for the 46 countries in their study, there 
was a significant relationship between expenditure on education and class sizes for both the 
Power Distance and Individualism dimensions. They found that Total public expenditure on 
education was negatively correlated with Power Distance and positively correlated with 
Individualism.  Class sizes, measured by pupil-teacher ratios, were the opposite; Pupil teacher 
ratios in both primary and secondary education were positively correlated with Power Distance 
and negatively correlated with Individualism. These findings confirm that culture is related to 
educational expenditure and also educational quality, and raises concerns around equity and 
access to quality education as a means of social mobility, particularly in developing countries. 
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Research by Brown & Tannock (2009) suggests that there is a ‘war’ for global talent, and that 
countries need to consider their immigration, education, economic, and social policies in order to   
retain and attract the best and brightest of an increasingly international skilled workforce needed 
for knowledge driven economies, and thereby be competitive globally. Justifications for this 
include labour shortages, demographic shifts such as ageing populations, lack of suitably skilled 
workers domestically, and failures in domestic policies that have resulted in the need to source 
talent from abroad. Examples of this include countries such as the United Kingdom, Canada, and 
Australia skewing their immigration policies that favours skilled workers that they require. In the 
United Kingdom, it is estimated 80% of doctors, and 73% of new nurses registered between 
1997 and 2003 are foreign born (Brown & Tannock, 2009). The so called global war on talent 
raises concerns around social equality, inclusion, and fairness in education; it encourages 
privatisation and educational poaching. Furthermore, the working class and poor in developed 
countries increasingly find it difficult to attain qualifications from elite and prestigious educational 
institutions. This movement of skilled talent from the world also can also contribute to a nation’s 
‘brain drain’ (Brown & Tannock, 2009), and trend of increasingly multicultural workforces also 
has implications in culture studies, particularly as Hofstede’s original study is now more than 30 
years old. 

Innovation can be defined as the creation of new ideas and their commercial implementation. 
Innovations can also be defined as either incremental or radical and are an essential element of 
global competitiveness. Developed nations characterised by relatively high labour costs compared 
with developing countries need innovation in order to drive productivity and maintain 
competitiveness (Porter & Stern, 2002). Innovation requires scientists and engineers, but also 
creative talent since creativity and competitiveness now go hand in hand. It is not just scientists 
and engineers, but also human creativity that is required in innovation. It follows that firms and 
national economies with the most talented workers will be the most competitive; in other words, 
the most talented employees exist not only in high technology and other knowledge industries, 
but also in creative industries and other sectors in the economy that all benefit from innovation. 
It is these employees that are essential to a nation’s competitive advantage (Brown & Tannock, 
2009). 

Research by Black (1999) investigates the link between culture and labour market flexibility. The 
study examines data across 22 countries on several labour factors such as employment rigidities, 
(employment regulations and protections), pay bargaining (trade union density), and treatment of 
the unemployed (unemployment benefits). The findings here are that Masculinity, Uncertainty 
Avoidance, and Power Distance were strongly associated with labour market inflexibility. Low 
MAS countries were associated with being labour market inflexible, and having more employee 
protections. High UAI countries have better labour standards and more protections, whilst also 
having greater pay bargaining and trade union coordination. High PDI countries are negatively 
correlated with employment protections and pay bargaining (Black, 1999).    

In this research the main purpose is to compare selected human capital-related indicators in the 
table 3-3 below: 
Table 3-3 

Pillars Descriptions 

5th Higher education and training 

5.03 Quality of the education system 

5.08 Extent of staff training 

5.04 Quality of math and science education 
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12th Innovation 

12.06 Availability of scientists and engineers 

7th Labour market efficiency 

7.07 Reliance on professional management 

7.06 Pay and productivity 

7.03 Hiring and firing practices 

7.01 Cooperation in labour employer relations 

7.02 Flexibility of wage determination 

7.08 Country capacity to retain talent 

7.09 Country capacity to attract talent 

3.6.1 Higher education and training 

5.03 Quality of the education system – This indicator captures the overall quality of the 
education system and the extent that it provides the relevant skills needed by the workforce 
(Schwab & Sala-i-Martin, 2015). This measure is attained by the question: “how well does the 
education system meet the needs of a competitive economy?”  (Schwab & Sala-i-Martin, 2015). A 
low score here indicates perceived shortcomings in the education system, whilst a high score 
suggests an effective education system. 

5.08 Extent of staff training – On the job training is a necessary part of preparing employees to 
effectively learn and develop the skills needed in their role. This indicator asks the question: “to 
what extent do companies invest in training and employee development?” (Schwab & Sala-i-
Martin, 2015). A low score here indicates perceived shortcomings in staff receiving adequate on 
the job training, whilst a higher score suggests staff are satisfied with the training received at 
work. 

5.04 Quality of math and science education – Maths and science education form the basis of 
a highly skilled and innovative workforce. This indicator asks the question: “how do you assess 
the quality of math and science education?” (Schwab & Sala-i-Martin, 2015). A low score here 
indicates perceived poor quality, and a higher score suggesting a high quality education. 

3.6.2 Innovation 

12.06 Availability of scientists and engineers – Scientists and engineers are required in a 
competitive economy. This indicator asks the question: “to what extent are scientists and 
engineers available?” (Schwab & Sala-i-Martin, 2015). A low score here indicates difficulty in 
sourcing suitable staff, whilst a high score suggests relative ease in finding scientists and 
engineers. 
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3.6.3 Labour market efficiency 

7.07 Reliance on professional management – This indicator asks the question: “In your 
country, who holds senior management positions?” (Schwab & Sala-i-Martin, 2015) A low score 
here indicates perceived favouritism to relatives or friends without regard to merit. Conversely a 
high score here indicates a high degree of meritocracy, and weight given toward those with 
relevant qualifications.  

7.06 Pay and productivity – This indicator asks the question: “to what extent is pay related to 
employee productivity?” (Schwab & Sala-i-Martin, 2015). A low score here indicates the 
perception of inadequate pay, whilst a higher score suggesting workers feel they are valued and 
paid accordingly.  

7.03 Hiring and firing practices – This indicator asks the question: “to what extent do 
regulations allow flexible hiring and firing of workers?” (Schwab & Sala-i-Martin, 2015) A low 
score here indicates no or low flexibility, and a higher score suggesting a high degree of flexibility.   

7.01 Cooperation in labour-employer relations – This indicator asks the question: “how do 
you characterize labour-employer relations?” (Schwab & Sala-i-Martin, 2015). A lower score here 
indicates a perceived confrontational environment, whereas a higher score suggests a generally 
cooperative working environment. 

7.02 Flexibility of wage determination – This indicator asks the question: “In your country, 
how wages are generally set?” (Schwab & Sala-i-Martin, 2015). A lower score here indicates a 
centralised bargaining process perhaps set by a government body. A higher score indicates 
flexibility in setting wages by each individual company.  

7.08 Country capacity to retain talent – This indicator asks the question: “To what extent does 
your country retain talented people?” (Schwab & Sala-i-Martin, 2015). A lower score here 
indicates an environment of ‘brain drain’ where the best and brightest leave to pursue 
opportunities abroad. A high score here indicates the country’s talent stay and pursue 
opportunities domestically.  

7.09 Country capacity to attract talent – This indicator asks the question: “To what extent 
does your country attract talented people from abroad?” (Schwab & Sala-i-Martin, 2015). A lower 
score here indicates the country struggles to attract foreign talent, and a higher score means that 
it can easily attract the talent it needs from around the world.  

3.7  Company Overview   
U-blox is a global provider of location positioning and wireless communication integrated 
circuits, modules, and services. Its products include ICs and modules that use GPS, Wi-Fi, 
Bluetooth, LTE in three key markets; automotive, industrial, and consumer (u-blox, 2016). In 
many ways it is a traditional manufacturing company, and provided the GPS receiver module for 
the world’s first GPS-enabled phone in 2000 - a niche product at the time. Since then, GPS 
receiver modules are now commoditised and a standard feature with smartphones, with chips 
from its competitors such as Qualcomm, Broadcom, and Mediatek. The business has in part been 
disrupted by the proliferation of smartphones, and its competitors’ ability to produce low cost 
GPS and wireless chips, that provide positioning and internet access to anyone with a 
smartphone. However, it is also well placed to benefit to turn digital disruption to its own 
advantage; particularly with the ‘Internet of Things’ (IoT) phenomenon. With smartphones 
effectively already providing internet and positioning to people, the IoT broadens the market 
further to billions of connected devices. U-blox has had to develop new markets and products to 
enable its long term growth (u-blox, 2016).  
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Locate, Communicate, Accelerate are the three keywords that builds u-blox’s strategy. U-blox is a 
Swiss semiconductor company that was founded 1997 and has since operated in the 
telecommunications business with core competencies such as cellular communications, satellite-
based positioning and short range radio technologies. Its vision is to be the leading industry-
quality provider of communications and positioning components in the Internet of Things that 
Really Matter (u-blox, 2016). 

Their business strategy is to grow through acquisitions of small companies with high 
performance, mostly with excellence competence in the areas mentioned above.  From being a 
spin-off from the Swiss Institute of Technology in Zurich with one product in their portfolio and 
five employees, u-blox has now a broad spectrum of products and more than 600 hundred 
employees located at several sites around the world. All acquisitions were based on listening to 
customers and identifying their needs and quickly adapting and offering new solutions (u-blox, 
2016). 

The Internet of Things is about connecting devices to the internet, enabling device to device 
communication. Its potential applications are vast; in the home, IoT applications may include 
smart energy and water meters that can transmit real-time usage data to the utility suppliers. 
Connected home appliances can send diagnostic and service and maintenance data to the 
manufacturer, potentially reducing costs and improving products (u-blox, 2016).  

At the moment, the barrier for wider adoption of IoT is the lack of standards. u-blox have 
partnered with Vodafone and Huawei to demonstrate and propose its own standard, called the 
Cellular Internet of Things Standard, and it wants competitors to adopt to accelerate the demand 
for IoT applications (u-blox, 2016).  

U-blox’s existing markets include automotive, industrial, and consumer. Applications of its 
products in automotive markets include car and truck fleet management and collision avoidance 
systems (u-blox, 2016). Industrial applications include asset and equipment tracking, such as in 
manufacturing and healthcare (u-blox, 2016). Consumer applications include home automation 
applications, internet-connected appliances, and smart energy meters (u-blox, 2016). The 
company needs to continue to innovate in order to be competitive, and therefore requires the 
right culture and human capital to achieve this. 
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Figure 3-1 

3.7.1 Organisational culture, values, and human capital  

The concepts of ‘national’ and ‘organisational’ cultures have both been recognised as being 
important considerations in the global economy, particularly in a cross cultural and globalised 
context. U-blox as an organisation values its employees and its human capital. According to its 
website, its values include entrepreneurial behaviour, clear goals and communication, continuous 
improvement, a positive attitude, high expectations, respect and gratitude to others, reliable and 
dependable as individuals, speaking frankly yet constructively, team work, achieves excellence, 
supporting personal development, challenging roles for all (u-blox, 2016).   

According to employee interviews on its website u-blox has a strong organisational culture, and 
in HCI terms, suggests that it has high cooperation in labour-employer relations and a pleasant 
environment to work in:  

“I joined u-blox in 2010 and I was impressed to which extent employees can “be” a company 
instead of just working for a company. Working at u-blox became part of my life and goes far 
beyond a formal contractual relationship.” - Christian Koehn, Manager Business Supporting IT 
Services (u-blox, 2016) 

“I have the freedom to make the necessary decisions to do my work properly. Colleagues outside 
my practice area with whom I have contact are generally cooperative. I can generally decide for 
myself the best way to get my work done.” - Urs Frischknecht, Senior Manager Finance (u-blox, 
2016) 

“There is no gap between senior management and everybody in the team, which creates a great 
working environment.” - Jennifer Nkire, Key Account Sales Manager (u-blox, 2016) 

The company places high importance on providing on the job training for its employees: “We 
support our employees with training to achieve their targets and develop skills” (u-blox, 2016). 
Recurring comments in these interviews suggest that u-blox employees are highly skilled and 
knowledgeable, which implies the countries have high quality of the education systems and 
effective staff training: 
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“One reason I joined was the opportunity for professional growth, the management and 
employees are knowledgeable and are great examples and mentors.” - Jennifer Nkire, Key 
Account Sales Manager (u-blox, 2016) 

“It is a real satisfaction for me to work at u-blox not only at the technical level where I work with 
highly skilled colleagues” - Yassine Fkih, Associate Engineer Digital IC Development (u-blox, 
2016) 

“Everyone understands what he/she is doing.” - Zhenlan Cheng, Senior Engineer Algorithms 
and Signal Processing (u-blox, 2016) 

It also ensures Reliance on professional management by ensuring that its management have the 
relevant skills. This is particularly relevant, as many managers at u-blox come from technical 
backgrounds and do not possess formal management training or leadership skills:  

“People leading people for the first time at u blox receive fundamental training to be prepared for 
their role as team leader and to brush up on existing knowledge. Afterwards regular training is 

scheduled for those managers to keep their methods up to date. The focus is on the experiences 
they have made in their leadership functions while aiming for constant improvement of skills and 
ability.” (u-blox, 2016) 

The company also has a diverse workforce, and one of the HCI indicators used in the GCI 
Report relates to a country’s ability to attract talent from abroad: 

“It has a truly multi-cultural, multi-racial workforce. This diversity makes it a vibrant company in 
which to work.” - Jennifer Nkire, Key Account Sales Manager (u-blox, 2016) 

“Working within multicultural teams across regions all over the world is exciting and broadens 
one’s mind to find optimal solutions.” - Christian Koehn, Manager Business Supporting IT 
Services (u-blox, 2016) 

It also tries to remain competitive in the global workforce by ensuring pay and productivity are 
linked, and that its employees feel valued and are paid fairly:  

“We pay fair and competitive salaries which we benchmark on a regular basis. Our bonus scheme 
is based on individual and company performance. Furthermore, we have an employee stock 
option plan so that employees participate even more with the company’s success.” (u-blox, 2016) 

4 Analysis 
 

4.1 Human Capital Indicators and Global Competitiveness Rankings 
Table 4-1 below presents the GCI rank of the selected countries on against selected human-
capital related indicators. A Pearson product-moment correlation has been used to produce the 
correlation coefficient r, where |r| ≥ 0.7 indicates a strong correlation and r ≥ 0.5 <0.7 indicates 
a moderate correlation. These results indicate a strong correlation between the GCI rank and the 
selected HCIs, with Cooperation in labour-employer relations (88.4%), Quality of the education 
system (84.8%), Extent of staff training (84.1%), and Quality of math and science education 
(83.9%) all being effective predictors of a high GCI ranking for the selected countries. In the 
selected sample of countries, Hiring and firing practices (1.2%), Flexibility of wage determination 
(22.9%), and Availability of scientists and engineers (46.5%) do not appear to be significant 
contributors to the GCI ranking (r < 0.5).      
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Table 4-1 

 
 
 

4.2 Human Capital Indicators and Hofstede Cultural Dimensions 
In the table 4-2 below we compare Hofstede’s values for each of the 6 dimensions for the 
selected countries, with the values of each of the HCIs. It’s important that when interpreting the 
Hofstede cultural dimension values are relative and that these range from 0 to 100, with 50 being 
the midpoint; therefore a score under 50 is relatively low and any score above 50 is high. Table 4-
3 presents the correlation of table 4-2. As with the GCI rankings to individual HCI rankings 
correlation previously, for the selected sample of countries, the HCIs Hiring and firing practices, 
Flexibility of wage determination, and Availability of scientists and engineers do not appear to be 
significantly correlated with the six Hofstede cultural dimensions.      

Individual HCIs that have at least moderate correlation |r| ≥ 0.5 with at least four of the six 
Hofstede dimensions include Cooperation in labour-employer relations, Reliance on professional 
management, and the country’s capacity to attract and retain talent being the most correlated to 
the same four Hofstede dimensions Power Distance, Individualism, Uncertainty Avoidance, and 
Indulgence. 

This result is consistent when reviewing the table’s data horizontally; we see that Power Distance 
(negative correlation), Individualism, Uncertainty Avoidance (negative correlation) and 
Indulgence are all good predictors of competitiveness, with each of these Hofstede dimensions 
correlating with at least five HCIs on at with a moderate to high linear relationship |r| ≥ 0.5.      
 
Table 4-2 

 
 

Country
GCI 
Rank

5.03
Quality of 

the 
education 

system

5.08
Extent of 

staff 
training

5.04 
Quality of 
math and 

science 
education

12.06
Availability 
of scientists 

and 
engineers

7.07
Reliance on 
professional 

management

7.06
Pay and 

productivity

7.03
Hiring and 

firing 
practices

7.01
Cooperation 

in labor-
employer 
relations

7.02
Flexibility of 

wage 
determination

7.08
Country 

capacity to 
retain 
talent

7.09
Country 

capacity to 
attract 
talent

Switzerland 1 1 1 4 23 6 4 2 1 16 1 1

Germany 4 10 13 16 15 15 13 107 20 132 13 19

Finland 8 4 10 2 1 1 42 87 22 140 7 61

Sweden 9 25 8 43 14 14 44 106 7 133 15 25

UK 10 21 21 46 18 18 21 11 21 15 9 4

Belgium 19 5 11 3 31 31 51 125 41 129 20 23

Ita ly 43 65 132 41 26 26 131 132 127 134 113 115

Greece 81 114 91 61 6 6 103 91 107 115 111 131

Pakis tan 118 75 122 89 44 122 95 48 131 114 70 96

r 0.8483567 0.8415811 0.8386796 0.46455618 0.756556297 0.7451112 0.0124351 0.8840707 0.228858151 0.7463048 0.7786479

Power 
Distance 

(PDI)

Individualism 
(IDV)

Masculinity 
(MAS)

Uncertainty 
Avoidance 

(UAI)

Long Term 
Orientation 

(LTO)

Indulgence 
(IND)

5.03
Quality of 

the 
education 

system

5.08
Extent of 

staff 
training

5.04 
Quality of 
math and 

science 
education

12.06
Availability 
of scientists 

and 
engineers

7.07
Reliance on 
professional 

management

7.06
Pay and 

productivity

7.03
Hiring and 

firing 
practices

7.01
Cooperation 

in labor-
employer 
relations

7.02
Flexibility of 

wage 
determination

7.08
Country 

capacity to 
retain 
talent

7.09
Country 

capacity to 
attract 
talent

Switzerland 34 68 70 58 74 66 6.1 5.7 5.9 4.8 6.0 5.4 5.7 6.1 5.8 5.8 6.1
Germany 35 67 66 65 83 40 5.4 5.1 5.2 5.0 5.7 4.8 3.4 5.2 3.6 4.9 4.7
Finland 33 63 26 59 38 57 5.7 5.2 6.1 6.1 6.2 4.3 3.6 5.1 2.2 5.3 3.5
Sweden 31 71 5 29 53 78 4.6 5.3 4.5 5.0 5.9 4.3 3.4 5.7 3.6 4.9 4.2
UK 35 89 66 35 51 69 4.7 5.8 4.4 4.9 5.9 4.6 4.8 5.2 5.8 5.3 5.9
Belgium 65 75 54 94 82 57 5.5 5.2 6.0 4.6 5.9 4.2 3.0 4.7 3.8 4.6 4.2
Ita ly 50 76 70 75 61 30 3.7 3.2 4.6 4.8 3.5 2.9 2.7 3.6 3.2 2.7 2.6
Greece 60 35 57 100 45 50 2.9 3.7 4.3 5.3 3.7 3.5 3.6 4.0 4.1 2.8 2.2
Pakis tan 55 14 50 70 50 0 3.6 3.3 3.6 4.3 3.5 3.7 4.1 3.5 4.1 3.5 2.9

Hofstede Dimensions correlated to Human Capital Indicators
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Table 4-3 

 

4.2.1 Power Distance 

Amongst the Hofstede cultural dimensions, Power Distance Index (PDI) appears to be the 
strongest predictor of the 11 HCIs, yielding a moderate to strong negative correlation on 7 of the 
HCIs. This strong negative correlation between Power Distance dimension and the HCIs is 
consistent with other research in this area. According to Hofstede, low PDI cultures de-
emphasise social and workplace hierarchical structures, which supports the strong negative 
correlation in cooperation with labour-employer relations (-73.8%) where a higher score suggests 
a cooperative working environment. Low PDI countries such as Switzerland, Germany, and 
Finland have high scores for cooperation with labour-employer relations. Conversely, high PDI 
countries such as Pakistan, Greece, and Italy have low scores in cooperation with labour-
employer relations.  

There is also a strong negative correlation between PDI and a country’s ability to retain talent 
(70%). This would infer that lower PDI countries are more desirable to live and work in, given 
the global competition for highly skilled workers. This is evident in low PDI countries such as 
Switzerland and Finland that have high scores for their ability to attract and retain talent. On the 
other hand, high PDI countries have low scores in their ability to both attract and retain talent. 
This is evident in low PDI countries such as Switzerland, Finland, and the United Kingdom all 
having high scores in these two HCIs. High PDI countries such as Greece, Italy, and Pakistan 
produced lower scores on these two HCIs.   

The moderate negative correlation of PDI with reliance on professional management (-60.9%) 
where a high score here indicates a high degree of meritocracy, can be interpreted as management 
being respected due to having achieved their position through merit, and not nepotism, 
contributing to a more effective working environment, as well has mutual respect between 
managers and non-management staff, who are considered more equal. According to Hofstede, in 
low PDI countries, there is limited dependence of subordinates on their managers, and they will 
readily approach and contradict their managers, due to the small emotional distance between 
them. The low PDI countries have high scores for reliance on professional management, whereas 
high PDI countries have low scores in reliance on professional management.  

The extent of staff training (-61.3%) and quality of the education system (-51.9%) were also 
moderately negatively correlated with PDI. This could be explained by low PDI cultures 
emphasising interdependent relationships between different groups, with fewer perceived barriers 
of high and low status or power. This enables knowledge and skills to be acquired and transferred 
more easily, in both education and training on the job, which in turn benefits the business sector 
when they enter the workforce, thereby contributing to national competitiveness. Here, low PDI 
countries have high scores for extent of staff training and quality of the education system, 
whereas high PDI countries have low scores in both these HCI indicators.  

r

5.03
Quality of 

the 
education 

system

5.08
Extent of 

staff 
training

5.04 
Quality of 
math and 

science 
education

12.06
Availability 
of scientists 

and 
engineers

7.07
Reliance on 
professional 

management

7.06
Pay and 

productivity

7.03
Hiring and 

firing 
practices

7.01
Cooperation 

in labor-
employer 
relations

7.02
Flexibility of 

wage 
determination

7.08
Country 

capacity to 
retain 
talent

7.09
Country 

capacity to 
attract 
talent

PDI -0.51858 -0.61296 -0.20157 -0.40486 -0.6092175 -0.6082 -0.408 -0.738205 -0.0972366 -0.70009 -0.59216
IDV 0.543766 0.649669 0.491063 0.157675 0.63968389 0.34036 -0.01277 0.561533 0.14338779 0.50265 0.600162
MAS -0.04911 -0.16592 -0.00367 -0.39212 -0.2887601 0.017836 0.263227 -0.238173 0.50070316 -0.18959 0.188695
UAI -0.32665 -0.55142 0.099196 -0.09223 -0.5123886 -0.46006 -0.38234 -0.605367 -0.2336721 -0.61233 -0.58454
LTO 0.481555 0.272394 0.412716 -0.49402 0.27225799 0.393223 -0.0251 0.2708592 0.22762927 0.237573 0.437187
IND 0.483323 0.804798 0.474086 0.404794 0.75832243 0.534476 0.238884 0.8069338 0.24058023 0.626146 0.57024
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The Pay and productivity indicator was also moderately negatively correlated to PDI at -60.8%. 
Countries such as Switzerland, Germany, and the United Kingdom are characterised by low PDI 
and relatively high scores for Pay and productivity, with employees’ perception of being paid 
fairly and valued by their employers. This could be explained by lower PDI countries being 
associated with being more equal and meritocratic societies, with those in higher status and 
higher paid positions being in such roles by having the relevant education, training, and 
experience, as opposed to nepotism and having the contacts and connections.    

4.2.2 Indulgence 

The Indulgence (IND) cultural dimension is a strong predictor of the 11 HCIs, producing a 
moderate to strong correlation on 6 of the HCIs. According to Hofstede, high IND cultures 
value freedom of speech and personal control in pursuit of happiness while in restrained cultures 
there is more emphasis on personal destiny, and that social norms exist and should be followed.  
This is likely to have an effect on how willing employees are to voice opinions and give feedback 
in the workplace. In high IND cultures employees place a greater importance on personal 
happiness and freedom, and are more likely to leave an organisation if they are not happy in their 
role. These may explain the strong correlation in cooperation with labour-employer relations 
(80.7%) where a higher score suggests a cooperative working environment. High IND countries 
such as Sweden and the United Kingdom have high scores for cooperation with labour-employer 
relations. On the other hand, low IND countries such as Pakistan and Italy have low scores in 
cooperation with labour-employer relations.  

The extent of staff training (80.5%) is strongly correlated with IND. Staff training is essential to 
employees in order to improve their ability to perform their roles, and their feeling of being 
valued by their employer, contributing to employees’ overall satisfaction and happiness. Having a 
highly skilled workforce also benefits businesses and contributes to its and national 
competitiveness. Here, high IND countries such as Sweden, the United Kingdom and 
Switzerland have high scores in their staff training HCI. Low IND countries such as Pakistan and 
Italy have low scores for their extent of staff training. 

The strong correlation of IND with reliance on professional management (75.8%) suggests that 
there is satisfaction that those in senior management positions are have the relevant skills and 
experience needed to effectively manage their subordinates, part of which is to ensure they are 
happy and motivated in their roles. Unsurprisingly, the high IND countries such as Switzerland 
and Sweden have high scores for reliance on professional management, whereas low IND 
countries such as Pakistan and Italy for example have low scores in reliance on professional 
management.  

There is also a moderately strong correlation between IND and a country’s ability to retain talent 
(62.6%) and attract talent (57%). This would seem intuitive, given that higher IND countries are 
characterised as ‘happier’ and often having more economic opportunities, and therefore more 
desirable places to live and work in, given the global competition for highly skilled workers. This 
is evident in high IND countries such as the United Kingdom and Switzerland that have high 
scores for their ability to attract and retain talent. On the other hand, low IND countries such as 
Italy and Pakistan have low scores in their ability to both attract and retain talent. Germany has a 
relatively low IND index, but scored relatively highly in its ability to attract and retain talent HCI. 
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The Pay and productivity indicator was also moderately correlated to IND at 53.4%. Countries 
such as Switzerland, Sweden, and the United Kingdom are characterised by high IND and 
relatively high scores for Pay and productivity, with employees’ perception of being paid fairly 
and valued by their employers. If employees believe they are valued and paid fairly then this is 
likely to contribute to their happiness levels, and therefore higher IND. The exception here is 
Germany, which has a relatively low IND index, but scored highly in its pay and productivity 
HCI. 

4.2.3 Individualism  

The Individualism Hofstede dimension produced a moderate correlation on six of the 11 HCIs. 
This positive correlation between IDV and competitiveness is consistent with similar research. 
The extent of staff training (65%) and quality of the education system (54.5%) were moderately 
correlated with IDV. This could be explained by high IDV cultures being oriented toward 
competitiveness, since according to Hofstede, the purpose of education and training is to 
improve their economic worth. This in turn contributes to national competitiveness. People in 
these high IDV cultures believe that ability is one of the most important elements in being 
successful. It is also important for people in these countries to have a good career since this is 
considered a sign of success in high IDV cultures. Moreover, people in high IDV cultures 
ultimately want to be competitive in their jobs in order to be financially successful. With this 
cultural context, higher education and work based training increases their ability to enable them 
to be successful in the workforce, and therefore competitive. To facilitate this, the quality of the 
education system and appropriate training is needed. Here, high IDV countries such as the UK, 
Belgium, and Switzerland also had relatively high scores for extent of staff training and quality of 
the education system.  Low IDV countries such as Pakistan and Greece also have relatively low 
scores in the extent of staff training and quality of the education system.  

It is intuitive to understand why education and training is well placed to meet the demands of the 
competitive economic environment in high IDV cultures. According to Cheung and Chan’s 
research (2007), IDV was able to significantly predict the enrolment of female in primary to 
tertiary education across 53 countries. In this study, the IDV dimension also significantly affected 
the income of female and the number of female working in the parliament. In Froment’s (2003) 
research, it was suggested that higher education must be fully integrated to enable and better 
prepare the highly trained workforce, thereby developing the most dynamic and competitive 
knowledge-based economy.  

The moderate correlation of IDV with reliance on professional management (64%) where a high 
score here indicates a high degree of meritocracy, can be interpreted as management being 
respected due to having achieved their position through having the relevant skills and 
qualifications, and associated status. According to Hofstede, in high IDV countries, people in 
these high IDV cultures believe that ability is one of the most important elements in being 
successful. Higher IDV cultures aspire to more senior positions, which bring with them more 
status and economic rewards, which is a measure of success in these countries. The low IDV 
countries have low scores for reliance on professional management, whereas high IDV countries 
have high scores in cooperation with reliance on professional management.  
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There is also a moderate correlation between IDV and a country’s ability to retain talent (50%) 
and its ability to attract talent (60%). This would suggest that higher IDV countries are more 
desirable to live and work in, given the global competition for highly skilled workers. This can be 
explained by higher IDV cultures being more driven to pursue opportunities that benefit 
themselves and those close to them; they believe that are masters of their own destinies. This is 
evident in high IDV countries such as the United Kingdom, that have high scores for their ability 
to attract and retain talent. On the other hand, low IDV countries such as Pakistan and Greece 
have low scores in their ability to both attract and retain talent. There are some exceptions to 
these however, such as Italy being a high IDV country, but having low scores for its ability to 
attract and retain talent. Similarly, Switzerland, was top for its scores for its ability to attract and 
retain talent, but has a lower IDV value than the United Kingdom, Italy, and Sweden, hence why 
IDV is only a moderately correlated cultural dimension with regard to these HCIs. 

According to Hofstede, high IDV cultures are inclined toward competitiveness. At a national 
level, high individualism is characterised with more economic development, greater social 
mobility, and a larger middle class. In a labour-employer context, in high IDV cultures, hiring and 
promotion are based on skill and merit, and individualists feel in control of their own destinies at 
work, which contributes to a more cooperative working environment, which supports the 
moderate correlation in cooperation with labour-employer relations (56.2%). The correlations 
here are mixed however; high IDV countries such as UK and Belgium have high scores for 
cooperation with labour-employer relations, and low IDV countries such as Pakistan and Greece 
also have low scores in cooperation with labour-employer relations. Italy has a high degree of 
IDV but a low score on cooperation in labour-employer relations. 

4.2.4 Uncertainty Avoidance 

In Hofstede’s research, low UAI cultures are more tolerant of diversity, and are open to change. 
They perceive change and innovation as positive opportunities and are motivated by the ‘hope of 
success’. These factors imply that lower UAI countries are more desirable to live and work in. It 
follows that there is a moderate negative correlation between UAI and the country’s ability to 
retain talent (-61.2%) and its ability to attract talent (-58.5%). The results here however were 
mixed; low UAI countries such as the United Kingdom and Sweden did indeed score highly for 
their ability to attract and retain talent, and high UAI countries such as Greece and Italy scored 
lowly on these two HCIs as expected. However, Switzerland had the highest scores for attracting 
and retaining talent, with a moderately high UAI, and similarly Belgium with a very high UAI 
scored relatively well on these two HCI measures.  

In low UAI countries, employers will encourage different points of view, and open 
communication positively contributes to cooperation in employer-labour relations. There is a 
moderate negative correlation between UAI and cooperation with labour-employer relations (-
60.5%) where a higher score suggests a cooperative working environment. Low UAI countries 
such as the United Kingdom, Sweden, and Switzerland have high scores for cooperation with 
labour-employer relations. On the other hand, high UAI countries such as Pakistan, Italy, and 
Greece have low scores in cooperation with labour-employer relations. 
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In the context of competitive industries, changes in low UAI cultures are rapid and frequent; 
particularly with technology and innovation centric sectors. Information and knowledge are 
essential in low UAI societies, and such cultures are receptive to them. Employers desire labour 
productivity and competitive advantage through continual improvement in its knowledge base of 
its labour through training and learning, thereby contributing to national competitiveness. This 
explains why the extent of staff training HCI is moderately negatively correlated with UAI at 
55.1%. Low UAI countries such as the United Kingdom and Sweden scored highly in their extent 
of staff training, whereas high UAI countries such as Pakistan and Italy fared lower in training. 
The exception to this was Belgium, which despite a very high UAI also scored highly in staff 
training. 

The relationship between UAI and the reliance of professional management is moderately 
negative (-51.2%), which implies that low UAI cultures score higher values for this HCI. Low 
UAI cultures are characterised by less formality in interaction with others, less dependence of 
formalised policies and procedures, and acceptance of change. Lower UAI cultures also respect 
diversity and feel empowered by and to make changes. Lower UAI cultures also tend to be more 
meritocratic, which is likely explanations for this result for this HCI. The correlations here are 
mixed however; low UAI countries such as the United Kingdom and Sweden did score highly in 
their reliance on professional management as expected, but Belgium which has a high UAI also 
scored well for this HCI. High UAI countries such as Italy and Greece have low scores for this 
HCI, but moderately high UAI countries such as Switzerland and Finland score very highly for 
this HCI. 

4.3 Hofstede Cultural Dimensions and the firm 
Survey questions were formulated to link and understand the extent to which the firm’s 
responses relate to Hofstede’s research into culture, and to investigate any differences with the 
firm’s experiences to what is expected from a national cultural perspective. Since Power Distance, 
Individualism, Uncertainty Avoidance, and Indulgence were statistically correlated with 
competitiveness, the questions were based on these dimensions only. The Hofstede cultural 
dimension values from Hofstede’s research and responses from the six u-blox subsidiaries that 
responded to the survey are summarised in table 4-4: 
Table 4-4 

 
Questions 2, 3 and 4 of the survey relate to Power Distance. In question 2, we asked u-blox how 
often they see problems where the employees are afraid to express dissatisfaction with their 
managers. Sweden, United Kingdom, and Greece indicated ‘Sometimes’, whilst Germany and 
Finland responded with ‘Rarely’ for this question.  

Power Distance 
(PDI)

Individualism 
(IDV)

Uncertainty 
Avoidance (UAI)

Indulgence 
(IND)

Power Distance 
(PDI)

Individualism 
(IDV)

Uncertainty Avoidance 
(UAI)

Indulgence 
(IND)

Germany 35 67 65 40 2.33 3.50 3.50 4.00
Finland 33 63 59 57 2.00 4.25 3.50 4.00
Sweden 31 71 29 78 2.33 4.00 4.00 3.50
UK 35 89 35 69 3.00 4.50 4.50 3.50
Ita ly 50 76 75 30 2.33 3.75 4.00 3.50
Greece 60 35 100 50 2.67 4.00 3.50 4.00

Hofstede Cultural dimensions values Survey Responses from u-blox
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Question 3 asks what kind of manager u-blox employees prefer to have, using a continuum of 
autocratic to democratic management style, and question 4 asks how the employees perceive their 
managers’ management style on this same scale. All respondents preferred to have ‘Moderately 
Democratic’ or ‘Democratic’ leaders and that they also perceived to have such leaders with their 
preferred styles, indicating either ‘Moderately Democratic’ or ‘Neither Autocratic nor 
Democratic’ managers. The average scores of the answers for all three questions produced low 
scores for all countries surveyed. Having low values in the PDI dimension means that 
organisations typically have flat structures with high collaboration between the employer and the 
employee. This is characterised by having democratic leaders. The United Kingdom scored the 
highest average for these questions, despite its low PDI value, so this does not fit with expected 
results. However, the next highest average score in the survey was Greece (2.67) which does have 
a high PDI value, and is as expected in line with Hofstede results. Power distance appears mostly 
in countries where perceived differences in social classes exist. The development of industry and 
the service sector has done much to reduce it. This creates greater social mobility and thus 
wealthy countries have lower power distance. Low values in the PDI dimension typically scored 
higher on the GCI rank  

Questions 5 to 8 relate to the Individualism dimension. In questions 5 and 6, we asked how 
satisfied u-blox employees are about the freedom they have to adapt their own approach to their 
jobs and the degree of satisfaction u-blox employees have with their job providing sufficient 
work-life balance. The responses here were very similar, with most countries answering 
‘Satisfied’.  In questions 7 and 8, we asked how important is for u-blox employees to fully use 
their skills and abilities on the job and to have training opportunities in order to improve their 
skills or to learn to new skills.  The responses here were broadly perceived to be ‘Very Important’ 
or ‘Of Most Importance’ for u-blox to invest in the employee and see him/her as the firm’s best 
asset.  

Having spare time for family life, or having freedom are in some ways factors independent from 
the organisation (Minkov, 2013). This was highlighted by Minkov and Hofstede (2013) calling 
them to have “positive loading” and contributing to personal well-being. “Negative loading” are 
the “stress” the organisation can put on the individual, like use of skills and training.  

To have a high competitiveness ranking, the score on the Individualism dimension tends to be 
high. Of the six u-blox subsidiaries here, almost all have high IDV scores, headed by UK (89) 
and Greece in the bottom of these six, with 35. From the survey results, we can see that all 
scored high averages for these four questions, including Greece. The deviation may be explained 
that the Greek employees at u-blox have a higher level of education than that the rest of the 
country. 

Questions 9 and 10 are concerned with Uncertainty Avoidance. In question 9, we asked: “Do u-
blox employees have the ability to adapt fast changing conditions and being creative when 
needed?” Three of the countries answered ‘Unsure’. The interpretation of ‘unsure’ may be that 
the company perhaps has not been exposed to circumstances that have demanded an unexpected 
change of behaviour to confront new conditions. The remaining three countries responded with 
‘Agree’. Question 10 asked: “Do you perceive that the majority of u-blox employees feel 
uncomfortable with uncertainty and ambiguity?” All countries responded ‘Agree’, the result of 
which is unexpected; we’d expect only the high UAI countries to ‘Agree’ here. That is, if u-blox 
employees feel threatened by unknown situations the score of this dimension should be high. If 
the employees are adaptable to unexpected situations then the average score of the responses to 
this question should be low. Sweden and UK have unexpectedly high averages for their 
responses, given that they are low UAI countries at 29 and 35 respectively. Both cultures have a 
tendency to have a list of rules and directives in order to cover problematic situations, and 
therefore having a very relaxed attitude due to having a sense of being well prepared.  
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Questions 11 and 12 relate to Indulgence, which describes how well people believe themselves 
“to be in control on their own life and emotions” (Hofstede, 2015). A higher score reflects a happier 
culture. In the six countries surveyed, Sweden, United Kingdom and Finland are considered high 
IND cultures. In question 11, we asked if the majority of u-blox employees feel happy and 
healthy and have a positive attitude. All countries surveyed answered that they ‘Agree’ here.  For 
question 12 we asked if they are pessimistic or  have a cynical attitude and a good work ethic. The 
responses here were either ‘Disagree’ or ‘Unsure’. The average scores for answers to these 
questions were high at 3.5 or 4, where we expected lower IND countries such as Italy (30), 
Germany (40), and Greece (50) to have correspondingly low responses here, however this was 
not the case. Having high score in Indulgence means that the organisation promotes a workplace 
there is important to have freedom of speech, allow people to voice opinion and personal 
control. All these are factors influence effectiveness and thus in the end economic 
competitiveness. 

4.4 Human Capital Indicators and the firm 
Survey questions were also created to correlate and examine the extent to which the firm’s 
responses relate to the findings in the GCI Report, and to investigate any differences with the 
firm’s experiences to what the results were according to the World Economic Forum on a 
national level. Seven of the 11 HCIs were statistically correlated with a country’s GCI rank, and 
therefore the questions for u-blox focussed on these HCIs only. The HCI values from the GCI 
Report and responses from the six u-blox subsidiaries that responded to the survey are 
summarised in table 4-5: 
Table 4-5 

 

In question 13 of the survey, which asks: “Does the quality of the local secondary and tertiary 
education system in your country provide the necessary education needed in sourcing appropriate 
u-blox staff?” there were significant differences between the GCI Report’s assessment of the 
countries, and how u-blox responded. For example, of the six countries that responded, Finland 
with its high score of 5.7 for this HCI ranked highly in its education system quality according to 
the GCI, however the u-blox response for this question was ‘Disagree’, suggesting that at least 
from the firm’s perspective, the Finnish education system does not adequately prepare its staff 
with the skills needed in its workplace. Conversely, Italy scored low on this HCI at 3.7, but the 
perception from the u-blox response to this question was that the education system does 
effectively provide the knowledge needed in the working environment, with their ‘Strongly Agree’ 
response. The HCI scores for both Sweden and Greece correlated with the survey responses 
from u-blox. Sweden’s high score of 4.7 for its education system quality was matched with a very 
favourable ‘Strongly Agree’ response by u-blox Sweden. Greece received a relatively low score for 
its education system on the HCI, but this was also the perception from u-blox Greece, who 
responded with ‘Disagree’ for this question.    

5.03
Quality of 

the 
education 

system

5.08
Extent of 

staff 
training

5.04 
Quality of 
math and 

science 
education

7.07
Reliance on 
professional 

management

7.01
Cooperation 

in labor-
employer 
relations

7.08
Country 

capacity to 
retain 
talent

7.09
Country 

capacity to 
attract 
talent

Q13
Quality of 

the 
education 

system

Q14
Extent of 

staff 
training

Q15
Quality of 
math and 

science 
education

Q16
Reliance on 
professional 

management

Q17
Reliance on 
professional 

management

Q18
Cooperation 

in labor-
employer 
relations

Q19
Country 

capacity to 
retain 
talent

Q20
Country 

capacity to 
attract 
talent

Germany 5.4 5.1 5.2 5.7 5.2 4.9 4.7 3 4 4 5 2 5 5 2
Finland 5.7 5.2 6.1 6.2 5.1 5.3 3.5 2 4 4 4 1 4 2 3
Sweden 4.6 5.3 4.5 5.9 5.7 4.9 4.2 5 2 4 2 1 4 5 5
UK 4.7 5.8 4.4 5.9 5.2 5.3 5.9 2 3 2 3 2 5 2 4
Ita ly 3.7 3.2 4.6 3.5 3.6 2.7 2.6 5 4 4 4 1 4 2 3
Greece 2.9 3.7 4.3 3.7 4.0 2.8 2.2 2 3 2 3 2 4 5 4

GCI Report HCI Values Survey Responses from u-blox
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Question 14 of the survey asks: “Do the u-blox employees in your country receive adequate 
training at work in order to perform their roles?” Germany and Finland scored highly for their 
extent of staff training in the workplace - 5.2 and 5.1 respectively, and both u-blox Germany and 
u-blox Finland responded ‘Agree’ to this question, which is consistent with the high HCI 
rankings. Sweden scored well for this HCI, but the perception from u-blox Sweden is that the on 
the job training provided by staff was inadequate; with the ‘Disagree’ response to this question. 
Italy scored relatively low on this indictor, with 3.2 according to the GCI, however the response 
from u-blox Italy was ‘Agree’, inferring sufficient on the job training opportunities being 
provided to employees.  

Survey question 15 relates to the quality of the math and science education HCI. It asks: “Does 
the quality of math and science education in your country provide the necessary education 
needed in sourcing appropriate u-blox staff?” Germany and Finland again scored highly in this 
HCI, which assesses the quality of the country’s math and science education. The survey 
responses from both Germany and Finland were ‘Agree’ for their extent of staff training in the 
workplace - 5.2 and 5.1 respectively, so the GCI’s score and u-blox’s perceptions here are 
consistent. The United Kingdom and Greece scored moderately on their math and science 
education quality according to the GCI, and both u-blox subsidiaries responded with ‘Disagree’ 
to this question, which infers that this is an area that can be improved.  

Both questions 16 and 17 relate to the Reliance of professional management HCI. Question 16 
asks: “Do those in senior management positions at u-blox in your country have the relevant skills 
and qualifications needed in their role?” The results here were mixed; high scoring countries on 
this HCI such as Germany (5.7) and Finland (6.2) both ‘Strongly Agreed’ and ‘Agreed’ to this 
survey question, so both the HCI score and firms’ responses are consistent. Sweden and the 
United Kingdom also scored highly on this HCI, but the survey responses differed to the HCI, 
with ‘Disagree’ and ‘Unsure’ respectively. Italy scored lowly on this HCI, but its survey response 
of ‘Agree’ from u-blox Italy indicated satisfaction with senior management there.  

Question 17 of the survey asks: “Is there a perception that some of the senior managers at u-blox 
are only in these roles due to favouritism and nepotism?” The results here for the high scoring 
countries Germany (5.7), Finland (6.2), Sweden (5.9), and United Kingdom (5.9) on this HCI 
were ‘Strongly Disagree’ and ‘Disagree’ in the survey responses, which suggests that the senior 
managers hold their positions through merit, rather than nepotism. Italy and Greece which 
scored relatively lowly for this HCI also responded with ‘Strongly Disagree’ and ‘Disagree’ in the 
survey, which suggests that the firm’s subsidiaries do not appear to have a problem with 
nepotism. 

Survey question 18 relates to the HCI Cooperation in labour-employer relations and asks: “Is 
there a cooperative working environment between staff and management?” High scoring 
countries Germany (5.2), Finland (5.1), Sweden (5.7), and United Kingdom (5.2) on this HCI 
responded positively to this question with ‘Strongly Agree’ and ‘Agree’ across the board. Italy 
(3.6) and Greece (4.0) score lower for this HCI but also responded with ‘Strongly Agree’ and 
‘Agree’ for this question, which differs from the expectation based on the GCI reports findings, 
but nevertheless suggests that the firm’s subsidiaries all have good working relations and a 
positive working environment.  
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Question 19 in the survey is concerned with a country’s ability to retain its own talent and asks: 
“Is there a ‘brain drain’ problem with u-blox employees wanting leaving the country to pursue 
economic and lifestyle opportunities abroad?” Finland (5.3) and the United Kingdom (5.3) scored 
highly on this HCI according to the GCI Report, and both u-blox subsidiaries disagreed with this 
statement, which corroborates the GCI report’s finding that these countries effectively retain 
local talent. Greece scored lowly for this HCI with 2.8, and the u-blox Greece response was 
‘Strongly Agree’ which also ties up with the GCI Report. Italy also scored lowly for this HCI 
according with 2.7, but the perception from u-blox Italy infers that brain drain is not an issue, 
with its ‘Disagree’ response to this question. Germany (4.9) and Sweden (4.9) also scored well for 
this HCI but both u-blox subsidiaries felt that there is indeed a problem with the country losing 
its talent to other countries; both responded with ‘Strongly Agree’ for this question.  

Question 20 relates to country’s ability to attract talent from other countries and asks: “If there is 
difficulty in attaining qualified staff locally, is there difficulty with attracting u-blox employees 
from abroad?” The United Kingdom scored highly on this HCI with 5.9, however the survey 
response to this question was ‘Agree’ which suggests that u-blox UK does experience difficulty 
attracting talent from abroad, contrary to the findings in the GCI Report. Sweden (4.2) and 
Germany (4.7) also achieved moderately high scores for this HCI, but u-blox Germany’s 
response was ‘Disagree’ which supports the HCI score, whereas Sweden’s response was ‘Strongly 
Agree’ for this question, which goes against the HCI score. Greece scored low for this HCI, and 
the perception from u-blox Greece (2.2) was that it ‘Agreed’ with this statement, which correlates 
with the GCI findings.    

 

 

5 Conclusion  
Given the importance of global competitiveness, it is essential to understand how different 
national cultures think and behave. This is because, rather than despite, the common perception 
that we live in increasingly globalised, multicultural, and interdependent economies. The most 
important implication of this research, which is consistent with similar studies, is that culture 
does indeed affect national competitiveness. It follows that if cultures matter to national 
competiveness and its long term economic prosperity, we need to understand how to adjust our 
cultures for better economic outcomes. Of course, national cultures cannot change overnight, but 
we have seen that there are Hofstede cultural dimensions that do affect national competitiveness; 
Power Distance, Individualism, Uncertainty Avoidance, and Indulgence, which can differ 
significantly between countries.  

We know that global competitiveness requires a creative and knowledge based environment with 
higher education and training, innovation, and labour market efficiency being key areas needed 
for a competitive economy. Understanding how human capital and culture affects the level of 
national economic competitiveness will allow countries and companies to better target their 
strategy to improve their national economic competitiveness. Policy makers can consider cultural 
dimensions when devising economic policies, and integrate these with organisational cultures, 
which can be influenced with some of the human capital indictors under the right leadership. 
This potential link between human capital and culture at both organisational and national levels 
and its effect on global competitiveness is perhaps a prime candidate for further research.  
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6 Appendix 
6.1 Survey Questions 
 

Q1- Please indicate which country you are based in: 

Belgium, Finland, Germany, Greece, Italy, Pakistan, Sweden, Switzerland, United Kingdom 

Q2-How often do you see problems where u-blox are afraid to express dissatisfaction with their 
managers? 

Never, Rarely, Unsure, Sometimes, Often 

Q3-Do u-blox employees prefer managers that have an autocratic style or democratic style? 

Autocrat, Moderately Autocratic, neither Autocratic nor Democratic, Moderately Democratic, Democratic 

Q4- Do u-blox employees perceive that their managers have an autocratic style or democratic 
style? 

Autocrat, Moderately Autocratic, neither Autocratic nor Democratic, Moderately Democratic, Democratic 

Q5-How satisfied do you think u-blox employees are about the freedom they have to adapt to 
their own approach to the jobs? 

Very Satisfied, Satisfied, neither Satisfied nor Satisfied, Dissatisfied, Very Dissatisfied 

Q6- How satisfied do you think u-blox employees are about the extent to which their job leaves 
the sufficient time for their personal or family life? 

Very Satisfied, Satisfied, neither Satisfied nor Satisfied, Dissatisfied, Very Dissatisfied 

Q7- How important is for u-blox employees to fully use their skills and abilities on the job? 

Of Most importance, very important, Of Moderate importance, Of Little importance, Of very Little importance 

Q8- How important is for u-blox employees to have training opportunities in order to improve 
their skills or to learn to new skills? 

Of Most importance, very important, Of Moderate importance, Of Little importance, Of very Little importance 

Q9- Do u-blox employees have the ability to adapt fast changing conditions and being creative 
when needed? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q10- Do you perceive that the majority of u-blox employees feel uncomfortable with uncertainty 
and ambiguity? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q11- Do the majority of u-blox employees feel happy and healthy and have a positive attitude? 
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Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q12- Do the majority of u-blox employees have a pessimistic or cynical attitude but have a very 
good work ethic? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q13- Does the quality of the local secondary and tertiary education system in your country 
provide the necessary education needed in sourcing appropriate u-blox staff? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q14- Do the u-blox employees in your country receive adequate training at work in order to 
perform their roles? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q15- Does the quality of math and science education in your country provide the necessary 
education needed in sourcing appropriate u-blox staff? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q16- Do those in senior management positions at u-blox in your country have the relevant skills 
and qualifications needed in their role? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q17- Is there a perception that some of the senior managers at u-blox are only in these roles due 
to favouritism and nepotism? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q18- Is there a cooperative working environment between staff and management? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q19- Is there a ‘brain drain’ problem with u-blox employees wanting leaving the country to 
pursue economic and lifestyle opportunities abroad? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 

Q20- If there is difficulty in attaining qualified staff locally, is there difficulty with attracting u-
blox employees from abroad? 

Strongly disagree, Disagree, Unsure, Agree, Strongly Agree 
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6.2 Survey Responses and Data 
Hofstede Questions and Responses: 

 

 

  

Q1-Please indicate 
which country you are 
based in

Germany Finland Sweden United 
Kingdom Italy Greece

Power Distance  (PDI) Q2- How often do you 
see problems where u-
blox employees are 
afraid to express 
dissatisfaction with 
their managers?

Rarely 2 Rarely 2 Sometimes 4 Sometimes 4 Unsure 3 Sometimes 4

Power Distance  (PDI) Q3-Do u-blox 
employees prefer 
managers that have an 
autocratic style or 
democratic style?

Moderately 
Democratic 2

Moderately 
Democratic 2 Democratic 1

Moderately 
Democratic 2

Moderately 
Democratic 2

Moderately 
Democratic 2

Power Distance  (PDI) Q4-Do u-blox 
employees perceive 
that their managers 
have an autocratic 
style or democratic 
style?

Neither Autocratic 
nor Democratic

3 Moderately 
Democratic

2 Moderately 
Democratic

2 Neither Autocratic 
nor Democratic

3 Moderately 
Democratic

2 Moderately 
Democratic

2

Average 2.33 2.00 2.33 3.00 2.33 2.67
Individualism (IDV) Q5-How satisfied do 

you think u-blox 
employees are about 
the freedom they have 
to adapt to their own 
approach to the jobs

Satisfied 4 Satisfied 4 Satisfied 4 Very Satisfied 5 Neither Satisfied 
nor Dissatisfied

3 Satisfied 4

Individualism (IDV) Q6-How satisfied do 
you think u-blox 
employees are about 
the extent to which 
their job leaves the 
sufficient time for their 
personal or family life?

Neither Satisfied 
nor Dissatisfied

3 Satisfied 4 Satisfied 4 Satisfied 4 Satisfied 4 Satisfied 4

Individualism (IDV) Q7-How important is 
for u-blox employees 
to fully use their skills 
and abilities on the 
job?

Very Important 4
Of Most 

Importance 5 Very Important 4
Of Most 

Importance 5 Very Important 4
Of Moderate 
Importance 3

Individualism (IDV) Q8-How important is 
for u-blox employees 
to have training 
opportunities in order 
to improve their skills 
or to learn to new 
skills?

Of Moderate 
Importance 3 Very Important 4 Very Important 4 Very Important 4 Very Important 4

Of Most 
Importance 5

Average 3.50 4.25 4.00 4.50 3.75 4.00
Uncertainty 
Avoidence (UAI)

Q9-Do u-blox 
employees have the 
ability to adapt fast 
changing conditions 
and being creative 
when needed?

Unsure 3 Unsure 3 Agree 2 Strongly Agree 5 Agree 2 Unsure 3

Uncertainty 
Avoidence (UAI)

Q10-Do you perceive 
that the majority of u-
blox employees feel 
uncomfortable with 
uncertainty and 
ambiguity?

Agree 4 Agree 4 Agree 4 Agree 4 Agree 4 Agree 4

Average 3.50 3.50 3.00 4.50 3.00 3.50
Indulgence (IND) Q11-Do the majority of 

u-blox employees feel 
happy and healthy and 
have a positive 
attitude?

Agree 4 Agree 4 Agree 4 Agree 4 Agree 4 Agree 4

Indulgence (IND) Q12-Do the majority of 
u-blox employees have 
a pessimistic or 
cynical attitude, but 
have a very good work 
ethic?

Disagree 4 Disagree 4 Unsure 3 Unsure 3 Unsure 3 Disagree 4

Average 4.00 4.00 3.50 3.50 3.50 4.00
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HCI Questions and Responses:  

 

 

 

  

5.03
Quality of the 
education system

Q13-Does the quality 
of the local secondary 
and tertiary education 
system in your 
country provide the 
necessary education 
needed in sourcing 
appropriate u-blox 
staff?

Unsure 3 Disagree 2 Strongly Agree 5 Disagree 2 Strongly Agree 5 Disagree 2

5.08
Extent of staff 
training

Q14-Do the u-blox 
employees in your 
country receive 
adequate training at 
work in order to 
perform their roles?

Agree 4 Agree 4 Disagree 2 Unsure 3 Agree 4 Unsure 3

5.04 
Quality of math and 
science education

Q15-Does the quality 
of math and science 
education in your 
country provide the 
necessary education 
needed in sourcing 
appropriate u-blox 
staff?

Agree 4 Agree 4 Agree 4 Disagree 2 Agree 4 Disagree 2

7.07
Reliance on 
professional 
management

Q16-Do those in 
senior management 
positions at u-blox in 
your country have the 
relevant skills and 
qualifications needed 
in their role?

Agree 4 Agree 4 Disagree 2 Unsure 3 Agree 4 Unsure 3

7.07
Reliance on 
professional 
management

Q17-Is there a 
perception that some 
of the senior managers 
at u-blox are only in 
these roles due to 
favouritism and 
nepotism?

Disagree 2 Strongly Disagree 1 Strongly Disagree 1 Disagree 2 Strongly Disagree 1 Disagree 2

7.01
Cooperation in labor-
employer relations

Q18-Is there a 
cooperative working 
environment between 
staff and 
management?

Strongly Agree 5 Agree 4 Agree 4 Strongly Agree 5 Agree 4 Agree 4

7.08
Country capacity to 
retain talent

Q19-Is there a ‘brain 
drain’ problem with u-
blox employees 
wanting leaving the 
country to pursue 
economic and lifestyle 
opportunities abroad?

Strongly Disagree 1 Disagree 2 Strongly Disagree 1 Disagree 2 Disagree 2 Strongly Agree 5

7.09
Country capacity to 
atrract talent

Q20-If there is difficulty 
in attaining qualified 
staff locally, is there 
difficulty with attracting 
u-blox employees from 
abroad?

Disagree 2 Unsure 3 Strongly Disagree 1 Agree 4 Unsure 3 Agree 4
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