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PREFACE

	 

	The Book's Purpose and Approach

	 

	This book aims to offer a holistic approach to business management, considering it not only as a set of technical, rational, and universal principles, but also as a cultural, social, and behavioral phenomenon. In today's globalized, digitalized, and rapidly transforming business world, the fundamental challenges faced by businesses are closely related not only to identifying the right strategies, but also to the cultural context, value system, and human behaviors within which these strategies are implemented.

	Modern managers interact with employees from diverse cultural backgrounds, multicultural teams, global stakeholders, and new organizational structures shaped by digital platforms. This has transformed understanding the impact of culture on management processes from a choice into a strategic necessity. This book aims to systematically analyze the complex and multifaceted relationship between culture and management.

	 

	Scope and Content Framework

	The book examines the concept of culture from national, organizational, and individual perspectives; and investigates the effects of cultural values on leadership styles, organizational behaviors, decision-making processes, and business functions from an interdisciplinary viewpoint. Contemporary topics such as cross-cultural management, organizational culture formation, cultural intelligence, diversity management, ethical sensitivity, and digital culture are addressed through both theoretical frameworks and practical examples.

	The book not only explains existing management approaches but also offers a perspective on the future of management through concepts such as cultural transformation, strategic alignment, performance management, and sustainable competitive advantage. The changing role of culture in the age of digitalization and artificial intelligence, the new competencies managers need, and the measurement of cultural sensitivity are also among the book's important contributions.

	Management practices and cultural dynamics in Türkiye are given special attention throughout the book; the interaction between global management literature and the local context is discussed with concrete examples. In this respect, the work aims to build a bridge between universal management principles and local cultural realities.

	 

	Target Audience and Contribution

	This book aims to be a comprehensive reference source for academics, undergraduate and graduate students, managers, human resources professionals, and all practitioners who wish to gain knowledge and awareness about managing cultural differences. It also offers important conceptual and analytical implications for policymakers who want to address the relationship between culture and management from a strategic perspective.

	In conclusion, this work presents a holistic approach to business management, emphasizing that success in management depends not only on making the right decisions, but also on how those decisions are implemented within a framework of cultural values, behavioral patterns, and managerial understanding.


1. INTRODUCTION AND CONCEPTUAL FOUNDATIONS

	
	1.1. The Evolution and Cultural Dimension of Business Management



	Business management has continuously evolved throughout human history, paralleling the development of production, trade, and organizational forms. In its simplest form, management is the process of planning, organizing, directing, and controlling a group's activities to achieve common goals. However, this process is not merely a technical and rational function; it is also a phenomenon shaped by the cultural, social, and historical context in which it exists.

	 

	Historical Development of Management Thought

	The origins of management concepts can be traced back to the division of labor and record-keeping systems of ancient Mesopotamia and Egypt. However, management science in its modern sense emerged in the late 19th century with the industrial revolution. 
Frederick W. Taylor's Scientific Management Approach aimed to increase efficiency in production processes, treating the employee as a "cog in the machine." Subsequently, Henri Fayol's Classical Management Theory defined the universal functions of management; and Max Weber, with his bureaucratic model, proposed a management structure based on rationality and rules.

	By the mid-20th century, the importance of the human element had increased, and Behavioral Approaches had added a new dimension to management thought. Elton Mayo's The Hawthorne experiments revealed the impact of social relationships and group norms on performance in organizations. The subsequent Systems Approach and Contingency Theory viewed management as a dynamic structure interacting with environmental factors.

	 

	Introduction of the Cultural Dimension into Management Thought

	For many years, the Western-centric perspective of management theories has been based on the assumption of "universal truths." However, globalization, the proliferation of multinational corporations, and the emergence of management styles in different geographies have shown that cultural differences cannot be ignored.

	Geert from the 1970s onwards The work of researchers such as Hofstede, Trompenaars, and Edward T. Hall has scientifically examined the influence of national culture on management styles. These studies, establishing the principle that "there is no single best form of government," have pioneered the development of culturally context-sensitive management models.

	 

	The Effects of Culture on Management

	Culture shapes how individuals perceive the world, their value systems, their views on authority, their communication styles, and their decision-making processes. Therefore, a society's cultural codes directly influence which leadership styles, organizational structures, and motivation systems will be successful within that society.

	For example, hierarchical structures are more common in cultures with a high power distance, while participatory management and open communication are preferred in cultures with a low power distance. Individualistic societies reward individual achievement, while collectivist cultures value teamwork and solidarity.

	 

	From Evolutionary Process to Cultural Awareness

	The evolution of business management is not merely a change in production techniques or organizational structures; it is also the process of incorporating cultural diversity into the science of management. Today's manager must no longer be just a planner who uses resources effectively, but also a "cultural leader" who is culturally sensitive and able to understand different value systems.

	Integrating the cultural dimension into management thinking is a fundamental strategic requirement for both the sustainability of organizational success and global competitiveness.

	 

	Diagram 1.1 – The Evolution and Cultural Dimension of Business Management

	
		
				Period / Approach


				Key Features


				Representative Thinkers


				Emphasis on the Cultural Dimension


		

		
				1. Classical Period (1900–1930)


				Productivity, division of labor, standardization, hierarchy of authority


				FW Taylor, H. Fayol, M. Weber


				Culture was disregarded, and universal rules were advocated.


		

		
				2. Behavioral Period (1930–1960)


				Human relations, motivation, group dynamics


				E. Mayo, M. Follett, D. McGregor


				Intra-organizational social relations came to the forefront, and culture was perceived indirectly.


		

		
				3. Systems Approach (1960–1970)


				The organization is an open system; it interacts with its environment.


				L. von Bertalanffy, C. Barnard


				Environmental differences have begun to be recognized, and the importance of cultural context has increased.


		

		
				4. The Contingency Approach (1970–1980)


				"There is no single right answer"; governance depends on circumstances.


				J. Woodward, P. Lawrence & J. Lorsch


				Culture, as a situational variable, has influenced management decisions.


		

		
				5. Culture-Based Approach (1980–2000)


				Organizational culture, values, and beliefs are key to success.


				G. Hofstede, E. Schein, T. Deal & A. Kennedy


				The concepts of national and organizational culture have been systematically examined.


		

		
				6. The Global and Digital Era (2000–Present)


				Cultural diversity, digital transformation, artificial intelligence, remote management.


				R. House (GLOBE), E. Hall, T. Trompenaars


				Cultural intelligence (CQ), cross-cultural leadership, and digital culture have come to the forefront.


		

	


	Management thought has expanded from mechanics to human beings, and from human beings to culture.

	Culture is no longer merely a background element, but a strategic factor shaping management performance.

	Modern managers cannot demonstrate effective leadership without cultural awareness and adaptability.

	 

	
	1.2. Definition, Elements, and Dimensions of the Concept of Culture



	Culture is the totality of values, beliefs, norms, behaviors, and meaning systems that human communities have created throughout history. Shaping the deepest layers of social life, culture determines how individuals perceive, think, feel, and behave in the world. From a management science perspective, culture is a fundamental variable that affects both the internal dynamics of organizations and their ways of doing business on a national and global scale.

	 

	1.2.1. Definition of the Concept of Culture

	The concept of culture has been defined in various ways across different disciplines (anthropology, sociology, psychology, and management sciences). According to  Edward B. Tylor's classic definition, culture is "a complex whole encompassing the knowledge, beliefs, arts, morals, laws, customs, and all other abilities and habits that a person acquires as a member of society."

	This definition emphasizes that culture is a social phenomenon that is learned, shared, and passed down from generation to generation.

	In the context of management and organization, culture can be defined as a system of shared values, symbols, rituals, and norms that guide the behavior of individuals working in a business. Edgar Schein (2010) described organizational culture as "a set of assumptions that a group develops while solving problems of adaptation to the external environment and internal integration, and which it passes on to new members because they prove useful."

	Therefore, culture is not merely a legacy from the past; it is also a living system that is constantly being learned, reproduced, and changed.

	 

	1.2.2. Fundamental Elements of Culture

	Culture is a multifaceted structure. The most important components of culture are summarized below:

	
		
				Cultural Element


				Explanation


				Relationship with Management


		

		
				Values


				It determines fundamental beliefs such as right and wrong, good and bad.


				Leadership is a key determinant of ethical decision-making and organizational behavior.


		

		
				Norms


				These are the accepted rules of conduct within a society or organization.


				It sets expectations and behavioral boundaries in professional relationships.


		

		
				Symbols


				Language, logos, clothing, and spatial design are all signs that carry meaning.


				Corporate identity reflects brand culture and communication style.


		

		
				Rituals


				These are recurring patterns of behavior within a social or institutional context.


				This is seen in organizational practices such as meetings, award ceremonies, and onboarding processes.


		

		
				Language


				It is a means of transmitting cultural meaning.


				Communication style affects feedback and the leader's relationship with employees.


		

		
				Beliefs & Assumptions


				It expresses fundamental assumptions such as reality, success, and human nature.


				It shapes the strategic orientation and management philosophy of organizations.


		

	


	These elements form a "cultural map" for understanding both the social behavior of individuals and the management styles of organizations.

	 

	1.2.3. Dimensions of Culture

	Cultural dimensions are used to measure the fundamental value systems and behavioral tendencies of a society or organization. The most frequently cited cultural dimension models in management literature are:

	a) Hofstede's Cultural Dimensions (1980, 2001)

	Geert In his large-scale research on IBM employees, Hofstede explained culture in six key dimensions:

	Power Distance: The level of acceptance of inequality within society.

	Individualism vs. Collectivism: Is personal independence or group loyalty prioritized?

	Masculinity – Femininity: Is competition, success, and power more important, or cooperation and quality of life?

	Uncertainty Avoidance: The level of stress and control individuals experience in uncertain situations.

	Long-Term – Short-Term Orientation: The difference between planning and saving tendencies versus focusing on immediate results.

	Indulgence vs. Restraint: The extent to which society allows the satisfaction of desires.

	b) Trompenaars and Hampden -Turner Model (1997)

	This model analyzes cultural differences in terms of their interaction with human relations, time, and environment. 
For example, opposing values such as universalism– particularism, individual–society, emotionality–neutrality, and achievement–status directly influence management styles.

	c) Edward T. Hall's Context and Time Dimensions (1976)

	Hall categorizes cultures as high-context (indirect communication, intuitive understanding) and low-context (explicit, direct communication). Furthermore, monochronic and polychronic perceptions of time form the basis of cultural differences in planning and work pace.

	 

	1.2.4. The Importance of Culture on Governance

	In management processes, culture plays a decisive role at every stage, from decision-making methods and leadership styles to organizational structure and motivation techniques. An organization can only achieve sustainable performance to the extent that it can align its internal culture with the national culture of its employees. Therefore, understanding culture is not only an academic endeavor but also a practical management skill.

	Culture is the invisible yet most powerful determinant of management science. When its definition, elements, and dimensions are examined, it becomes clear that culture is a fundamental foundation that shapes the identity of organizations, the behavior of employees, and the decisions of leaders. Cultural awareness is key to a manager's ability to adapt to the global environment.

	 

	
	1.3. Types of Culture: National, Corporate, and Professional Culture



	Culture is a shared system of meaning that guides individuals' behavior, ways of thinking, and social relationships. In management science, culture is examined at different levels: national culture, organizational culture, and professional culture. These three levels shape both individuals' behavior in the work environment and organizations' management approaches.

	 

	1.3.1. National Culture

	National culture refers to the values, beliefs, norms, and behavioral patterns that a society has developed throughout its historical process. Hofstede (1980) defines national culture as the collective mental program (software of the mind) that determines how individuals think, feel, and behave within society. (mind) is defined as.

	The importance of national culture in governance lies in its direct influence on leadership styles, communication methods, and decision-making processes. For example, authoritarian governance is more common in societies with a high power distance, while participatory leadership is preferred in societies with a low power distance.

	 

	1.3.2. Corporate (Organizational) Culture

	Organizational culture consists of the values, symbols, rituals, beliefs, and behavioral patterns shared by employees within an organization (Schein, 2010). This culture provides the answer to the question, "How do we work here?" for the organization's members.

	Schein, organizational culture is examined at three levels:

	Surface Indicators (Artifacts): Symbols, clothing styles, office layouts, ceremonies.

	Embraced Values: The norms and principles shared by the organization.

	Core Assumptions: The most difficult things to change are the beliefs and assumptions that govern the organization.

	Organizational culture significantly impacts an organization's performance, innovation capacity, and employee engagement.

	 

	1.3.3. Professional (Occupational) Culture

	Professional culture encompasses the ethical values, behavioral patterns, jargon, and norms of individuals belonging to a particular professional group. 
For example, engineers, academics, healthcare professionals, or lawyers all have their own unique professional culture.

	This type of culture also influences an individual's behavior within the organization. 
For example, an engineer values technical accuracy and systematic thinking, while a marketing specialist focuses on creativity and persuasion. Therefore, professional culture creates a balance by interacting with national and corporate cultures.

	 

	Table 1: Comparison of Culture Types

	
		
				Type of Culture


				Definition


				Key Factors


				Its Influence on Management


				Example


		

		
				National Culture


				Values and belief systems shared by society


				History, religion, language, tradition, geography


				Leadership style, communication style, decision-making


				Türkiye: Collectivist structure; USA: Individualism.


		

		
				Corporate Culture


				Shared values and norms among organization members


				Symbols, rituals, institutional values


				Motivation, organizational commitment, performance


				Google: Innovative culture; Toyota: Continuous improvement.


		

		
				Professional Culture


				Behavioral norms and ethical principles of individuals within the same professional group.


				Education, ethical rules, jargon


				Decision-making style, professional identity


				Doctor: Ethical priority; Engineer: Technical accuracy.


		

		
				 


				 


				 


				 


				 


		

	


	
	1.4. The Influence of Culture on Management Processes



	Culture is a variable that directly affects all functions of business management: “planning, organizing, directing, coordinating, and controlling.” Although management practices include universal principles, how these are perceived and applied largely depends on cultural differences (Hofstede, 2001). Therefore, culture is not merely a background element, but a fundamental factor shaping decision-making patterns, communication styles, leadership models, and organizational structure.

	 

	1.4.1. Cultural Influences on Management Functions

	Culture shapes managers' expectations of employees, reward and punishment systems, and communication styles. 
For example, in individualistic cultures, performance is evaluated based on individual achievement, while in collectivist cultures, team success takes center stage. Similarly, in high uncertainty avoidance cultures, rules and standards are strictly enforced, while in low uncertainty cultures, innovation and flexibility are encouraged (House et al., 2004).

	 

	1.4.2. The Reflection of Culture on Management Processes

	The following table systematically demonstrates the effects of cultural differences on management functions:

	 

	Table 1.4.1. The Influence of Culture on Management Processes

	
		
				Management Function


				Cultural Influence Dimension


				The Influence of Culture


				Application Example


		

		
				Planning


				Uncertainty Avoidance


				In cultures that avoid high uncertainty, planning tends to be more detailed and bureaucratic.


				Japan has a strong tradition of long-term strategic planning.


		

		
				Organizing


				Power Distance


				High-power distance cultures prefer a rigid hierarchical structure, while low-power distance cultures prefer a horizontal structure.


				The pyramid of government is vertical in India; horizontal in Sweden.


		

		
				Guidance (Leadership)


				Individualism / Collectivism


				In collectivist societies, the leader is a guide who maintains team cohesion; in individualistic societies, charismatic and results-oriented leadership comes to the fore.


				Türkiye: protective leadership; USA: visionary leadership.


		

		
				Coordination


				Form of Communication (Hall, 1976)


				Low-context cultures exhibit open and direct communication; high-context cultures engage in indirect and intuitive communication.


				In Germany, communication is direct; in Japan, it's indirect.


		

		
				Control


				Trust and Rules


				In high-trust cultures, supervision is flexible; in low-trust cultures, strict procedures are applied.


				Self-regulation in Scandinavian countries; formal control in the Middle East.


		

	


	 

	1.4.3. The Relationship Between Culture and Leadership

	The concept of leadership stems from a culture's value system. For example, the GLOBE study (House et al., 2004) revealed that the perception of leadership varies from culture to culture. While "charismatic leadership" is considered ideal in Western societies, "protective and collective leadership" is more highly regarded in Eastern societies.

	Therefore, cultural intelligence (CQ) and empathetic leadership skills are of great importance for effective management in multinational corporations (Earley & Ang, 2003).

	 

	1.4.4. The Strategic Management Dimension of Culture

	The integration of cultural differences into management processes determines the international competitiveness of businesses. A culturally sensitive management system:

	It increases employee engagement.

	It reduces conflicts,

	It supports innovative decision-making processes.

	Therefore, culture should be considered not only a social element but also a strategic resource for governance (Trompenaars & Hampden -Turner, 1997).

	 

	Diagram: Flow of Influence of Culture on Management Functions

	CULTURAL VALUES

↓

Perceptions and Attitudes

↓

Management Behaviors

↓

Management Functions

(Planning - Organizing - Directing - Coordinating - Controlling)

↓

Corporate Performance and Compliance



	This diagram shows that culture indirectly but decisively influences the governance process.

	 

	
	1.5. Cultural Intelligence (CQ) and Management Competencies



	In today's global business environment, the success of managers depends not only on technical knowledge and classic leadership skills, but also on their ability to communicate effectively and adapt to different cultures. In this context, cultural intelligence (Cultural intelligence) Intelligence (CQ) is one of the most important competencies for being effective in multicultural environments (Earley & Ang, 2003).

	 

	1.5.1. Definition of Cultural Intelligence

	Cultural intelligence is defined as an individual's capacity to understand, adapt to, and interact with people from different cultures. According to Earley and Ang (2003), cultural intelligence is "the sum of cognitive, motivational, and behavioral abilities that enable a person to exhibit effective behavior in different cultural contexts. "
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