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Abstract 
 

Networked organizations, team-based companies with multicultural team members are 

becoming common (Shokley-Zalaback, 2002) in the world. This requires the involvement 

from different nationalities/background personnel in the global business environment for their 

innovation and new ideas to tackle with the complexity in the global marketplace.  

This study seeks to understand if the Singaporean project managers aware of the importance 

of culture and seek the way to understand the diversity; try to adapt and manage it through 

appropriate ways. This paper aims to identify the conceptual framework for control 

mechanism that incorporate the intercultural sensitivity dimension and hopes that it would 

bring positive feedback to the project management and assist project manager in Singapore to 

develop an effective multicultural project team. 

The study was done in two parts; identifying the culture profile of Singapore organizational 

climate and identifying the most beneficial control mechanism in use. Theoretical framework 

of cultural studies for this paper is based on the work from Hofstede (1980) and Globe studies 

(2004); and works from Nieminen & Lehtonen (2008) on control mode are used as a 

foundation in our paper for control mechanism. These 2 parts are merged afterward in our 

discussion and analysis in order to create a beneficial framework to assist project managers in 

reconciling the cultural differences, manage project more effectively and minimize the gap of 

diversity while preserving the dynamics of multicultural team.  

The qualitative study was done through semi-structured interview with six personnel from 

different firms in Singapore; who are currently involving with project management task. Their 

projects constitute of multicultural members drawn both from Singapore and foreign countries. 

The study reveals distinct cultural profile (collectivism) as well as identifies the beneficial 

control mechanism (bureaucratic control). The framework was build based on the results from 

our findings from these six interviews, through incorporating two aspects, culture and control.  

Nonetheless, the framework made is to be use with awareness and is not mutually exclusive 

for all project management cases as our collected data is small and could not be generalized 

for all the cases in Singapore. Further studies in extension from this area could be done 

through the suggestions provided at the end of this paper.  

.  
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CHAPTER 1: INTRODUCTION 

1.1 Background  
Global business environment is increasing in its complexity and competitiveness. Firms 

need to be more flexible and able to manage across the border. Networked organizations, 

team-based companies with multicultural team members are becoming common 

(Shokley-Zalaback, 2002). These can be seen from increasing numbers of merger and 

acquisitions within the current business environment. Firms merge and become partner 

across the continent in order to increase the market shares, find new market 

opportunities, and increase the competitive advantages. Understanding cultural diversity 

in the project team and be able to manage them is the crux to success in project 

management (Bourne & Walker, 2005). Therefore, it is becoming more important that 

the firm will face the issue to deal with multicultural team member and must have 

capacity to excel in managing them. 

Although literatures on cross-cultural studies which address management issues, 

globalization, and international business are abundant in the academic field, there is still 

lack of research focuses directly on the linkage between cultural issues with project 

management deployment (Bredillet, et.al, 2010). Various studies by different authors in 

the literature review in this area show both theoretical and practical needs for further 

research in this discipline. This stimulates our interest to focus the study on the 

intercultural dimensions in project management field.  

There are several questions that are arising from the issues above. Those include; how 

will project managers‟ act in situations where culture blends are the everyday life or 

how should they act to manage and control progress of the project and at the same time 

involve and deal with both clients and different stakeholders? There are many places 

where we can find situations there project managers have to deal with intercultural 

differences. One place is Singapore as a melting pot for cultures and a place there 

projects is taking place. In this place, projects often are undertaken with people from 

with different nationalities and professions working for both national and multinational 

corporations.  

This study seeks to understand if the Singaporean project managers aware of the 

importance of culture and seek the way to control it. The aim is to identify the 

conceptual framework for control mechanism that incorporate the intercultural 

sensitivity dimension and hopes that it would bring positive feedback to the project 

management and assist project manager in Singapore to further understand and consider 

above identify culture dimensions throughout their project control process, try to 

reconcile the cultural differences in order to manage project more effectively and 

minimize the gap of diversity. In simple word, the thesis hopes to ease the manager to 

achieve the success outcome.  

The following three subsections draw deeper into the introduction to our focus of study; 

1.1.1 Singapore Intercultural Climate 

Singapore has a high cultural diversity due to the shifting pattern of immigration and 

increasing number of multi-national project. The national climate is comprise of mainly 

4 nations with huge percentage of expatriates who come in to work due to the nature of 
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the country which host several headquarters for the company entering South-East Asia 

or Asia regions. The organizational climate comprise of Chinese, Malaysian, Indian, 

Bangladeshis, Indonesians, Philippines, other Asians, Europeans, Americans, and many 

more. Singapore, being a hub, also creates an opportunity for the study of teams which 

may involve the members from different countries nearby in Asia and Pacific. This has 

provided us a good case study location where the characteristic could really depict the 

perplexing nature of real intercultural dimension and is a challenge for manager to 

manage different personnel working together.  

1.1.2 Intercultural Perspectives 

During the last two decades, the fact that culture need to be considered more in modern 

business has gained increasing recognition from both academic and practitioners. They 

emphasized that „culture‟ should be another element that should be taken into 

consideration during the business management, planning and control process 

(Trompenaars & Woolliams, 2006). As the organizational structure becoming more 

complex, and at the same times getting more culturally diverse, it is significant to 

consider what is the real culture identity and to conceptualize culture; understand the 

essence of the relationship between an organization, its people and the environment in 

which it operates. Even with experienced international companies, many well-structured 

plan and management policies have failed, in which due to the reasons that not all the 

management solutions are universal and applicable anywhere and under any 

circumstance (Trompenaars & Hampden-Turner, 1997). Therefore, according to 

Trompenaars & Woolliams, more and more attention has been given to the recognition 

and respect of cultural differences, working on defining the possible way to construct a 

better interaction between organizational, people and the environment.  

The phenomena such as team, leadership, authority, creativity and relationship are 

experienced and expressed in different ways when cultures vary. According to 

Trompenaars & Hampden-Turner (1997), the essence of culture is not what is visible on 

the surface, but “what they mean to the people in each culture”.  Globalization has 

driven the necessities to both expand internationally and perform “glocalization”, in 

which there is increasing needs of standardization of management systems and 

production process, yet, a clear picture and deep understanding of local market 

characteristics, the rules and regulations, society norms and cultural system are equally 

important. Therefore, in order to successfully manage the business and align the 

performance with corporate goals achievements, it is pivotal to understand deeply what 

the same aspect of management means and imply in different cultures.  

1.1.3 Project Control 

Control is a way to achieve the determined outcome, with a proper control it could 

ensure more of the success (Kirsch, 1996). Normally, the project control process is 

mostly expressed in term of earned value analysis. However, this thesis will take an 

aspect further from the traditional three dimensions of time, cost and quality control in 

project management toward controlling the human involved in the process. Therefore, 

the studies focus on the control mechanism and the tool that is a media to function it.  

The classification of the mechanism and tool by Nieminen & Lehtonen (2008) which 

developed on the basis organizational control studies by Ouchi (1979) and Kirsch (1996) 

is brought in to the field studies in determining the appropriate location where 

intercultural dimension could be insert for a better project control in application with 

Singapore cases.  
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1.2 Research Question 
Research question of this thesis is developed as following:- 

How dimensions of intercultural sensitivity could be incorporate in the project 

control mechanism. 

We aim to understand how intercultural sensitivity can be incorporated into the most 

used control mechanism of project management in Singapore, hence to be able to 

suggest appropriate framework or guideline for project manager in Singapore.  

1.3 Research Objectives 
Research objectives of our thesis are stated as following:- 

- Identify the most influential intercultural dimensions in relevant to the project 

management industry in Singapore  

- Identify control mechanism that is most appropriate in incorporating the 

intercultural perspective 

- Develop a framework for control mechanism that incorporate cultural sensitivity 

aspects, applicable in Project management field in Singapore 

The main objective of our thesis is to develop an intercultural-sensitive control 

mechanism framework for application in project management field in Singapore. In 

order to achieve this objective, it is crucial to identify the most influential intercultural 

dimensions and the most appropriate/ frequent used control mechanism by project 

manager in Singapore.  

1.4 Definitions of Main Concepts 
Our thesis will touch on concepts such as culture, intercultural sensitivity, intercultural 

competence, organization control and control mechanism. This section aims to provide 

a short definition of concepts involved in this thesis for readers‟ quick understanding. 

Further studies and explanation will be developed in our Literature Review (Chapter 3).  

1.4.1 Culture 

Culture is the collective programming of the mind which distinguishes the members of 

one human group from another (Hofstede, 1997, p.5). 

1.4.2 Intercultural Sensitivity 

Intercultural Sensitivity is the ability to differentiate and experience relevant cultural 

differences (Bennett, et.al, 2003, p.422). 

1.4.3 Intercultural Competence 

Intercultural Competence is the ability to think and act in interculturally appropriate 

ways. A higher level of intercultural sensitivity is associated with greater potential for 

exercising intercultural competence (Bennett, et.al, 2003, p.422).  

1.4.4 Organizational Control 

Organizational Control is defined by Etzioni A. (1961, 1965) as a control in 

organization as equivalent to power exerting to influence people.  
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Tannenbaum (1968) defines organizational control as sum of interpersonal influence 

and relations in an organization. This is supported by Flamholtz, et. al, (1985) where he 

described organizational control as a process of influencing the behavior of people as 

members of a formal organization.  

1.4.5 Control Mechanism  

Control‟s functionality in the organization through helping organization aligns its goals 

and resources and is exercised through Control Mechanism (Kirsch, 1996). Ouchi W. 

(1979) dominated the field for other academic works in organizational control 

mechanism. He suggested basis concept of the control mechanism applicable to 

organization in term of (i) Market, (ii) Bureaucracy (Behavioral, Outcome) and (iii) 

Clan control. 

1.5 Significance of the study 
The significance of the study is based on the assumption that culture sensitive project 

management control mechanism could generate savings (support to profit), better results, 

and experience to develop true global project management control skills and mindset. 

The results are important to managers in global organizations who manage multicultural 

team and for organization who design the control mechanism for project management.   

The companies would benefit from our research as it is necessary to achieve the success 

in the oversea deployment of the project or the management of the result in the multi-

cultural team. From our report, we could identify if the intercultural aspects plays a 

significant role in the project management control of stakeholder which is a crux of 

project success.   

If proven otherwise, the company thus is able to utilize the identified framework or 

plans of actions for managing project stakeholders, in which will aid project manager to 

attain his or her project goals.  

1.6 Delimitation of the study  
This thesis explores and analyzes the projects locating in Singapore. The control 

mechanism studied is at the mode level where it does not aim to identify the specific 

tool. The cultural dimension is drawn from the study of common intercultural study 

where it focuses on the national dimensions.  The relationship where the control 

operates is only limited to within the project team, and eliminates the study for 

mechanism to be applied with external party outside the project team.  

It is cross-sectional study where there is no sufficient time to execute the studies for the 

changes over the time. The study is done on a case study basis through interview; 

therefore, it is done at the „perception‟ and soft aspect. There is no hard data to collect 

to interpret the case. The data analysis is based purely on the interview through Skype 

and email. 

1.7 Organization of the study  
After this introduction chapter, the following chapters are 

Chapter 2: Research Methodology – this chapter focuses on the philosophical and 

theoretical that governs the study.  

Chapter 3: Literature Review –focuses on two aspect of intercultural and project control 

mechanism. 
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Chapter 4: Research Design – outlines the application of the theoretical methodology 

into the practical level of actual step we take to approach each step in the study.  

Chapter 5: Data Analysis – shows the descriptive representation of the data and the 

analysis of the data. 

Chapter 6: Findings & Discussion – discuss and compare the data, making sense of the 

data and compare with the literature developed under Chapter 3. 

Chapter 7: Conclusion – this chapter focus on conclusion, the recommendation, the 

limitation and the suggestion for future research. 
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CHAPTER 2: RESEARCH METHODOLOGY 

2.1 Introduction 
This chapter discuses research philosophy, strategy and type which are in concern with 

the philosophical and methodological considerations related to the thesis. Following 

sections focuses on research philosophy, research strategy and research approach and 

research purpose. At the end of section 2.6, we show how our study is located within 

different research approaches.  

Further details on research design on how we are dealing with issues of selection of 

persons to interview, type of methodical consideration we are taken to analyze data 

could be found in chapter 4. In those chapter 4, chapter 6 and chapter 7, issues about 

how results could be transferable to other situation, the weakness of the study and the 

conclusion are elaborated.   

2.2 Research Philosophy 
Selection of our research philosophy and methodology was based on research „onion‟ 

theory (Figure 1) introduced by Saunders, et. al, 2007).  

 

FIGURE 1: Research “Onion’ 

Source: Saunders, M., Lewis, P & Thornhill, A. (2007).  Research Methods for Business 

Students. Pearson Education Limited, England, pp13. 

There are many ways to approach research philosophy; nonetheless, the most important 

issue is able to reflect the assumptions of the chosen philosophy through the choice of 
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research strategy and approach (Saunders, et.al, 2007). The research philosophy chosen 

for our study is constructionist ontology and interpretivist epistemology.   

Ontology is concerned about “the nature of reality” (Saunders, et. al., 2007). It raises 

questions about how researchers assume the way in which the world works and their 

commitment held to a particular view. Two aspects are considered under ontology, 

objectivism and subjectivism or constructionism (Bryman, et. al, 2003; Saunders et. al, 

2007). Objectivism is an ontological position that implies that social entities exist in 

reality is independent and separate from the social actors (Bryman, et. al, Saunders, et. 

al, 2007).  It is a classical way to view organization and culture, in where both elements 

are perceived to be a constraining force to restrict the actions or behavior of its 

participants by following the rules and regulation as well as the beliefs and values set 

within the entities. On the other hands, Constructionist view challenges the concept of 

objectivism; it suggests that social phenomena are the outcome of perceptions and 

actions of social actors (Bryman, et. al, 2003; Saunders, et. al, 2007). This implies that 

social phenomena will be continuously revised and evolved through the process of 

social interactions of social actors.  

Epistemology concerns what should be regarded as acceptable knowledge in a particular 

field of study (Saunders, et. al, 2007). Within epistemology, there are three 

philosophical positions: positivism, realism and interpretivism (Bryman, et. al, 2003; 

Saunders, et. al, 2007). Positivism suggests applications of the approaches in the field of 

natural sciences to the study of social reality (Bryman, et. al, 2003). A positivist 

believes that reality is represented through data collection and analysis of quantifiable 

facts and the end deliverables of such research will be law-like generalization similar to 

those delivered by physical and natural scientist (Saunders, et. al, 2007). The theory of 

positivism is to develop hypothesis that can be assessed and confirmed, or rejected, 

hence lead to the development of new potential theory which can be studied in further 

research.  

Realism shares the same philosophical concept as positivism which assumes the 

application of scientific approach to the development of knowledge (Saunders, et. al, 

2007). There are two major forms of realism, namely direct realism and critical realism 

((Bryman, et. al, 2003; Saunders, et. al, 2007). Direct realist believes with the 

appropriate use of scientific methods, reality can be understood, which suggests that the 

world is relatively unchanging. Critical realism suggests that what we experience are 

sensations, the image of the things in the real world represents the reality instead of the 

thing directly (Saunders, et. al. 2007). Nonetheless, in business and management 

research, critical realism is preferable since various structures, processes and 

interactions among them will influence the understanding of researchers towards their 

studies. 

Interpretivism addresses the complexity issue and difficult of generalization complex 

situation, especially in business and management research, in where each situation is 

context-specific and unique. It advocates that it is important to respect the differences 

between people and the objects, hence suggests the understanding and investigation of 

language and symbols to grasp the subjective meaning of certain social action (Bryman, 

et. al, 2003; Saunders, et. al, 2007). The research approach will base on the observation 

of certain social phenomena, data collection and analysis; hence, theory will be 

developed based on such analysis (Saunders, et. al., 2007). 
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2.3 Research Approach  
There are two main research approaches, deductive and inductive, which is attached to 

different chosen research philosophies. In the deductive approach, researchers will 

deduce a hypothesis from the theory, in where will drive the process of data collection 

to test the hypothesis, and analysis of the findings will either confirm or reject the 

hypothesis and propose new area of further research. Deductive approach owes more to 

positivism and aims to explain causal relationships between variables. In most of the 

cases, it emphasizes on quantitative data collection and the chosen research concept 

need to be controllable to enable facts to be measure quantitatively (Saunders, et. al, 

2007). Moreover, this approach will require relatively big amount of sample data for 

outcome generalization.  

In inductive approach, researchers will build theory based on observation and findings 

instead of testing theory as depicted under deductive approach (Saunders, et. al 2007). 

This approach supports better the interpretivist study since it provides greater insight 

into the complexity of a particular subject through study of a smaller group of sample 

data to get a close understanding of the research patterns and contexts. Data collections 

is done qualitatively and it provides a more flexible structure to allow changes 

throughout the research process, hence generalization of results is less concerned.  

2.4 Research Strategy 
Research strategy is defined as general plan of how the researcher will address the 

research question (Saunders, et. al, 2007). Saunders, et. al., (2007) introduces several 

important research strategies such as experiment, survey, case study, action research, 

grounded theory, ethnography and archival research. One should note that none of these 

research strategies is superior or inferior to any other. The choice of research strategy 

need to be guided by the research questions and objectives, extent of existing 

knowledge, available resources and time to conduct research as well as align with the 

underpinning research philosophy and approaches.  

On the other hands, Bryman, et. al, (2003) defines research strategy as two clusters of 

quantitative research and qualitative research. Quantitative research emphasizes on 

quantification of data collection and data analysis. It entails a deductive approach and 

focus on testing the theories. By contrast, qualitative research focuses on words instead 

of quantification on numerical data. It emphasizes on inductive approach which can 

help researcher to develop theory for the data collected.  

Various research strategies have been introduced by different authors to address various 

needs of research requirements in terms of epistemological aspects and ontological 

concerns. Nonetheless, both authors have stressed the importance of understanding the 

unique criteria of own research study and these strategies should not be thought as 

mutually exclusive. In some of the case, combination of multiple research strategies 

could bring more insight of research studies. 

2.5 Research Purpose 
Research purposes are classified as exploratory, descriptive and explanatory in many 

literatures of research methods (Saunders, et. al, 2007). Exploratory study aims “to seek 

new insights into phenomena, to ask questions and to assess the phenomena in a new 

light” (Saunders, et. al, 2007, pp.139). It provides the flexibility to adapt to the changes 

throughout the research process when new insights appear. It is particularly useful to 

clarify understanding of certain problem as the principle ways of conducting 
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exploratory study is through interviewing experts in the subjects or conducting focus 

group interview.  

Descriptive study is “to portray an accurate profile of persons, events or situations” 

(Saunders, et. al, 2007, pp. 139), it is normally an extension of either exploratory 

research or explanatory study. Descriptive study is very useful in providing a clear 

picture of the phenomena of study prior to the data collection process. Nonetheless, 

findings will only be valuable if data is further evaluated and theory revision is 

conducted. Hence, it is more meaningful to use descriptive research together with 

exploratory or explanatory. 

Explanatory study examines the causal relationship between variables to understand a 

situation or a problem. Both qualitative and quantitative approach could be adopted to 

prove the correlation of different variables to get a clear image of relationship involved. 

2.6 Locating our study  
Our study aim to explore and analyze the control mechanism and tool, examine whether 

or not incorporating cultural sensitive aspects will further enhance the performance of 

project control and bring positive monetary outcome to the team, particular in Singapore 

project management industry. Following table (Table 1) shows the research philosophy, 

approach, strategy and other research criteria of our study.  

TABLE 1: Research criteria – Study of intercultural challenges in control 

mechanism in PM, Singapore 

Research Philosophy Interpretivist Epistemology 

Constructionist Ontology 

Research Approach Inductive 

Research Strategy Case Study  

Research Purpose Exploratory  

Research Choice Mono-method (Qualitative) 

Time Horizon Cross-sectional research 

 

Our study adopts interpretivist epistemology and constructionist ontology, aim to 

understand how different cultures will influence the project control process in Singapore. 

This process is continuously evolved through social interactions of cultural groups and 

hence, the level of influence will vary across different companies and industries. The 

research involves qualitative and inductive study through investigation on several case 

studies of multinational companies (MNCs) and local firms in Singapore. Semi-

structured interview will be conducted with project managers from these MNCs and 

local firms to collect qualitative information for analysis. This approach is chosen based 

on the belief that the social phenomenon that we would like to address is not measurable 

and intangible.  

Inductive approach will allow us to observe and investigate the current project 

management status in Singapore, with the hope to reveal the needs of intercultural 

sensitivity in the project control process. Final conclusion will be derived from the 

observed phenomenon and follow by introduction of framework or guideline for a better 

control of people involved in a project. At the same time, we also conduct partial 

positivism study on the literature review section where we start from doing the 
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deductive step exploring the theory (literature review) and develop hypothesis to narrow 

down the observation targets for the data collection process.  

Case studies with several MNCs and local firm are conducted with several open-

questions designed into three parts, comprise of opening question regarding some 

demographic background of interviewer, cultural aspects and control mechanism in 

order to further understand the reality and achieve different viewpoints on the topic. The 

study is exploratory because we are seeking to gain a better understanding of project 

management control process of Singapore. Through assessing the current phenomena, 

we aim to deliver an outcome in which after incorporating the consideration of cultural 

aspect, it will further enhance the performance and efficiency of the control process. 

Due to limited resource and time-constraint, our study has adopted a single data 

collection technique – semi-structured interview which is a qualitative method as 

research choices and it is a cross-sectional study since we are unable to conduct a 

longitudinal study given the constraints that we faced.  

In chapter 3, we further discuss the methodology and approach that we chose to review 

our literatures. This followed by chapter 4 in where we outline the application of the 

chosen theoretical methodology from chapter 2 and how we apply it in designing our 

research plan for our study.  
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CHAPTER 3: LITERATURE REVIEW – INTERCULTURAL 

PERSPECTIVES & PROJECT CONTROL MECHANISM  

3.1 Introduction  
This section aims to summarize the relevant literatures to the topic studied. The 

knowledge is drawn from sociology, behavioral study and project management. The 

review started by exploring the classical view of culture and control mechanism in 

project management in order to understand the root of the knowledge, and then build up 

the fundamental theory background in related to specific concepts for developing the 

directions that guide the research.   

First section addresses the cultural issues, in terms of terminology clarification of 

intercultural competences and intercultural sensitivity; introduce concept of culture, 

culture dimensions by Hofstede and GLOBE (Global Leadership and Organizational 

Behavior Effectiveness) Research Project and followed by the selection of intercultural 

dimensions that applicable for the study.  

We have particularly chosen Hofstede and GLOBE due to the reason that Hofstede is 

the most established study in the culture discipline since the 1980s; meanwhile GLOBE 

Research Project has done a remarkable cultural research project over 62 nations few 

years back in 2004, in which they successfully identified the most recent trend of 

cultural development of different nations. Moreover, these 2 studies have studied 

Singapore in detailed by comparing identical intercultural dimensions in which other 

cultural studies failed to do so. 

Second section addresses the project control mechanism in terms of different 

perspectives of organizational control, control mechanism in project management, 

project control tool and conclude by the selection of control mechanism that applicable 

for the study. 

3.2 Method and Approach to Literature Review   
Take the consideration of ontology in mind, the subject is set as an interpretive and 

constructionist study (Bryman, et.al, 2003). However, the literature review is done using 

positivist epistemology where we did a qualitative systematic inductive way to derive a 

conclusion from a big picture.  

The thesis is focusing on two aspects; intercultural and project control mechanism. The 

thesis aims to integrate these two aspects together and brought benefit to the project 

management field. However, the literature review is developed through examining two 

themes; project control mechanism and intercultural perspective, in order to create the 

best understanding of each theme before integrating these theoretical concepts into the 

research. Studies of each theme were done chronologically starting from the classical 

view point of the topic and consequently moves forward through the time to the more 

current and updated literature in the field that is relevant with the topic.  

Following relevant key words are used during the process of literature searching and 

collecting through electronic databases. The databases used were EBSCOs reference 

database Business Source Premier. Most of the articles used are obtained through Umea 

University Library Catalog. In additions, Google, Google Scholar and other websites 

are used to collect practitioner literatures as well as to get different access to various 

electronic sources besides abovementioned databases.  
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After that, we screened the journal by focusing on the more acknowledged and related 

ones. We preferred to adopt those with more relation to project management. However, 

with this new conjugation of the two fields of studies, there were not many journal 

articles that sufficiently addressed the topic (Bredillet, et.al. 2010).   

The review was structured to give an overview of the intercultural perspective first and 

move forward to the control mechanism. The aim is to identify the area and perspective 

in each theme that could be integrated together and perform an exploratory research on 

several case studies in Singapore. 

3.3 Intercultural Perspectives 

3.3.1 Intercultural Competence versus Intercultural Sensitivity 

As suggested by Bhawuk & Brislin (1992), people must be interested in other cultures, 

be aware of the cultural differences and willing to adapt and respect in order to be 

effective in another cultures. This shows the importance of intercultural sensitivity and 

awareness as well as summarized the quality of people who is intercultural sensitive.  

Bennett et.al, (2003, p.422) defined Intercultural Sensitivity as “the ability to 

discriminate and experience relevant cultural differences” and Intercultural 

Competence as “the ability to think and act in interculturally appropriate ways” and 

they argued that “greater intercultural sensitivity is associated with greater potential 

for exercising intercultural competence” successfully in a group (Bennett, et. al., 2003, 

p.422). This implies that nurture of intercultural sensitivity is an importance step for one 

to acquire intercultural competence.  

Hence, our study will focus on developing and incorporating intercultural sensitivity 

aspects into the project management control mechanism, particularly applicable on 

Singapore context, through several important cultural dimensions, which will be 

identified in following sections. This will help project manager to develop an ability to 

construe experience and manage conflicts due to culture differences throughout their 

project management process.  

3.3.2 Concept of Culture  

To comprehend the concept of intercultural sensitivity, an understanding of culture is 

very pivotal. Our study of the literature on culture discloses the fact that this concept is 

widely studied for many years and across different disciplines, yet still lack of 

consensus on the definition. One of the most comprehensive and generally accepted 

definitions of culture is offered by Kroeber & Kluckhohn (in Adler, 2008, p.18) after 

study of more than 160 different definitions of cultures: 

“Culture consists of patterns, explicit and implicit, of and for behavior acquired 

and transmitted by symbols, constituting the distinctive achievement of human 

groups, including their embodiment in artifacts; the essential core of culture 
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consists of traditional (i.e. historically derived and selected) ideas and especially 

their attached values; culture systems may, on the one hand, be considered as 

products of action, on the other, as the conditioning elements of future action.” 

The earliest influential definitions of culture is introduced by nineteenth century 

anthropologist, E.B. Tylor (in Bayles, 2009, p.16), who defines culture as “Culture or 

civilization, taken in its broad, ethnographic sense, is that complex whole which 

includes knowledge, belief, art, morals, law, custom, and any other capabilities and 

habits acquired by man as a member of society.” Hofstede (1997, p.5) defined culture 

as “the collective programming of the mind which distinguishes the members of one 

human group from another”. GLOBE research project (House, et.al, 2004, p.35) 

examines culture as practices and values, in which practices are acts or “the way things 

are done in this culture,” and values are artifacts, since they are human made, is 

referring to the judgment about “the way things should be done.” Above definitions on 

culture aims to provide a clarification on the terms since understanding the concept of 

culture is complex and difficult.  

3.3.3 Importance of Culture in Project Control 

Global business environment is increasing complex and competitive. This complexity 

requires flexibility, new way of thinking and greater understanding of various 

requirements from geographically dispersed customers (Hofner Saphiere, 1996). 

Therefore, networked organizations, team-based companies, multicultural teams are 

becoming common (Shokley-Zalaback, 2002). Multinational companies (MNCs) which 

run cross border project, heavily rely on the capability of the project managers to 

manage multicultural teams to perform the task.  

Although the nature of the project is the same, project managers in different countries 

perform differently.  This difference could be driven from the cultural distinctions in 

patterns of behaviors, thoughts and unequal importance or priority placed by project 

managers and their customers in defining project success (Zwikael, et al., 2005). Since 

many project involved international stakeholders, it is crucial to identify the cultural 

differences, which can bridge a smooth execution of the project. For instance, Zwikael, 

et. al. (2005) described the differences in project management style of Japanese and 

Israeli in managing a typical software development project. They are involving in 

projects of same nature, but facing tremendous differences in time, location, cultural 

and religions.  

Mismanaging or choosing not to recognize culture complexity can cause frustration and 

disappointment in the working process, might lose the ability to retain talented 

employees or fail to build a sustainable competitive advantage through realizing any 

potential cross-cultural tie-up (Low & Shi, 2001). Ochieng & Price (2009) found that 

project managers in MNCs who make common assumption that culture differences are 

insignificant when they draw different people from the organization to form a team will 

risk the success of the project. This is because most of the time, the failure of project is 

due to the different expectations about the purpose of team, operational method of task 

which are embedded in the organizational members‟ patterns of behavior, norms and 

thought (Deal & Peterson, 1999).  

Obviously an understanding of the concept of cultures will help the members to accept 

and adapt to those varied patterns of behavior and identities. It will stimulate innovation, 

lead to better and faster learning within the organization if otherwise managed 

successfully (Hoecklin, 1996). Hence, develop an intercultural-sensitive multicultural 
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team can help organizations to meet the challenge of globalizations and improve their 

competitiveness in global business environment. 

In order to study culture differences and impact on a particular society, one will need 

dimensions (Hofstede, 1980) for analyzing the values, beliefs and behaviors of their 

members. The next section will examine culture dimensions introduced by Hofstede 

(1980) and GLOBE research project (House, et.al., 2004), in which will be adopted as 

the core conceptual paradigm of the study.  

3.3.4 Hofstede Cultural Dimension  

Hofstede, Neuijen, Ohayv & Sander (1990) found that nationality of organizational 

members had a strong impact on the organizational culture. Hence, in order to 

understand the culture differences between countries, Hofstede has developed four 

national culture dimensions: Power Distance, Uncertainty Avoidance, Individualism – 

Collectivism and Masculinity – Femininity. This research is based on his international 

study made between 1968 and 1973, focused on IBM employees in 72 nations. Further 

research in Asian countries brought Hofstede to conclude his national culture dimension 

with the fifth factor of Confucius Dynamism, which relates to the long term and short 

term orientation of life and work (Hofstede, 1997; Helgstrand & Stuhlmacher, 1999). 

Appendix 1 provides a description for each dimension. 

Hofstede emphasized on the relationship between culture concept with management 

(hence, the project management) theories and practices as “a management technique or 

philosophy that is appropriate in one national culture is not necessarily appropriate in 

another” (Hofstede, 1984, p.1).  Since management activities involve people who have 

own culture and beliefs, which bring to the facts that no management activities could be 

neutral and “culture-free” (Bredillet, et.al. 2010).   

Hofstede research (1997) identified Singapore as a fairly masculine country which rank 

28 out of 53 (the lower the ranking, the stronger the degree of masculinity), implies that 

the  project management style of Singapore will be more concerned on task 

accomplishment  and staff motivation will be based on the acquisition of monetary 

returns instead of quality of life (Hofstede, 1980). Many researches has proved the stiff 

growth of competitiveness (masculinity) in the society and strong meritocracy, in which 

mainly due to the strong emphasize on performance-based education system of the 

young and at the same time, material success has becoming a away to represent one‟s 

social status.  As an Asian country, Singapore remains to be large on power distance, 

which rank 13 out of 53 in Hofstede rankings (the lower the ranking, the larger the 

power distance), favors the paternalistic rule (Hofstede, 1984) and respect for the 

authority of leader.  

Singapore ranked low both in individualism (41 out of 53, the lower the ranking, the 

stronger the degree of individualism) and uncertainty avoidance (53/53, the lower the 

ranking, the stronger the degree of uncertainty avoidance). Hence, Singapore is 

considered to be collectivist and poor on uncertainty avoidance (Hofstede, 1997).  In 

Singapore, the society will prefer group decision-making and value more on consensus 

and cooperation among the groups to foster supportive culture. This enhances project 

performance significantly due to the reason that the overall success of a project required 

the full commitment from the whole team as a tightly knit framework for the best 

synergies from the team members, which emphasizes the importance of collectivism 

mindset of the group.  
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Hofstede suggests simultaneous consideration of power distance and uncertainty 

avoidance dimensions as shown in Figure 2. In Singapore context, where power 

distance is high and uncertainty avoidance level is low, it implies that organization 

resembles families or a strongly tight community, power is seems to provide social 

order and harmony. Organizations are often described as centralized power structures 

and personalized relationship (Hofstede, 1997).   

       

FIGURE 2: Hofstede’s Cultural Map of the World  

Source: Enemark, S. (2007). Integrated Land-Use Management for Sustainable 

Development. International Federation of Surveyors , 

<http://www.fig.net/pub/monthly_articles/april_2007/april_2007_enemark.html> 

[Retrieved 2010-11-3] 

As for Confucian Dynamism, this dimension will be exempted from our study due to 

the lack of empirical data from Hofstede study to represent the level and degree of long-

term orientation (Confucianism) of Singapore.   

Hofstede‟s cultural dimension have been criticized for their limitation to represent the 

real cultural value of a nation due to the single company sample (Chanchani & 

Theivanathampillai, 2002) and the deterioration of data validity since the data was 

collected over thirty years old (Bredillet, et.al., 2010). Hence, the review of literature is 

further extended to examine GLOBE studies on culture, which represent a rather new 

and comprehensive view of culture.  

3.3.5 GLOBE Cultural Dimension 

Culture was defined as “shared motives, values, beliefs, identities and interpretations or 

meanings of significant events that result from common experiences of members of 

collectivities and are transmitted across age generations” (House, et. al, 2004) under 

http://www.fig.net/pub/monthly_articles/april_2007/april_2007_enemark.html


Intercultural Control Mechanism in Project Management 

 

16 | P a g e  
 

Lee Tee Ting, Somruetai Tantakitti 

GLOBE studies. Culture is divided into 9 dimensions based on the work of Hofstede 

(1980), Hofstede & Bond (1988), Kluckhohn & Strodtbeck (1961) and others. It has 

been approached through multiple level of analysis under 2 distinct ways to clearly 

define culture; content and process of culture. Content implies values, beliefs and 

implicit policies commonly held by the members of a community; meanwhile process 

defines the practices, common behaviors of entities such as schools, organizations, 

political institutions and so on (Dickson, et. al., 1999). Table 2 shows the GLOBE‟s 

approach to culture and Appendix 2 presents brief explanation of nine dimensions of 

culture under GLOBE definitions.  

TABLE 2: GLOBE’s Approach to Culture 

Unit of Analysis 

Societal 
9 dimensions of 

cultures 

9 dimensions of 

cultures 

Organizational 
9 dimensions of 

cultures 

9 dimensions of 

cultures 

Manifestation of Culture 
AS IS  

(Process) 

SHOULD BE 

(Content) 

Source: Dickson, M.W, Aditya, R.N. & Chhokar, J.S (1999). Definition and 

interpretation in cross-cultural organizational cultural research: Some pointers from the 

GLOBE research program. Chapter draft for the Handbook of Organizational Culture 

and Climate.  Thousand Oaks, CA: Sage Press, pp 1-39 

TABLE 3: Singapore’s score on GLOBE Culture Dimensions under the GLOBE 

study of 62 Societies  

Dimension Singapore – GLOBE Score 

Power Distance Practices – Moderate power inequalities  

(SIN = 4.99, MEAN = 5.17) 

Value – Greater power inequalities 

(SIN = 3.04, MEAN = 2.75) 

Uncertainty Avoidance Practices – Greater uncertainty avoidance  

(SIN = 5.31, MEAN = 4.16) 

Value – Moderate uncertainty avoidance 

(SIN = 4.22, MEAN = 4.62) 

Humane Orientation Practices – Low humane orientation 

(SIN = 3.49, MEAN = 4.09) 

Value – Great humane orientation 

(SIN = 5.79, MEAN =5.42) 

Assertiveness Practices – High assertiveness  

(SIN = 4.17, MEAN = 4.14) 

Value – High assertiveness 

(SIN = 4.41, MEAN = 3.82) 

Gender Egalitarianism Practices – Moderate gender egalitarianism  

(SIN = 3.70, MEAN = 3.37) 

Value – Moderate gender egalitarianism 

(SIN = 4.51, MEAN = 4.51) 

Future Orientation - 

Performance Orientation - 
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Individualism - Collectivism Practices – Great collectivism  

(SIN = 5.64, MEAN = 5.13) 

Value – Moderate collectivism 

(SIN = 5.50, MEAN = 5.66) 

Organizational Collectivism Practices – Great collectivism  

(SIN = 4.90, MEAN = 4.25) 

Value – Moderate collectivism 

(SIN = 4.55, MEAN = 4.72) 

Source: House, R.J., Hanges, P.J., Javidan, M., Dorfman, P.W. & Gupta, V. (2004). 

Culture, Leadership and Organizations – The GLOBE Study of 62 Societies. Sage 

Publications, Thousand Oaks, California. 

Table 3 summarizes the survey result of Singapore for GLOBE 9 culture dimensions. 

They are derived from measurement at the societal levels to represent the national 

culture, included assessment of both societal practices and values perspectives.  

The result of power distance shows that Singapore has moderate to high degree of 

power inequalities in the society. This is derived from the combination of practice and 

value, in where Singapore score of practice is 4.99, slightly lower than the grand mean 

of GLOBE Societies (62 nations) of 5.17. For the score of value, Singapore‟s mean of 

3.04 is greater than the grand mean of 2.75. This implies that power distance is less 

desirable in value term, but still the most prominent features of social practice in 

Singapore. 

For the uncertainty avoidance, higher score indicates greater uncertainty avoidance. 

Empirical findings suggests that Singapore has high uncertainty avoidance practices 

(5.31) and moderate degree of uncertainty avoidance value (4.22), in which this findings 

is consistent with the overall trend of GLOBE survey that culture which report modest 

value of uncertainty avoidance tend to demonstrate this features strongly in its society 

practices.    

GLOBE studies highlight the phenomenon of modest negative correlation between 

societal practices and values scores of humane orientation. GLOBE (House et.al, 

2004) describes that “society with low humane orientation practices will hope to realize 

higher humane orientation in their societies”. The result of Singapore is consistent with 

the overall trend of the 62 GLOBE countries under the studies. Singapore shows lower 

scoring on the assertiveness practices (4.17), in contrast, higher score on values (4.41), 

which implies that the society aspires for more assertiveness than they currently have.  

The findings on gender egalitarianism of Singapore shows indifferent between present 

practices and desired values, implies equal treatment of men and women or the 

maximum gender egalitarianism in the society.  Singapore‟s high score of collectivism 

reflects its culture features of strong focus on group interest, close family ties, authority 

is respected and male-dominance in terms of society roles.  

Evaluation on future orientation and performance orientation dimension are not 

performed on individual country basis under GLOBE studies. Hence, due to insufficient 

support of empirical findings, assessment of these two dimensions will be excluded 

from the study.  
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3.3.6 Selection of Intercultural Dimension 

Table 4 illustrates the findings of Singapore national culture on different culture 

dimensions identified by GLOBE and Hofstede under their respective studies as 

elaborated in previous section 3.3.4 and 3.3.5. The findings exhibit certain degree of 

differences among the results of the studies. Apparently, this is not unusual due to the 

difference in methodological framework or mathematical calculation of respective 

authors and more significantly due to the time period of research. Result of GLOBE 

study reveals that Singapore‟s cultural practices and values has evolved when compared 

to the situation in 1980s, in where Hofstede study was done based on IBM workers in 

Singapore.    

TABLE 4: Comparison of findings on different cultural dimensions between 

GLOBE studies and Hofstede research 

 

As mentioned by GLOBE studies (House et. al., 2004), assertiveness is originates from 

the masculinity – femininity culture dimension identified by Hofstede (1980). In addition 

to this, Hofstede‟s masculinity and femininity index addresses the materialistic 

orientation and success striving aspect of the society, which is similar to GLOBE‟s 

humane orientation dimension; in where nations which score low on the MAS index 

will be considered as relationship oriented in a high humane-oriented societies under 

GLOBE studies (House, et. al, 2004).   

Hence, this drives to the selection of Power Distance, Uncertainty Avoidance, Gender 

Egalitarianism/ Masculinity-Femininity and Individualism – Collectivism as the core 

intercultural dimensions which will be tested in our study in order to find out the most 

influential intercultural dimensions to be incorporated in the control mechanism 

(identified under section 3.4) of project management in Singapore.   

Despite some conflicting in the findings of different studies, the wisdom is to 

understand the unique dynamic of cultural contacts between two or more different 

cultures, which “go far beyond the objective measures of each culture” (House, et.al, 

2004).  GLOBE studies pointed out that what is more important is the subjective 

perception of the society members in cross-cultural settings than how a culture is 

objectively measured. It is therefore crucial to know which cultural dimension is more 

significant than others when two cultures interact with each others, in order to 

conceptualize its implications (House, et. al, 2004).  

3.3.7 Platform for the study    

Running a project always involves different people who have own beliefs and values, 

own way of doing things, yet, expecting others to work in accordance to their culture. 

They are required to work together in order to achieve a common project objectives, 

which most of the times, culture difference and misunderstanding is the driver of 

conflicts and project failure (Muller, et. al, 2008).  

 
Power 

Distance 

Uncertainty 

Avoidance 

Gender 

Egalitarianism/ 

Masculinity 
Assertiveness 

Humane 

Orientation 

Individualism

- Collectivism 

GLOBE High Mod-High Moderate High High Moderate 

Hofstede High Low Mod - High - - High 
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Although literatures on cross-cultural studies which address management issues, 

globalization, and international business are abundant in the academic field, there is still 

lack of research focuses directly on the linkage between cultural issues with project 

management deployment (Bredillet, et.al, 2010). Various studies by different authors in 

this area show both theoretical and practical needs for further research in this discipline. 

For instance, study on intercultural sensitivity by Hammer & Bennett and cultural 

investigation on construction industry in Singapore by Low & Shi as well as Low & 

Leong are particularly useful and inspiring. This stimulates our interest to focus the 

study on researching the most influential intercultural dimensions in relevant to the 

project management field in Singapore. By answer our research question, we hope to 

find out if intercultural sensitive project control mechanism will benefit the project 

manager in Singapore and enhance success in project management.  

Furthermore, this study is to assist project manager in Singapore to further understand 

and consider above identify culture dimensions throughout their project control process, 

try to reconcile the cultural differences in order to manage project more effectively and 

minimize the gap of diversity.  

Having reviewed the culture literature as it relates to the research question, the 

following section will focus on project control mechanism literature.  

3.4 Project Control Mechanism 
In this section, we will highlight the origin of the organizational control concept and 

present the organizational control mechanism, its usage in project management and 

conclude to the mechanisms considered for our study. We have directed our research 

toward the mechanism side of the control as it is the behavioral study of human 

interaction (Kirsch, 1996) which we assumed it could be better related with the 

intercultural aspect. 

3.4.1 Traditional View of Organizational Control and Control Mechanism 

The control system is root in the study of the social origins and social consequences. 

Organizational Control is defined by Etzioni (1961, 1965) as a control in organization 

as equivalent to power exerting to influence people. He identified three sources of 

organizational power or control and corresponding form of employee involvement; (i) 

remunerative power and calculative commitment; (ii) coercive power and alienative 

commitment; (iii) normative (symbolic) power and moral commitment. Each form of 

commitment is the responsive to the form of control exercise over the individual 

(Hornung, 2010).  

Different stream of study in Organizational Control includes Tannenbaum (1968) who 

defines organizational control as sum of interpersonal influence and relations in an 

organization. This is supported by Flamholtz, et. al. (1985) where he described 

organizational control as a process of influencing the behavior of people as members of 

a formal organization. Nonetheless these streams possess similarity in the objective 

which is to manage the interaction between people within organization.  

To bring the control further to the functionality in the organization, all the 

organizational control helps organization aligns its goals and resources and is exercised 

through Control Mechanism (Kirsch, 1996). 

Ouchi (1979), taken similar line of study to Etzioni‟s power-influence approach, 

introduced reciprocity mechanism theory and view control as a problem in the 
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information flow. He dominated the field for other academic works in organizational 

control mechanism. He suggested basis concept of the control mechanism applicable to 

organization in term of (i) Market, (ii) Bureaucracy (Behavioral, Outcome) and (iii) 

Clan control. Each mechanism has its own characteristics and manages different aspect 

of controls.  

Ouchi (1978) later expands the idea on bureaucracy hierarchical model which he found 

the problem of control loss in the hierarchical. He divided this control into behavior 

control and output control which behave differently in the transmission. Behavior 

control is context specific and cannot be expected to show high inter-level consistency 

or transmission. This control strategy could be applied when the transformation process 

has the perfect knowledge; the organizations know the behaviors and processes that 

transform the input to output. Output control is transmitted through three level of 

hierarchy; department manager, assistant department manager, and other. This output 

control is appropriate when the result is measurable. 

The summary of each control system is presented in Table 5 (adopted from Martin. J.R. 

(2010) summary of Ouchi‟s work) 

TABLE 5: Ouchi's Control Mechanisms Summary 

 Market Bureaucracy Clan 

Social agreement Reciprocity Reciprocity and 

authority 

Reciprocity, 

authority, share 

value and belief 

Nature Explicit, 

competitive 

Explicit rules and 

regulations 

Implicit – tradition 

Accessibility and 

understandability 

to newcomers 

Accessible and 

understandable 

Accessible and 

understandable 

Inaccessible and 

not understandable  

Development of the 

mechanism 

Supply and demand Must be created or 

designed 

Naturally 

Applicable method 

of controlling 

people 

Self select based on 

price mechanism 

Select employee 

with little 

screening and 

design a system to 

instruct, monitor 

and evaluate them 

Select employee 

with careful 

screening to insure 

the skills and value 

needed 

Cost – search & 

acquisition 

Variable Low cost High cost 

Cost – Training  Zero Low cost High cost 

Cost - Supervision Zero High cost Low cost 

Timing, need and 

feasibility of 

defining the process 

and measuring 

efficiency 

Not needed Short run, critical 

need 

Long run, less 

significant need. 

Process may be 

black box plus high 

interdependence 

and synergy 
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Way to obtain 

commitment to 

organization’s 

objective 

Self interest based 

on price mechanism 

Self interest 

supported and 

motivated by 

training, rules and 

close supervision 

to insure 

compliance 

Self interest based 

on common values 

Condition for most 

efficiency from the 

control mechanism 

Low 

interdependence, 

single task or 

exchange, when it 

is feasible and 

economical to 

establish 

competitive market 

price for each 

multi-task or 

exchange 

Levels of worker 

diversity and 

employee turnover 

are high, the level 

of interdependence 

is low and clarity 

of individual 

performance 

measurement is 

high.  

 

Low level of 

worker diversity 

and turnover, high 

level of 

interdependence, 

clarity of individual 

performance is low 

and teamwork is 

critical 

 

Ouchi (1979) stressed all organizations have hybrid structure which comprises of all the 

three elements of control. Each organization must design the system and find the weight 

of mixture to find the balance that match the organizational context.  

3.4.2 Control Mechanism in Project Management 

Kirsch (1996) with the idea of informal and formal control (Jaworski, 1988) refined 

Ouchi‟s work by cutting market control and adding the self control. This new category 

of self-control was also supported by Bandura (1977), Mills (1983) and Ashford & Tsui 

(1991). Self management is based on individual value system and is often referred to as 

inner frame, cognitive map or schema and stems from individual objectives and 

standards which are in contrast to the clan control, a function of being socialized into a 

group (Jaworski, 1988).  

It is important to mention Kirsch‟s work as it will be used to develop the relevancy into 

the project management field in the following section. The Table 6 below summarizes 

the characteristic of the four mechanisms of control (ibid).  

TABLE 6: Four Mechanisms of Control by Kirsch (1996) 

Mechanism Characteristics 

Behavior Control Behaviors that transform input to outputs are known, controller 

monitors and evaluates controlee‟s behaviors, explicit link 

between extrinsic rewards and following behaviors 

Outcome Control Desired task outcome are known and measurable, controller 

evaluates whether outcome were met, explicit link exists 

between extrinsic rewards and producing outcomes 
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Clan Control Task-related behaviors and outcomes are not pre-specified, 

goals are determined by clan and evolve during the task period, 

clan identifies and reinforces acceptable behaviors, rewards are 

based on acting in accordance with clan‟s value and attitude, 

shared experience – value – beliefs among the clan members, 

members exhibit strong commitment to the clan 

Self-Control Controlee sets own task goals and procedures, controlee is 

intrinsically motivated, controlee engages in self monitoring 

and self evaluation, rewards are based partly on controlee‟s 

ability to self manage 

 

3.4.3 Control Mechanism in Project Management 

Nieminen & Lehtonen (2008) developed a framework combining Ouchi‟s (1979 and 

Kirsch‟s (1996) and applied it in project management field. They observed several cases 

in program aiming to create organizational change and listed 23 control tools and 

categorized them under three control mechanisms; bureaucratic, clan and self-control.  

Instead, they introduce the term Control Mode to use instead of mechanisms presented 

by Ouchi and Kirsch. They use Control Mechanism to name the tools. They also further 

stressed the complementary role of mechanism like what Ouchi (1979) has claim on the 

overlapping of the combination of several mechanism which the mix is determined by 

contextual situation of the organization.  

3.4.4 Project Control Tool 

Normally, the project control process is mostly expressed in term of earn value analysis 

or other progress report, budget, and financial control (Kerzner, 1995). However, due to 

the increasing uncertainty and complexity of current organizational environment, and in 

relation to culture studies implementation of project is no longer a linear process where 

delivery of successful outcomes is mainly depends on goal accomplishment of pre-

determined time, quality and cost target (Bourne & Walker, 2005). It could be seen that 

majority of control mechanism or system is cultural „indifferent‟ or that when people 

use the tools, they are not considering cultural factors.  

Project control which is essential for a successful delivery of project should require 

more than achieving baseline target. According to Bourne & Walker (2005), project 

control process includes 3 different dimensions, a holistic approach of develop and 

monitor the plan, schedule, project scope and cost budgeting which will serve as a 

communication device to deliver the appropriate information to every party that have 

interest in the project. These 3 dimensions include monitoring and implementing 

strategy, managing relationship with project stakeholders (project sponsor, project team, 

follower, clients, and suppliers) and satisfying their expectations. Thus, today‟s 

multicultural environment requires project manager to deliver outcomes which not only 

meeting the baseline requirements but as well fulfilling the expectation of stakeholders 

that operate within it. (Mintzberg, 1989; Viney, 1997; Theilen, 1999) Hence, where 

culture is taken into consideration, the project control to achieve the successful 

implementation of the project would be set in this thesis in term of the control 

mechanism tool point of view where it operates under sociological studies and relates 

directly to human aspects.  
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The work of Nieminen & Lehtonen (2008) presented several controlling tools, and is 

regarded by them as an important apparatus for control mechanism to function. The 

summary of the tools are presented in the table below.  

TABLE7: Summary of Control Tools 

 Control Mode 

Bureaucratic Control Clan Control Self-Control 

Control 

Mechanisms 

Boundary Mechanisms 

- Rules, Directives 

- Code of Conduct 

- Operation Limits 

- Operating Directives 

Belief 

Mechanisms 

- Mission 

Statement 

- Vision 

- Core 

Values 

Autonomy, Three 

levels 

- Decision 

power on 

daily 

mattes of 

the project 

- Decision 

power on 

working 

methods 

of the 

project 

- Decision 

power on 

project 

goals 

Diagnostic Mechanisms 

- Project Plans 

- Budgets, monitoring 

on spending 

- Human resource 

allocation 

- Schedules 

- Goal setting 

- Performance 

measurement 

- Incentives bonuses, 

pay b results 

- Reporting 

- Formal meetings 

- Personal surveillance 

- Surveillance through 

other informants 

Interactive 

Mechanisms 

- Project 

manager 

selection 

- Training 

- Discussion

s 

- Informal 

events 

- Team 

Control 

- Goal 

Oriented 

working 

culture 

 

 

3.4.5 Platform for the study  

Martin J.R. (2010) suggested that the conflict exists where the divergence of society has 

created higher trend for pluralistic characteristic with several diverse ethnic and cultural 

group but becoming more interdependent. In a common term, there is a need for 

multicultural team to work together but it is hard to do so or to create the mechanism to 

fit this new trend.   

Ross, E.A. (1896) has argued that the belief system (or the clan type) has more control 

on human behavior than law and regulation (bureaucracy) no matter forms the beliefs 

take. He stresses the importance to see the culture and this also implies the mechanism 

in term of culture differences control could yield greater results.  

With the view to understand how organizational control mechanisms could be cultural 

sensitivity, the majority  of viewing the control tool in term of earn value or financial or 

time cost quality could not be appropriate to apply to our study. We took the view of 

Nieminen & Lehtonen (2008) classification of control mode rooted in the social human 

interaction background in to our studies to incorporate with the intercultural perspective. 
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We would like to investigate the control mechanisms with various type of industry that 

has a project management practice in Singapore. With this, we would like to identify the 

most used mechanism and which control mode would be best in incorporating the 

cultural sensitivity. In this way we could suggest the framework for further developing 

control tool which benefit the cultural control.    

3.5 Knowledge Gap and Justification to Continue 
As pointed out by Bredillet, lack of research on possible impact of culture on project 

management has urged the needs of further study to address the knowledge gap in this 

area. The abundant research on culture studies on other management and business field 

provided a strong evident on the positive relation between culture issues on project 

management discipline (Bredillet, et.al., 2010).  

Moreover, project management is an activity that involves different players; it is a 

philosophy of managing human behavior in terms of handling various project 

stakeholders. They are very much influenced by own cultural background; who can 

either positively or detrimentally impacts the success of project from different angles 

within any organization. This is due to the fact that these stakeholders will have certain 

expectations, and consequently, engages in certain types of behavior, in which 

sometimes constructive but sometimes destructive; the impacts on project will be even 

greater in the context of multicultural environment (Burchell et. al., 2008; Bredillet, 

et.al., 2009; Ochieng, et.al., 2009). Often, these are the most influential factors which 

counter with project manager‟s objective in accomplishing defined strategy and project 

completion timeline. 

This study aims to generate a bridge between culture issues and project management 

control mechanism for a better understanding of soft aspects and hard aspects, which 

both have strong impact on project success, particularly on Singapore context. In order 

to achieve successful outcome, project manager need appropriate skills to maximize the 

potential positive outcome while minimize the potential negative impact that culture 

differences will have on the project. This thesis will incorporate soft competency of 

intercultural effectiveness such as network and relationship building, communication, 

culture awareness into the application of control mechanisms to balance different 

interests, manage the sometimes hidden and conflicting agendas due to the cultural 

diversity of multiple stakeholders throughout the entire project management process.  

Further research could be developed on justifying the feasible of implementation and 

quantitative validation of the developed framework in relation to the application in 

Singapore project management field and resolves the intercultural challenges identified 

under the study.  

3.6 Research Propositions for the study 
Following conclusion are developed based on the result of the studies of literature for 

both cultural aspects and control mechanism of project management.  

1. Project Management is highly influenced by the culture of the people who manage 

and are managed (internal and external stakeholders). Hence, it is important for the 

successful project management to consider the diverse dimensions and be 

intercultural sensitive.   

2. Project Management Control Mechanism does consider the controlling aspect of 

human behavior, which is not cultural „indifferent‟.  Nonetheless, there is no one 
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best way for all the contexts. Thus, „context specific‟ and „cultural sensitive‟ 

control mechanism is inevitable for the application in project management field in 

Singapore.  

From above conclusions, it shows the needs to develop a theoretical framework which 

could be useful in incorporating intercultural dimensions and control mechanism of 

project management for application in Singapore context. Hence, the remaining parts of 

the study will be pursued as presented in following Figure 3 

 

 

FIGURE 3: Research Model of our study 

The underlying propositions of the study are:- 

P1: There is different degree of importance among identified intercultural dimensions 

(Section 4.1.5) in the project management field in Singapore. 

P2:  There is common appropriate way of control in project management field in 

Singapore. 

P3: The integration of most influential intercultural dimensions into the most common 

way of project management control mechanism is perceived to bring promising 

outcome of project implementation in Singapore.  

The study will be done following qualitative and inductive approach. We will be doing 

several case studies focusing on several projects and organizations. Semi-structured 

interview will be arranged to access the data. The aim of the case studies is to determine 

if the project managers are aware of the intercultural issues and the control mechanism 

to counter, which is the most effective control.  On the other hands, if there was no 

existing incorporation in the control mechanism, the study aims to determine which 

control mechanism would be most appropriate to incorporate the influential intercultural 

sensitivity dimensions and hope to found beneficial to Singapore society. 
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CHAPTER 4: RESEARCH DESIGN 

4.1 Introduction  
This chapter discusses the research design of our study. It outlines the underlying 

research assumptions of the various decisions that had been made throughout our 

research process, including the choices of research area, the selection of research 

strategies and data collection techniques. Research stages of our study, data display 

method and analysis, discussion on validity and reliability of data as well as ethical 

considerations of research were presented.  

4.2 Underlying Research Assumptions 
After conducting a literature review which has involved extensive research on databases 

and academic resources, we could not find sufficient literature on intercultural issues in 

related to the project management field in Singapore context. We did find three case 

studies that cover the cultural issues in project management field in Singapore 

construction industry. Low & Shi (2001) studied the cultural influences on 

organizational processes, differentiate Singaporean and Chinese culture and identified 

the cross-cultural influences of these two cultures on project effectiveness. Another 

thesis is focused on study of Asian management style through Western management 

theories in construction project management for a typical family-run construction firm 

in Singapore (Low & Leong, 2001). Power distance, one of the intercultural dimensions 

of our study, has been studied in depth by Tan & Chong (2003), in related to its 

implication for project managers in Singapore construction organizations. Nonetheless, 

these three studies have focused on construction industry as their unit of research. These 

different academic efforts in exploring different aspects of culture, although in a narrow 

scope of Singapore project management field, proposed the needs of further research in 

this area. As observed by Bredillet (2010), there is a lack of research on the culture 

impact on project management in general, not to mention a country-specific research. 

Thus, we believe it is crucial and worth pursuing an in-depth study on culture issues in 

Singapore project management discipline.  

Our study will focus on the Singapore project management field as a whole; targeted 

company of research will be non-industry specific, aim to yield a holistic view of the 

cultural influences in project management field in Singapore.  Bredillet (2010) stressed 

that most of the management activities are influenced by culture, it is increasingly 

important to understand the links between cultures to the behavior of project team, 

organizations as well as the management differences. Hence, assessing current situation 

and obtaining new insights of this area is significant.  

Therefore, our study is structured to be exploratory, undertake an inductive approach 

and qualitative investigation through semi-structured interviews. We will be doing 

several case studies focusing on several projects and organizations from different 

industries. Semi-structured interview will be arranged to access the data. The aim of 

multiple case studies is to determine if the project managers are aware of the 

intercultural issues and the control mechanism to counter, which is the most effective 

control.  On the other hands, if there was no existing incorporation of cultural aspects in 

the control mechanism, the study aims to determine which control mechanism would be 

most appropriate to incorporate the most influential intercultural sensitivity dimensions 

with the hope to deliver beneficial to Singapore society. 
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4.3 Preconceptions 
Our interest in studying „cultures issues‟ was first developed during the first semester of 

our master program in Heriot-Watt University in Edinburgh, UK. We were much 

inspired by Strategic Change course taught by Professor Robert Graham in Heriot-Watt 

University, where we learnt different aspects of organizational change, the nature of 

change, which is complex and diverse. This is especially true because most of the time, 

change is about people, changing people and the way they behave is the only way to 

bring some successful changes to the organization structure and system. We have 

realized that the culture of people in the organization is of the central importance. 

Diversity in cultures leads to complexity and urges the needs of a context-sensitive 

approach to tackle organizational change. Based on this knowledge, we developed our 

first proposal around the topic of soft aspect in affecting project implementation success.  

Our interest have been further cultivated under a special lecture by Mrs. Raffaella Bossi 

Fornarini in MIP, Politecnico Di Milano, Italy. This special lecture focused on different 

aspects of culture which can influence the success of project implementation. We later 

have developed the scope of our master thesis with the help and advices from Mrs. 

Fornarini and Professor Antonio Calabrese. We would like to dedicate many thanks to 

them in guiding us in the learning process of developing our idea and narrowing down 

our research scope.  

This prior interest and knowledge that we get throughout our master program, together 

with the advices and suggestions from our thesis supervisor, Professor Tomas 

Blomquist, has lead us to finalize our thesis proposal on the intercultural issues of 

project control mechanism in Singapore. We consolidate the idea and embark our 

research journey in Umea University with the support from our supervisor and fellow 

classmates.  

4.4 Purpose of the study 
A clear research purpose will help to identify the correct research method and data 

collection techniques in order to answer the predetermined research question to achieve 

research objectives (Saunders, 2007). Our research purpose is to explore the positive 

relationship between culture and project control mechanism for a better project outcome. 

Research will be extended to seek new insights of project management disciplines in 

Singapore, opt to include important, yet new issue into the project control process. This 

will provide a guideline for project managers to better manage project team members 

from different cultural background, in which will aid them to attain the project goals 

successfully. This finding will be particularly useful to managers in global organizations 

who manage multicultural team and for organization who design the control mechanism 

for project management.   

4.5 Case Study Design 
Research design is to consolidate research question and objectives into a concrete 

research plan. It involves research strategies, research choices and time horizons 

(Saunders et. al, 2007). Case study research involves an intensive examination of “a 

particular contemporary phenomenon within its real life context using multiple sources 

of evidence” (Robson, 2002, p.178). It is very useful in gaining an in-depth 

understanding of a particular subject considering the complexity and the nature of the 

case.  
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In order explore deeper and gain a rich understanding of the context of project 

management discipline in Singapore, we decided to choose case study as our research 

strategy. Following table summarizes our research design criteria applicable for our case 

study strategy.  

TABLE 8: Case study design criteria of the study - Study of Intercultural 

Challenges in Control Mechanism in PM, Singapore 

Case study Strategy 
Multiple case  

Embedded case (unit of analysis)  

Time Horizon Cross-sectional 

Research Focus  A single location - Singapore 

Research Choice Mono method -  Interview (Qualitative) 

Data collection technique Semi-structured interview 

 

Yin (1989) classified case study strategies into two dimensions: single case versus 

multiple cases; holistic case versus embedded case. Single case is often used where it 

represents some extreme or critical case which represents a certain unique phenomenon; 

while multiple cases are more often used to identify generalization if possible. We 

decided to use multiple small cases from any company which involves in project 

management field to portray the real phenomenon and context of Singapore. We aim to 

conduct comparison, search for similarities or differences or alternatively the possibility 

to generalize findings to represent certain reality particularly in Singapore as a mean to 

incorporate theoretical reflection into real practice in the field. 

Second dimension of Yin is holistic versus embedded, which is refer to the unit of 

analysis. Holistic case study is focusing one sole element in the analysis process while 

embedded research is concerned more on analyzing several sub-elements or units 

included within one big area (Saunders, 2007).  Our study is embedded case study since 

we involved two units of analysis, i.e. the „Intercultural Dimension‟ – Power Distance, 

Uncertainty Avoidance, Gender Egalitarianism/ Masculinity-Femininity and 

Individualism -Collectivism and „Control Mechanism‟ – Bureaucratic Control, Clan 

Control and Self-Control; within the project management setting in Singapore.  Our 

study is a cross-sectional study; only represent a „snapshot‟ of a particular time period 

due to the time constrained factor of our research.  

As suggested by Stake (1995), case study research can be classified into four different 

types of design, in where the focus of case is a single organization, a single location, a 

person or a single event. Our case study is based on Singapore (single location) with 

several organizations (multiple cases) as research target.  

The choice of location is solidified after we fully developed the topic. Initially, we were 

we were thinking about researching Italian Companies as we majorly conceptualized 

our idea for the topic and content of this thesis during our period of study in MIP, Milan. 

However, considering our language barriers and the ability to connect and get contacts, 

we are forced to forgo the idea of Italian companies, instead finalized our choices to 

Singapore, Thailand, Malaysia, and Japan. 

The reason we chose Singapore is that it is the country in where English is the main 

official language where the interviewees would be able to converse with us in English 

without any difficulties to avoid any bias in the results. For example, if we choose Japan 
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or Thailand, only one of us is able to understand the interviewee. In consequence, we 

may not be able to discuss the result effectively during the analysis process. 

Furthermore, we were able to list the most contacts in term of numbers from Singapore.  

In addition, Singapore would provide a good location for study, since many Multi 

National Companies (MNCs) use the location as a hub for penetrating East-Asian 

market. Therefore, expertise and staffs from all over the world, with different beliefs 

and background, are forming multicultural teams and contributing their knowledge and 

efforts here in Singapore.  

Research choice of our study is mono method of data collection technique – semi-

structured interview to answer our research questions. Initially, research design aimed to 

collect data through both quantitative and qualitative methods; a combination of 

interviews with real practitioners in the field and a survey through structured 

questionnaire. This method will enable us to use our quantitative result from structured 

questionnaire to triangulating qualitative data collected from the semi-structure 

interviews.  

However, we faced difficulty in identifying suitable sampling frame and sample size for 

conducting questionnaire survey and could not fully secure the feedback quantity as 

well as control the feedback quality. We decided to focus on using semi-structure 

interview to collect data. This is the most suitable way to collect opinions and 

suggestions or to seek new insights about the topic due to the nature of qualitative study 

mainly focuses on words than numbers while collecting and analyzing the data (Bryman 

& Bell, 2003) and the questionnaires may end up providing us with statistics and may 

not able to provide interpretive discussions. We will conduct qualitative data analysis 

procedures such as data tabulation and categorization in the result analysis process.  

4.6 Data Collection  
This section will have a thorough discuss on our data collection process which involved 

six interviews; start with an elaboration on type of interview, access of a data, interview 

guide and critique on the usage of semi-structured interview.  

4.6.1 Type of Interview 

Our focal of analysis is to collect opinions and suggestion relevant to intercultural 

aspects and control mechanism currently under implementation in the project 

management field in Singapore. The study will focus on the perceptions of „Project 

Manager‟ or „Project Team Coordinator‟ since they all have experience in management 

of projects and usage of different mechanism for management and coordination. These 

research participants (respondent) are generally from MNCs, besides C4, Mr. JG from a 

local fire safety consultant firm (Table 9), they are consistently exposed to cultures 

differences and need to adopt and response smartly and quickly.   

Interviews can be classified into formal/ standardized interviews, using highly 

structured question for respondent to answer, or they can be informal/ non-standardized 

interview (Saunders, 2007; Healey, et.al, 1993). After discussions and investigations of 

different research techniques, we decided to conduct a semi-structure interview to 

collect data. A semi-structured interview is classified as non-standardized and often 

referred as „qualitative research interview‟ (King, 1994).The interview process is 

flexible, not all the questions are included in the interview guide, which is a list of 

standard questions to be covered (Bryman & Bell, 2003). Interviewer can left out or 

pick up new but relevant questions encountered in the interview process; order of 
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questions and length of interview varies from one interview to the others depend on the 

flow of conversation (Saunders, et.al., 2007).   

We prepared our interview guide surrounding two areas of our thesis; intercultural 

aspects and control mechanism. This interview guide is a combination of open questions 

(unstructured) with structured questions which have a set of standardized options for 

respondents to choose from. The questions are set according to the literature review and 

what we were aiming to achieve with the research question identified in the previous 

chapter. The research questions are: 

- How dimensions of intercultural sensitivity could be incorporate in the project 

control mechanism. 

- Would it bring benefit to the project managers and help them manage the 

cultural problem and enhance success in project management 

With this in mind and the development of what we aimed to find out from the literature 

review, we listed out possible questions and discussed with our supervisor before 

finalizing the set of the questions; meanwhile, we tried to contact and secure potential 

respondent for the interview.  

4.6.2 Access to Data 

Primary study was conducted through initial contact of 20 people on a personal basis. 

We aimed to understand the nature of their jobs and ensured the relevancy to our topic 

of study. The contacts were gathered from personal contacts and they are based in 

different companies and industries in Singapore.  

The primary questions that we asked in order to ensure the fit are: 

- Do you know and accustomed to „project management‟? 

- Do you work with several people from different backgrounds and interact with 

them on daily basis, or work with them in several projects? 

We had successfully engaged 6 interviewees that fit our profile and had the time 

available for us. Secondary study was conducted through email; we sent the cover letter 

and the interview guide for participant as well as arranged interview time with them. 

The low response rate is due to the limited time of research and the availability of the 

person during the time period. We conducted Skype interview during Monday 29 

November to Monday 6 December 2010 with each of them. Each interview took 

roughly 50 minutes to one hour and a half. There was one respondent prefer the 

interview through typing in responding to our interview guide (question list). Further 

questions for clarification or seeking better understanding of the feedback sent 

afterward. All of these respondents are come from the 6 different companies in various 

industries in Singapore.  

Unfortunately, not all the participants prefer to disclose all the information, hence, some 

of the information are set to remain confidential and we use fictitious labels. 

Nonetheless, we are trying our best to disclose as much data as possible for the 

understanding of the reader and analysis purpose. The profiles of each respondent are 

summarized as in below Table 9 shows the nature of the job of each case study. For all 

the six interviews, we took notes for our data analysis purpose. 
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TABLE 9: Profile of Respondents of our semi-structured interview 

Case C1 C2 C3 C4 C5 C6 

Company Bloomberg 

L.P.  

(Bloomber

g) 

 HSBC Starwood Hotels & 

Resorts 

Worldwide, Inc. 

(Starwood) 

Mainsolutions Pte. 

Ltd. (MPL) 

Co. A Co. B 

Nature of 

Industry 

Financial 

software, 

news, and 

data 

company 

Financial 

Services 

International Hotel 

Management; 

Hospitality  

Construction 

Contractor – Fire 

Safety Consulting 

Oil and Gas Private Bank / 

Investment Bank 

Personnel in 

contact 

Mr. M Mr. JZ Miss Ashley Loy 

(Ms. AL) 

Mr. Jimmy Goh 

(Mr. JG) 

Mr. Lionel Chua 

(Mr. LC) 

Mr. CN 

Background 

(ethnic/ 

education) 

Chinese, 

Educated 

in 

Singapore 

Chinese, 

Educated in 

Singapore 

Chinese, Educated 

in Singapore 

Chinese, Educated 

in Singapore 

Chinese, Educated 

in Singapore 

Chinese, Educated 

in Singapore 

Position/Departm

ent 

Project 

manager in 

Sales 

Project manager 

in Sales 

Assistant Manager 

in Acquisition and 

Development 

Project Manager Performance 

Analyst & Project 

Coordinator 

Process 

Coordinator; PMO 

Years in Position  4 years  5 months  2 years  4 years  1.5 years 4 months 

Date and time 

interviewed 

(Singapore Time) 

29/11/201

0; 9:00 PM 

29/11/2010; 

10:00 PM 

2/12/2010; 6:30 

PM 

4/12/2010; 8:30 

AM 

4/12/2010; 10:00 

PM 

6/12/2010; 11:00 

PM 

Time Used 1:00 Hr Received a filled 

in answer in the 

questionnaires 

thesis 

0:55 Hr 1:28 Hr 0:50 Hr 0:50 Hr 

Contact n/a n/a ashleyloy@ymail.c

om 

jeemee.g@gmail.c

om 

Lionel.chua.2005

@ smu.edu.sg 

n/a 
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4.6.3 The Interview Guide  

Interview guide is a brief list of issues to be addressed or questions to be asked in a semi-

structured interview. Bryman & Bell (2003) suggests several elements that can be take into 

consideration during preparation of interview guide as following:-  

- Formulate the interview questions in a way that can answer the research questions 

- Try to use a language that is simple, clear and relevant to the respondents 

- Recording the interview process for a better conceptualizing respondent‟s answer and 

reduce error of misinterpretation  

Our interview guide is divided into three parts:-   

(i) General Questions; within this part, we enquired about the demographic 

background of respondent, the nature of the work they are doing in relation to 

project management and the scope of responsibility.  

(ii) Cultural Aspect; this section aims to identify the most influential intercultural 

dimensions of the country studied. The respondents are to identify their nature of 

working style, working environment, organizational system within the four 

selected intercultural dimensions (Power Distance, Uncertainty Avoidance, 

Gender Egalitarianism/ Masculinity-Femininity and Individualism – Collectivism) 

from the literature review. Eleven questions are developed based on the source 

mainly from the work of Hofstede (1997) and GLOBE studies (House, et.al. 2004). 

(iii) Project Control Mechanism; this section aims to identify the most use mode of 

control mechanism in their normal project related field and the questions also aim 

to find out, if taking in consideration of the intercultural diversity of the 

team/person in contacts, which mechanism would be best in controlling the 

interaction among them to achieve the project success. The third section also aims 

to identify the link of the two fields of cultural and control mechanism which we 

aim to establish as an objective of this thesis. The source and basis of developing 

five broad questions were mainly from the work of Nieminen & Lehtonen (2008).  

 

We aimed to find the application mainly at the „control mode‟ level and not to 

identify in the specific control tool level as it would be too narrow and too detailed 

for our analysis. We were limited with the time constraint and the complexity in 

combining the intercultural aspects. Hence, the mode in discuss are classified as:  

1. Bureaucratic Control 

a. Boundary Mechanisms 

b. Diagnostic Mechanisms 

2. Clan Control 

a. Belief Mechanisms 

b. Interactive Mechanisms 

3. Self Control 

a. Autonomy – 3 levels 

In section (ii) we enclosed the table listing the „Intercultural dimension‟ and in section (iii) we 

enclosed the control mode category; Table 7 from literature review. This is for the 

respondents to understand and able to accurately response with full understanding of our topic.  
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The interview invitation letter and interview guides (respondent) could be found in Appendix 

3 and Appendix 4 respectively. We also developed an interview guide for interviewer to ease 

the process and enable us to run a smooth interview. It is also enclosed in Appendix 5. 

4.6.4 Critiques of Semi-Structured Interviews 

As observed by Saunders, et. al. (2007), most of the time semi-structured interviews will 

receive critiques on data quality issues, in term of reliability, form of bias and validity and 

generalisability.  

The lack of standardization or formalization of semi-structured interview always leads to the 

problem of reliability of data quality. Although flexibility of semi-structured interview can 

provide opportunity to explore new events, however, this unstructured exploration, sometimes, 

may cause bias in the process, such as interviewees feel reluctant to disclose certain 

confidential issues, which end up providing a „partial‟ explanation of a particular situation 

(Saunders, et. al, 2007). The result of this interview is no longer valid for any generation of 

conclusion. Generalisability of findings from semi-structured interview is always an issue due 

to the small and unrepresentative numbers of cases.  

In order to overcoming above data quality issue of semi-structured interview, we try to 

prepare carefully before the interview and study the background of companies and industry 

that interviewees involve in. This has fostered a smooth conversation with interviewees and 

they are more willing to share especially when we have the same level of knowledge or 

interest on certain issues.  

On the other hands, we provided interviewees with the interview guide one week before the 

appointed interview. This allowed interviewees to have time to consider the information being 

requested and decide the degree of disclosure of information during the interview. Moreover, 

we tried to schedule the interviews at night, where interviewees has finished their work and 

returned home. This provides interviewees some time to relax and offer a quiet location for 

the interview to take place.  This arrangement has contributed to the quality of research in 

terms of effective communication and better audio recording of interview.  

4.7 Research Stages 
Following Figure 4 presents the research process of our study. We start our research process 

from defining the definition and assumption of our study. We studied about available project 

control mechanism in the field and empirical studies on impact of culture in business and 

management discipline by Hofstede and GLOBE study. From the investigation, we realized 

that culture is not neutral; stereotype, norm, beliefs and personal behavior will influence 

project performance, thus, it is crucial to be cultural-sensitive when managing and controlling 

the implementation of project. 

From here, we identified the needs to further study about the link between culture and project 

control process in particular. We decided to adopt case study strategy and finalized the focal 

of our study as intercultural dimension and control mechanism. We continue the research 

process with our research design by proposing our research direction in terms of research 

strategies, research choices and time horizons (Section 4.5).  

Data collection is conducted through semi-structured interview with 6 „Project Manager‟ or 

„Project Team Coordinator‟ in Singapore (Section 4.6.2). This will be followed up with the 

data analysis and discussion part and finally conclusion will be drawn based on the findings. 
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We hope to suggest a guideline or framework for project manager to incorporate or consider 

the intercultural dimension into their control process to manage intercultural issue for better 

outcome in term of project performance and development of staffs‟ soft skills/ mindset in 

Singapore context. 

 
FIGURE 4: Research Process of our study - Study of Intercultural Challenges in 

Control Mechanism in PM, Singapore 

 

4.8 Data Display and Analysis 
Data display and analysis approach is introduced by Miles & Huberman (1994) particularly 

for doing analysis on qualitative data. It comprises of 3 sub-processes: data reduction, data 

display and conclusion drawings and verification.  

4.8.1 Data Reduction 

Data reduction is a process to summarize and simplify the data collected. The aim of this 

process is to focus on some important part of the data and transform it into valuable 

information. At the beginning of the process, we did not specify the template to gather the 

data from the interview. We only printed out the interview guide for interviewer and note 

down the responses from the interview. After the first interview, we realized a better way to 

Research 
Problem

• Define origin, definition and assumption of the topic

• Define available project control mechanism 

• Define cultures, why cultures are important in project control 
process?  

Problem 
presentation

• Conceptual context

• Categorize different studies

• Identify intercultural dimension applicable for the study

• Identify control mechanism applicable for the study.

Research 
Design 

• Define research strategies

• Define research choices

• Define time horizons of the study

Data 
Collection

• Semi-structured interview

• Qualitative data collection and analysis

Emperical 
Observation

• Presentation of findings

• Integrate culture aspects into contol mechanism of the industry
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approach the questions with the interviewees, allow them to understand better what we aimed 

to find out from the interview. The respondents were really helpful and gave us additional 

information from what he/she observed during the working experiences and that they deemed 

it to be relevant to our study. This information is later examined, screened for the usefulness 

and only the essential parts are transformed into interview summary in Chapter 5. 

4.8.2 Data Display 

Data display involves efforts to structure and organize the chosen data into tables or diagrams 

(Saunders, et. al., 2007). We tabulated our data with the description on conversation process 

and at the same times, cross-cases comparison is displayed in the tables (Chapter 5). The data 

display and analysis is done to achieve exploratory nature of research. We decided to do a 

descriptive presentation of data as it is the support tool for the research. In each part we 

covered a descriptive display and followed by a short analysis of the data by generalizing and 

stratifying the data into some summary. We developed each part in sequence as we structured 

each part as a platform in establishing the context for the next part.  

4.8.3 Conclusion Drawings and Verification  

We use the data display to recognize relationship between the variables of our analysis as well 

as identify the trend or pattern inherited in the interview results (Saunders, et.al, 2007). Data 

display helps us to draw a conclusion on the findings and build framework based on the result 

displayed. It is a very useful way to analyze qualitative data under an inductive strategy. 

4.9 Quality Assurance of the Research 
The issues of validity and reliability are concerns with “the quality of the measures that are 

employed to tap the concepts in which the researcher is interested” (Bryman & Bell, 2003, 

p.58). Validity is concerns with whether the measurement approach is measuring what it is 

suppose to be measuring; on the other hands, reliability is concerns about the consistency of 

the findings (Saunders et.al., 2007; Bryman & Bell, 2003).  

Guba and Lincoln (1994) have proposed four criteria to assess the quality of a qualitative 

study:- 

(i) Credibility – The findings of the research are acceptable or believable from the point 

of views of the research participants (respondents).  

We seek on-spot confirmation with the respondents throughout the interview process 

to ensure congruency between our understanding and respondents‟ feedback. 

Moreover, email correspondence is used for respondent validation to clarify ambiguity 

in the data analysis process.  

 

(ii) Transferability – The degrees to which the findings can be generalize or transfer for 

application in others studies or settings.  

Although small number of cases could not generate high level of transferability, our 

findings do proposes a certain characteristics of Singapore project management 

climate and this piece of data is useful as a reference for further extension of research 

in the same field. We provide a detailed description of our finding in our result 

summarization (transcript) to ensure the highest possibility of transferability. 

  

(iii)Dependability – This refers to the needs to keep complete record of all phases of the 

research process in an accessible manner.  
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Initial proposal from idea generation, topic selection, problem formation, fieldwork 

note, interview transcripts, data analysis file and other relevant information are kept in 

either word document or excel file. Both old documents and revised version are kept 

with date clearly stated for any future reference purpose. 

 

(iv) Conformability – The degrees to which the findings should be confirmed or audited by 

others to ensure objectivity.  

After the first interview, we have examined our performance by listening to the 

recorded conversation again to improve our interview skills and reduce overt personal 

opinions in the process. This helps to eliminate potential bias in other interviews.  

 

Reliability of research can be judged through answering following three questions as 

suggested by Easterby-Smith, et. al. (2008, p.109): - 

- Will the measures yield the same results on other occasions? 

- Will similar observations be reached by other observers?  

- Is there transparency in how sense was made from the raw data? 

We have conducted six interviews and the answers from the respondents form similarity in 

pattern. Result of interview has been summarized (Chapter 5) and being used as the 

foundation of our findings analysis. We have tried our every effort to ensure the reliability 

and quality of our research and the application of interview results in concluding our study.  

4.10 Ethical Considerations 
Saunders (2007, p.183-184) defines ethnics as „appropriateness of your behavior in relation to 

the right of those who become the subject of your work, or affected by it‟. Thus, research 

ethnics refer to one‟s ability to design research in a reliable and valid way as well as ensure it 

is morally defensible to all parties that involved in the process (Saunders, et. al., 2007).  

Diener & Crandall (1978) have classified ethical issues of research into four main areas:- 

- There is no harm to participants 

- There is no lack of informed consent 

- There is no invasion of privacy 

- There is no deception involved 

We made every effort to ensure our study meet the ethical standards of research:-  

- All respondents received a formal invitation letter of interview, which outlined our 

research objectives and clearly stated that our research is for academic learning 

purpose only. 

- All respondents have been informed that disclosure of information such as name, 

company and position are optional to ensure their confidentialities are respected. This 

information is not revealed in the thesis upon request from respondents. 

- We ensure that all respondents have enough time to answer the questions before 

prompting for responses in the interview. 

- We promised to communicate the result of research to those respondents who have 

exchanged email address with us. 



Intercultural Control Mechanism in Project Management 

 

37 | P a g e  
 

Lee Tee Ting, Somruetai Tantakitti 

- We acknowledge all sources of secondary literature such as academic journal articles, 

course material, textbook, website information from different databases through 

proper citation and reference following Harvard Referencing System.  
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CHAPTER 5: DATA DISPLAY & ANALYSIS 

5.1 Introduction 
From previous chapter, we have indicated the research to be done through case study of six 

different companies personnel‟s semi-structured interviews. The personnel are all located in 

Singapore. We aim to understand the cultural dimension that dominates the working culture, 

and the most used control mechanism mode and aim to combine and create a model from our 

finding in the next chapter.  

Hence, in this chapter we will be doing the exploratory study and use descriptive method as a 

support tool. The description of each part will be provided first and analysis will be done after 

all contents are put at the end of each part. Each table expressed the response from the 

respondents. Therefore, the language used maybe expressed in term as it is from the first-

person spoken language. The chapter will cover three main parts of the result from our semi-

structured interview; 

1. General Profile of the company on how interviewee in the case is involved in the 

project and how the project is run. This includes how many cultural backgrounds they 

perceived to be encounter.  

2. Cultural Aspect. We will identify the most influential (if any) intercultural dimension 

in the context of interviewee. 

3. Control Mechanism in use. We will indicate the prominent (if any) mechanism in the 

sampled companies based on the opinion and perception of the interviewee.  

Each part take a role as a platform to develop the following part, the information received in 

this particular sequence develop the analysis and making sense for the analysis in the 

following part. In another word, the context in the first part is a context for the following part 

to rely on.  

Then, we will end the chapter giving a summary of the data analysis, and provide a platform 

for discussion of the relationship between the variables.  

5.2 General Profile – The Management of Project 
As mentioned in the previous section, we did a preliminary questioning if the respondent have 

knowledge and are accustomed with the project management term. Even though the title of 

the positions of some respondents may not be directly stating „project manager‟, nonetheless, 

we have confirmed with them that they are familiar with and manage several projects 

(definition) and the work they are doing fits our definition of „project management‟ stated in 

Chapter 1.  

The study is done for a scope of intercultural diversity in the „internal‟ stakeholder of the 

project team. Hence, the diversity data gathering are only done and mentioned for the 

personnel involved inside the project and disregard the diversity of the clients they have to 

face. Only C4 is the case where the respondent took into consideration of the clients as a 

member of each project he is doing, therefore, the diversity of the clients he met is taken into 

consideration of the project team. 
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Table 10 below lists the nature of each work for each case study in relation to project management. This is a descriptive presentation of the 

data and has no input of our idea. 

TABLE 10: General Profile of the Case Studied 

Case Company Nature Nature of the work (in term of project) 

C1 Bloomberg MNC – Data 

Provider – US 

 

Sales Department 

 

Internal project management platform is called "Internal Ticketing System" (ITS). The sales 

teams provide input (a ticket) on how customer wants and the feedbacks on the products (each 

customer's requirement on one product is put as one project). Then the ticket will be allocated to 

the right 'bucket', The bucket will be assigned to the right programmers. Sales personnel and 

programmer can talk and correspond on the ticket, discuss back and forth. The management will 

be assigned to make the decision based on how much money can this customer brings after a 

project is done. If approved, the manager will sign off on the project. The programmers will 

start working on it. They will decide on how much time they need to complete the project and 

the sale personnel will facilitate the communication with the customer of how much time we 

will spend doing and what are the testing dates for the project. 

 

Project Handling at a time: Average 4 

Duration of Project: 2 weeks to 2 years – depending on complexity and amount of resources in 

hand 

Type of Project: Application Service Provider - Customer‟s Request Project Management 

 

Cultural Involvement:  

Korean, Japanese, Singaporean, Malaysian, African, American, Indian 

The diversity are presented both in Singapore office and the New York office where the sales 

personnel has to be involve from both countries; Singapore and USA 

 

Language of Communication: English 

C2 HSBC MNC – 

Banking – UK 

 

Sales Department 

 

The job is within „Payment and Cash Management team‟ where the person helps corporate 

manage the cash payments, collections, liquidity and accounts. The responsibility involves 

doing sales support, coordination of resources and writing to respond to client‟s request for 

proposal, and looking to refine the sales process. The projects are driven out from Singapore, 

covering the research on Asia region. 
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Project handling at a time: Average 4 -5 

Duration of Project: vary from two to four months.  

Type of Project: Cash management sales research 

 

Cultural Involvement:  

French, Japanese, British, American, Indian, Singaporean-Chinese, Malaysian 

These cultural backgrounds are presented in Singapore office. The interviewee do not involve 

project that need to pull in expertise to form a team from overseas.  

 

Language of Communication: English 

 

C3 Starwood MNC – 

Hospitality – US 

 

Acquisition and 

Development 

 

Development team in an international hotel management company and based in Singapore. The 

team is in charge of the growth of the company and search for opportunities to manage new 

hotels in Asia Pacific (excluding Greater China and India). Her job is to assist the deal 

makers/leaders analyze the market (through conducting market studies in that city/country or 

available resources online) and provide them with the financials of the project. In Each project, 

the proposal may come up from external or internal research department. Based on the location 

of the project, the expertises are drawn from different location e.g. Thailand, Japan, and 

Malaysia. 

 

Project Handling at a time: 2 Active (High Priority) 3-4 come and go  about 4-5 Active at a 

time 

Duration of Project: 4 months to 1.5 years 

Type of Project: Research and Data provider for Decision Making 

 

Cultural Involvement:  

Japanese, Thai, Indian, French, Australian, Malaysian, Singaporean, etc. 

The cultural backgrounds are both diverse in Singapore office and oversea office that they have 

to be in contact for any particular project. For example, the team based in Thailand, is not only 

comprised of Thai people, but also comprised of Australians.  

 

Language of Communication: English 
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C4 MPL Local firm – 

Construction – 

Singapore 

 

Project Manager, 

Contractor 

 

Fire Safety Consultant for commercial (shops, massage, food & beverages, factories) and 

personal. Each project involves meeting different clients which are the owner of the premise 

where the fire safety would have to be advised upon. The clients are taken in as part of the 

project member as they are taken into the process of designing, filing thesiss, and making 

decision. The job also involves representing of the professional engineer where the project 

manager will get the engineer in the company to sign the blueprint without having direct contact 

with the customer. By handling the project at the thesiswork, and management level, the person 

is only doing thesiswork and submission work, and all the installation is done through sub-

contractors, he could take on many projects at the same time and checking the status through the 

usage of Microsoft Excel.  

 

Project Handling at a time: 70 projects  

Duration of Project: 1-2 months 

Type of Project: Consultant, Regulatory, Engineering & Construction, Filing Fire Certificate 

 

Cultural Involvement:  

Malaysian, Chinese, Indian, Singaporean, European, etc. 

By taking in client as a project member each time, the exposure of each project‟s atmosphere is 

more or less vastly different in term of dealing with certain people. However the Contractor, the 

designer who draw the blueprint and the engineer who signs the thesis are remaining the same 

for all projects.  

 

Language of Communication: English & Chinese 

 

C5 Co. A MNC – Oil & 

Gas – US 

 

Performance 

Analyst & Project 

Coordinator 

Office 

 

The job involves doing project coordination role for the region where the Singapore is taking 

the head office for 10 countries in the Asia Pacific Region. Each project involves a combination 

of 2 or more countries, talk to different country managers, and interact with everyone from 

different departments where the project requires in the regional management level. Each project 

comprise of formation between 4-15 people from the pool of 50-60 people which spread across 

10 countries. The project that the respondent are responsible for are classify into 2 class 

according to the level of review needed; 

1. Business Strategy Project – smaller, involve higher management  2-7 people 
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2. Operational Project – bigger, involve people from different department  10-15 people, 

usually have shorter project life cycle.  

 

Project Handling at a time: 2-3 projects per month, the most would be about 5. They are 

assigned according on how important each is.   

Duration of Project: 1-2 week up to 5 months 

Type of Project: Performance Analysis and Coordinating Project, business strategy & 

operational 

 

Cultural Involvement:  

Malaysia, Thailand, Singapore, Hong Kong, Japan, New Zealand, Australia, Guam (US), New 

Caledonia (France), Papua Negaunee (New Zealand), American, Indian 

The respondent classified different culture under the countries that he has to operate with on 

daily basis. Each team in each country speaks the local language. Other than that, by nature of 

an American Company, he has to correspond with American.  

 

Language of Communication: English 

However, the respondent point out the benefit of being able to use the local language in the case 

of using Cantonese with the team in Hong Kong yields better result in communication and 

request for information/documents.  

 

C6 Co. B MNC – 

Banking – Europe 

 

Process 

Coordinator – 

PMO 

 

Process Coordinator and PMO. The job involves overseeing the process improvement through 

going in and understanding the process, look for inefficiency, and understanding the risk of the 

problem. Each project involves interaction with different process the project studies on. The 

respondent is doing the coordination and behaves like PMO gathering the knowledge, and 

analyzing the data to support the department personnel that are directly involve in the process.  

 

Project Handling at a time: 3-4 process projects  

Duration of Project: 1-6 months – depending on the scope whether it‟s part of or the whole 

process they are improving 

Type of Project: Process Improvement, operational 
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Cultural Involvement:  

Indian, Chinese, German, Singaporean, Europeans 

 

Language of Communication: English 

 

 

From the answers above on the background, we clearly see the roles and responsibilities of each respondent are done in project based. The 

ways they explained their works show their basis understanding of the project management knowledge. This contributes to the assurance 

that the following sections on analysis of intercultural dimension and control mechanism would be valid and beneficial for our study.
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The descriptive tabulation above could be analyzed in the Table 11 below to see clearer 

picture of the different cultural background in term of nationality/ethnicity to give a better 

understand of the diversity each case study‟s context. All the cases experience intercultural 

diversity within the project team. However, we do some classifying where not all the projects 

are done with teams comprising of overseas teams. Therefore, the first part classifies the 

context whether the project involves the intercultural background in the team pooled from 

overseas (outside Singapore). The second part in the table identifies the 

ethnicity/nationality/country mentioned by the interviewees. The last part is added to show 

that without the different cultural group mentioned, there were indications of more cultural 

group but was not mentioned during the interview due to the fact that there are too many or 

less important where the interviewees had less contact with 

TABLE 11: Summary of the Case Intercultural Team Composition 

Source of Diversity of Project Team C1 C2 C3 C4 C5 C6 

Pooled from Within the Country Yes Yes Yes Yes Yes Yes 

Pooled from Outside the Country Yes No Yes No Yes No 

       

Nationality/Ethnicity/Country       

Singapore Chinese Y Y Y Y Y Y 

Malaysian Y Y Y Y Y  

Chinese (China)    Y  Y 

Indian Y Y Y Y Y Y 

Thai   Y  Y  

Korean Y      

Japanese Y Y Y  Y  

American Y Y   Y  

African Y      

Hong Kong     Y  

New Zealand     Y  

Australian   Y  Y  

Guam (US)     Y  

New Caledonia     Y  

Papua Negaunee     Y  

UK  Y     

French  Y Y    

German      Y 

European    Y  Y 

       

Indication to involve more cultural groups 

further than mentioned in the list 

Yes Yes Yes Yes Yes Yes 

       

Clearly seen from the above table, there are prominent evident that the cases display 

intercultural diversity and the projects are comprise of team from different background. This 

is a justification of our selection of location of study in Singapore where we expected diverse 

combination of project team. The team members are drawn from inside and outside of the 

country (Singapore) and from Asia, Pacific, American, and Europe.  
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5.3 Cultural Aspects 
In this part we also start with the descriptive representation of the answers gathered from 

eleven questions of the interview. The aim for this part was to identify the most influential 

cultural dimensions of the case. We started with the questions trying to understand the 

cultural context in a deeper view, and then, move on to identify the profile of the case 

according to the four dimensions studied; (i) Power Distance (PDI), (ii) Uncertainty 

Avoidance (UAI), (iii) Gender Egalitarianism/Masculinity-Femininity (MAS) and (iv) 

Individual-Collectivism (COL) 

In this section, the questions are reclassified into six sub-sections according to the dimensions 

we aim to study as followed: 

Section 1: General Intercultural Perception 

Q1: How will you define "different cultures" based on your understanding/context? 

Q2: What different cultures comprise of your working teams? 

  

Section 2: Power Distance (PDI) 

Q3: To what extent are you empowered to do your job as you see fit?  

 

Section 3: Uncertainty Avoidance (UAI) 

Q8: How fast is the job turnover rate in your team?  

 

Section 4: Gender Egalitarianism/Masculinity-Femininity (MAS) 
Q7: How important are the roles of rules, regulations and procedures in accomplishing 

the work?  

Q9: How does your company value employees and performance?  

Q10: How do you define job satisfaction and work-life balance?  

 

Section 5: Individual-Collectivism (COL) 

Q4: How long does it take to get a common understanding of project goals within your 

working team? 

Q5: How your team reach team consensus in a decision making process? (Please give 

example of a particular project)  

 How big is that particular project? 

 How long (days/ months) to come out with an agreed team decision? 

 What kind of decision-making? 

 What is the typical pattern of decision-making if any? (team decision or rules/ 

procedures) 

Q6: To what extent teamwork will be important in accomplishing the work?  

 

Section 6: Others 

Q11: Which “intercultural dimensions” do you think is the most influential in 

determining your project success? 

 

In each section, after the presentation of descriptive data from the interviews, it will be 

followed by a brief analysis to determine some conclusion/ tendency that we could gather 

from the findings.  
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5.3.1 Section 1: General Intercultural Perception 

Q1: How will you define "different cultures" based on your understanding/context? 

For the first question, we asked in order to gain understandings how the respondent classify 

culture as culture is a concept that could be interpret in several different ways. The way the 

person interprets would classify how the person may have different treatments toward the 

certain cultural group differently. Therefore, the first question is aiming to get the simple 

understanding of the context for the following parts in control mechanism. The question is 

asked with additional information that we told them please identify it according to the way 

you may treat them differently in the project team.  

Q2: What different cultures comprise of your working teams? 

The answers from this question are not meant to repeat the general profile of the different 

culture in part 1, general profile but to list down the groups of culture according to the 

understanding of the respondents in order to use it for the control section.  

The descriptive answers from the respondents are listed in the following Table 12.  

TABLE 12: Descriptive Response for Cultural Part Q1 and Q2 

Case Q1 Q2 

C1 There are 2 sides of it. One is the 

customer side; we have local, expats 

which could be from Australia, Britain, 

USA, Singapore or Malaysia - External 

could be anybody. Each customer that 

talks to me has their own internal 

culture. 

Internally, within Bloomberg, we have 

different groups as well; we have from 

Korea, Japan, Singapore, Malaysia, and 

China. All these people are separate in 

different part of the company head office 

around the world and may not be in one 

location. 

C2 Different upbringing and different sets 

of beliefs and values shape a 

perspective of an individual that may be 

different from the next person.   

I would consider the various nationalities 

instead of culture per se, as for example a 

Hong Konger brought up in Canada may 

have the same set of values, beliefs and 

perspectives as a native Canadian. My 

team comprises nationals from France, 

Canada, UK, USA, Japan, and India. 

C3 Different culture in my company would 

be the working style. Different teams 

have different working styles. It 

depends on how they work as well, not 

just their thinking, how they want their 

team, region to expand. Working style 

and mission for their regions is what I 

can think of different cultures. 

Nationality does make a different. The 

number of people from that country in a 

team is so few, so it doesn‟t affect as 

much as the working style of the entire 

team itself.  

Most of the time, I work with quite a lot of 

people because we in-charge of quite a 

large area in Asia Pacific. We have several 

regional teams in different countries who 

are actually look after that area. So, when 

do project in their area, we will involve 

them because they have local knowledge. 

For example, project team based in 

Thailand, Japan, and Australia. 

C4 Define culture as ethnic groups will be My boss is a Chinese and my 3 draft 
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easier.  person are local Malay girls.  

C5 I will define it as different working 

habit, and strongly influenced by their 

nationality and education background. 

The countries that involving is Malaysia, 

Thailand, Singapore, Hong Kong, Japan, 

New Zealand, Australia, Guam, New 

Caledonia and Papua New Guinea  

C6 It is a combination of past experience, 

their working background (mix of 

engineer and business background), and 

ethnic backgrounds play a part as well. 

Singaporean- Chinese, Singaporean-

Indian, India-Indian and German 

Above table summarized how the interviewees define “culture” according to their own 

working environment and the diversity of cultural group that they interact with. C1 and C2 

identify that there is not necessary to have different treatment towards different cultural group. 

We believe that this is because in big firm of MNCs, procedure and pre-set working standard 

have provided a common guideline for all the employees to follow internally, regardless their 

cultural background.  

C3 defines culture as different working style, in where the interviewee will try to learn and 

understand the peculiar working style of different regional team and adapt accordingly for a 

better collaboration outcome. In C4 case, special treatment of different cultural group is not 

needed because the scale of the company is very small and he does not face any problem 

working with either his Chinese boss or his Malay subordinate.  

C5 found that different nationality might have different requirements on working together, 

hence, flexibility and capability to adapt is crucial. For instance, his Australian team might 

request more autonomy on overall project planning and control, meanwhile his Thai and 

Malaysian team will prefer more guidance and discussion.  

C6 is a case in where most of the top managers are expatriates from India, who need to work 

closely with local Singaporean subordinates, comprise of Chinese and Singaporean-Indian. 

Most of the time, these top managers will try to adapt to the local working style or the 

particular working culture of the team, rather than impose changes on this, in order not to lose 

employee supports. This suggests an important finding of how culture aspect can be 

influential in the workplace.   

Following Table 13 shows the indication of understanding or classification of respondent‟s 

intercultural understanding. This is not based on their education knowledge or definition 

about culture, but rather in term of what and how would they classify culture according to 

their own working context and their project team.  

TABLE 13: Understanding of Intercultural Classification in different cases 

Culture C1 C2 C3 C4 C5 C6 

Ethnical Group     Yes  Yes 

Nationality  Yes Yes  Yes  

Profession Yes     Yes 

Education Background Yes    Yes Yes 

Working Style   Yes  Yes  

Team Mission   Yes    
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This summary shows clearly that definition of culture can vary from the traditional perception 

of ethnic group and nationality to profession and education background (profession culture) 

and even further include working style and team mission, which is a new insight for us. 

Among these 6 definitions of culture, the most influential factors which can heavily impact on 

the project progression and team spirit are nationality and education background of the team 

members.  

5.3.2 Section 2: Power Distance (PDI) 

Q3: To what extent are you empowered to do your job as you see fit?  

This question aims to understand the power structure of the company. The question has been 

extended to include discussion on rank and hierarchy of the company, the decision structure 

and authority balance between employee and top management during the actual interview 

process. 

TABLE 14: Descriptive Response for PDI  

Ca

se 

Response Indication of 

PDI 

C1 The company tries to be as flat as they can. Even the CEOs don‟t 

have a corner office. They sit at the same desk as me. I can just 

walk across and ask about the project. We are very transparence, 

we all equal, and we just get the things done. 

Low 

C2 Collaboration is pivotal in the formula to success for us. No one 

person (not even the boss) practices making solitary decisions 

without consultation with his team, and getting the buy-ins. 

Low 

C3 Current position has a bit more hierarchy due to the need of the job, 

not how my boss manages us. Because the importance of what we 

communicate to the customers is so important that need quite a 

strong hierarchy in this department. It needs a lot more people to 

see if you have done a reasonable projection. 

High 

C4 Most of the time, I am running all the projects by myself. Only if 

the project is unique, we will sit down and have a meeting. We 

have a lot of discussion in the office.  

Low 

C5 We actually have many levels of approval. Everyone in our 

company is given some form of authority level. Different rank is 

authorized to do project with certain financial exposure. 

High 

C6 I can decide on the things (process improvement) for example 

come out with the proposal, but when it comes to the actual 

changes in a process, I have to seek approval from quite a lot of 

people before implementation.  

High 

 

C1, C2 and C4 demonstrate a low hierarchy in their company structure, in where the 

company tries to cultivate an open and transparent working environment, project team 

members are free to voice out their ideas and thoughts and generally emphasize on 

collaboration and open discussion. 

 In contrast, C3, C5 and C6 suggest higher power distance and hierarchy in the working 
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environment. More approval levels are needed to agree on the project implementation, 

different authority levels are necessary to decide on the feasibility of project and ensure the 

positive outcome of the project. This result suggests that high hierarchy is needed in certain 

position or job functions; meanwhile flat structure is still in used in terms of employees‟ 

relationship building and communication.  

5.3.3 Section 3: Uncertainty Avoidance (UAI) 

Q8: How fast is the job turnover rate in your team?  

This question aims to know about the rate of job changes of employee; to identify the 

employment stability and the workplace stress, indirectly examine the job satisfaction level of 

interviewee. 

TABLE 15: Descriptive Response for UAI 

Ca

se 

Response Indication of 

UAI 

C1 All the past records of the works and communication are on the 

Ticketing System. The Ticket will provide all the information for 

the next person to take over the job.  

Medium 

C2 N/a. I haven‟t stayed long enough in the job to comment.  - 

C3 For the higher level, they actually stay quite long, turnover rate is 

quite low. But, for my position, I would say may be 3-4 years, 

there will be a change, either they leave or they got promoted. 

High 

C4 The draft person has been with us for 8 years.  High 

C5 The average year spent in my company for full time employee is 

between 10-15 years minimum. Most of the people, they start with 

this company and they end with this company.  

High 

C6 They tend to stay longer in the company. Medium 

 

In general, 5 cases (except case C2) show a medium to high level of employment stability in 

the company. Employees tend to stay long in a company when they found that the working 

environment suits themselves, good relationship between colleagues and there is opportunity 

of advancement and self-development in the post.   

5.3.4 Section 4: Gender Egalitarianism/Masculinity-Femininity (MAS) 

Q7: How important are the roles of rules, regulations and procedures in accomplishing 

the work?  

Q9: How does your company value employees and performance?  

Q10: How do you define job satisfaction and work-life balance? 

Q7 aims to identify the importance of rules, regulations and procedures in the workplace. Q9 

and Q10 examine both the roles of cooperation/ relationship (low MAS) at work and 

challenges/ recognition in jobs (high MAS). 
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TABLE 16: Descriptive Response for MAS 

Case Response Indication 

of MAS 

C1 Rules, regulation and procedure: The way of working is 

standardized under the internal process system. All the communication 

will be captured in the Ticketing System.  

Job satisfaction and self development: Target of the year will be 

given to the Sales team. Competition will be from Sales team to hit the 

target. 

This company is very open. They tried to accommodate your career 

objective, put you in a right place and they set target for you. You can 

ask for job change or department transfer to HR. Sometimes, manager 

got upset, but if you manage it correctly, I don‟t think is a big problem. 

It all ups to how you communicate and manage the relationship.   

Medium - 

High 

C2 Rules, regulation and procedure: Very important. Once agreed 

framework and timeline for the project is set, the team works hard to 

stay within agreed boundaries. If we think we may not meet a 

particular deadline or may need to alter a process, we should inform 

the team, and get consensus on the deviation. This way, we can track 

the progression of the project. 

Job satisfaction and self development: Job Satisfaction is where the 

work I do is engaging, fulfilling, makes a difference and I have great 

colleagues and superiors to work with. Work-life balance is being able 

to work when I need to (even on weekends) and to take time off when I 

need to (even on week days).  

Company values employee through conducting a yearly Employee 

Engagement Index survey, and have a taskforce to look into improving 

it through various initiatives annually. I sit in one of the committees, 

and I was pleasantly surprised at how much resources and attention the 

company gives to this annual project.  

Medium - 

High 

C3 Rules, regulation and procedure: We have internal system to key in 

project criteria. But, we don‟t use it to manage the project; we use it as 

a reporting tool.  

They are unspoken rules that you should do and should not do when 

you communicating internally. Actually it is important. If you have a 

better set of procedure, you actually make the whole project flows 

better, get approval easier.  

Job satisfaction and self development: My company has a good 

culture, turnover rate is pretty low, and people are not leaving because 

they don‟t like the environment, but may be because they want to try 

something new. Company offer monetary reward to employee like 

bonus, pay increment, company is quite open to let people learn about 

thing, training is available depends on your boss and your time to 

request training.  

Medium 

C4 Rules, regulation and procedure: We use excel form to manage the 

project. Draft person have their own excel sheet to monitor the project 

drawing. 

Low 
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Job satisfaction and self development: You get upfront job 

recognition from your boss. It feels good. More comfortable with small 

company. We have quarterly bonus, it depends on the company 

performance, company will reward accordingly. It is usually one 

month bonus and every month will have performance bonus. Company 

will reward staffs with good dining and company trip. 

C5 Rules, regulation and procedure: My company is most famous with 

rules and procedure. It is impossible to get every country in the region 

to agree on one thing. So, there is always procedure or operation 

guideline to follow. With this kind of rules, we will circulate to all the 

country and get the same thing implemented.  

Job satisfaction and self development: The full time employees get 

to go through different departments throughout their career. The 

company will try to put you somewhere you want to go. Employees 

tend to have high job satisfaction and they enjoy the job rotation for 

new experience.  

Bonus is fixed but your promotion is based on the appraisal from your 

boss. We have a lot of training program and company even try to help 

you to build work life balance. They will do sponsorship if you want to 

further studies.  

Medium - 

High 

C6 Rules, regulation and procedure: Do not have special system to key 

in the project details. We do process mapping of entire problem, collect 

data, set target, do the proposal and come out with the timeline. Uses 

excel for performance management. 

Job satisfaction and self development: Every year we have 

performance review, discuss your career path and expectation.  

Medium 

 

From the summary of findings related to Q7, Q9 and Q10, our interviewees of 6 different 

companies show following conclusion, refer to our focus on below two aspects under MAS: 

rules, regulations and procedures vs. job satisfaction and self development.  

I. Rules, regulation and procedure 

C1, C2 and C5 demonstrate a strong need of standards, procedures and regulations to 

offer a guideline for different parties to follow, to set the boundaries of performance for 

the project and aim to regulate internal process and communication.  

On the other hands, C3, C4 and C6 place less emphasis on standards and procedures to 

facilitate the team control process, rather frequent communication and open discussion 

are implemented for a better understanding of each others‟ working habit and behavior. 

 

II. Job satisfaction and self development 

All 6 cases show fairly strong emphasis from the companies in cultivating their human 

resources. All the interviewees have expressed positive feedback and gratitude towards 

the reward and appraisal system of their companies. All of the targeted companies have 

well-structured employees training program, performance evaluation standards and 

rewards system. These factors are very crucial in determining employee motivation and 

engagement towards the task involved.   
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The indication of MAS level is decided based on the evaluation on these 2 aspects given by 

interviewees.  

For instance, in C5 case, evaluation on (I) rules, regulation and procedures is HIGH, 

meanwhile (II)job satisfaction and self development is MEDIUM, therefore, the final 

indication of MAS level of C5 is MEDIUM-HIGH.  

5.3.5 Section 5: Individual-Collectivism (COL) 

Q4: How long does it take to get a common understanding of project goals within your 

working team? 

Q5: How your team reach team consensus in a decision making process? (Please give 

example of a particular project)  

- How big is that particular project? 

- How long (days/ months) to come out with an agreed team decision? 

- What kind of decision-making? 

- What is the typical pattern of decision-making if any? (team decision or rules/ 

procedures) 

Q6: To what extent teamwork will be important in accomplishing the work? 

These 3 questions focus on the discussion on how common understanding of project goal or 

consensus on certain issue is reached, from the perspective of process, time and nature of the 

decision, specifically in interviewees‟ working team. 

TABLE 17: Descriptive Response for COL 

Case Response Indication 

of COL 

C1 Process: I will input my comments and customer requirement 

into the Ticketing System. When the programmer agrees with it, 

they will come out with the timeline of the project. Information 

such as customer scope change, business opportunity, strategy 

move to keep up with the competitors etc will also affect the 

decision making process. All these are communicated clearly in 

the Ticketing System.  

Length of the time consumed: It will take 2 weeks, 2 months 

or up to 2 years depending on the business needs, complexity 

and resources available.  

Pattern of decision making: Team consensus 

High 

C2 Process: - 

Length of the time consumed: Not long.  

Pattern of decision making: There is a strong workplace 

culture of collaboration in my working environment. Aggression 

and selfishness are frowned upon.  

High 

C3 Process: I would go to my boss for his comment first based on 

his experience, and then I will send it off to the regional team 

overseas. After I got the approval from oversea team, I will go 

back to my boss again for his review, telling him what is going 

on. 

Length of the time consumed: Normally, it could be between 4 

High  
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months to a year, depending on how long the deals need to 

conclude. It takes at least 2 months for a straightforward deal. If 

the deal is complicated, like there is a deal that took us 2 years 

to finally conclude the deal, and within our working team, it 

probably took 6 months to reach a common understanding.   

Pattern of decision making: Team consensus  

C4 Process: Will go for the first meeting to confirm with the owner 

of the requirement. After they decided, the contractor will 

proceed to order the stuffs. I will get my draft person to draw the 

building map and prepare the documents.  

Length of the time consumed: Normally the project will take 

1-2 months. Decision making can be made very fast. The fastest 

can be even before the first meeting. Confirmation over the 

phone.  

Pattern of decision making: Autonomy  

Medium 

C5 Process: For every project, we have something called Term and 

Reference, where we actually do a primary study of the project. 

This will be submitted to regional meeting to decide the 

authority level. Before the project starts, this document will be 

sent out to every party for confirmation. 

Length of the time consumed: We aim to complete initial 

Term and Reference within 2 to 3 weeks. Actual length of 

project itself is really varies depends on what kind of project 

that happens.  

Pattern of decision making: Team consensus 

High 

C6 Process: Identify the backlog of the process, discuss with the 

involved department for agreement. 

Length of the time consumed: It is very fast within the team. It 

will take around 2 weeks to get common agreement within team 

and other departments. 

Pattern of decision making: Team consensus 

High 

 

Discussion on COL is done based on 3 perspectives of decision-making process; the process 

itself, the time taken to reach team consensus and the pattern of decision making.  

Except C4, which is a small local Singaporean firm, all the other 5 cases on MNCs 

demonstrate a strong emphasis on teamwork in accomplishing success in their project. Most 

of the interviewees expressed that it is very hard to say how long it will take to reach a 

common understanding within project team, because this will heavily influenced by the 

complexity of the project, the resources that available and the number of stakeholders 

involved in the project.  

Hence, some companies like C1 have operational system to share the project information with 

all the involved parties and C5 has time limitation and document to facilitate the decision 

process. C2, C3 and C6 are heavily rely on discussion and collaboration with different 

involving parties to help the project team members to reach common understanding of the 

project effectively.  
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C4, a small Singaporean company with 5 workers, project team comprises the interviewee, 

Mr. JG and his 3 assistants. Decision making is always the discussion between Mr. JG with 

his boss and routine documentation work are done by his assistant. Team consensus on 

decision making process is an issue with less importance. Nonetheless, team spirit and 

motivation still play a pivotal role in achieving project success.  

5.3.6 Section 6: Identification of most influential Intercultural Dimension 

Q11: Which “intercultural dimensions” (TABLE 1) do you think is the most 

influential in determining your project success? 

This question aims to identify the most influential intercultural aspect that impacts the most in 

the project control process of interviewees. 

TABLE 18: Summary of Influential Level of Intercultural Dimensions 

Case PDI UAI MAS COL 

C1 25% - 25% 50% 

C2 - - 40% 60% 

C3 20% - 20% 60% 

C4 25% - 25% 50% 

C5 20% - 20% 60% 

C6 20% - 10% 70% 

Above table summarized the findings on the ranking of influential level of PDI, UAI, MAS, 

and COL by our interviewees. Apparently, all the interviewees have ranked COL 

(collectivism) as the most influential intercultural dimension that impact heavily on their 

project success. On the other hands, UAI has the least or no impact on running a project based 

on the interview results.  

PDI (importance of hierarchy and authority level) and MAS (emphasis on the rules, 

regulation and procedures) has a positive relationship among each others. A strong need of 

procedures and standards in providing guideline to the project teams‟ members is normally 

cultivated under a strict or high hierarchical company structure. Therefore, most of the 

interviewees rank them equally important in determining the project success. 
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TABLE 19: Summary of interview results (Question 3 to Question 10) on different 

intercultural dimensions for the six cases 

Case PDI UAI MAS COL 

C1 Low Medium Medium-High High 

C2 Low - Medium-High High 

C3 High High Medium High 

C4 Low High Low Medium 

C5 High High Medium-High High 

C6 High Medium Medium High 

 

These results show that the interviewees‟ real experiences in the workplace through 

answering the interview questions have again identified COL (collectivism) as the most 

influential intercultural dimension and  presents the correlation between PDI and MAS within 

the project team. This finding is consistent and identical to the choices make by respective 

interviewees in answering Q11, which proved that our findings are consistent and reliable.   
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5.4 Control Mechanism Implemented in Singapore-based Projects 
In this part, we ask the respondents five direct questions as followed with the table of control 

mechanism classified according to the modes.  

Q1: Which control mechanism is the most used in your project management process? 

Q2: Rank the most beneficial control mechanism in term of project success? 

Q3: Does project success depend on the mixture of the cultural group within the 

human capital? 

Q4: In intercultural team consideration – Rank the most useful control mechanism in 

your context? 

Q5: Do you have different treatment for different cultural group? How? 

Each question was developed at the actual context and was asked based on the cultural profile 

that the interviewees mentioned during the interview. Hence, the questions were modified 

during the interview.  

In displaying the data, we would go on question by question in order to establish the full 

context first. The data keyed in the tables represent the direct answers from the interviewees 

toward particular questions where the deeper context will be analyzed afterward outside the 

table. At the end, we will synthesize the data together to form a conclusion for this part.  

5.4.1 Section 1: The Most Used Control Mechanism 

Q1: Which control mechanism is the most used in your project management process? 

 This question was asked with an aim to establish a normal ground for control, without 

consideration to cultural aspect. The respondents are to answer from their own thinking and 

own role within the organization. With this, we are presenting the data against the industry 

and department functions of the respondents. This is to make it easier to analyze them in the 

following sections as we were linking that the way they treat other people within the team, is 

more or less based on the way the team operate and the way the person is controlled with the 

performance incentive. We use numerical representation in order to show if there‟s a 

preferred ranking between different control mechanisms. (1) represents the highest, most used 

in the management process and so on.  
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TABLE 20: Most Used Control Mechanism in Project Management Process 

C1 and C2 have a similar choice to choose self-control mechanism as a most used control mechanism in project management control 

process. The indication is prominent from the case where both have similar background of coming from the sales team and is appraised 

individually. This is further explained where the nature structure of the sales department which them to work individually to achieve the 

goals. Both mentioned that they have autonomy to decide what is most important and choose to answer. C1 mentioned that there are little 

bureaucratic rules within the function. C1 also further mentioned that in other departments or program and there should be differences of 

variation where at the higher programming level, they would have their own way of governing which maybe more bureaucratic. C1 also 

mention about the engineer and programmer department in New York that he has to deal with have more bureaucratic control than self 

control.

Case Industry Department Performance 

Appraisal 

Nature of 

Company  

Bureaucratic Control Clan Control Self 

Control 
Boundary Diagnostic Belief Interactive 

C1 Financial 

Software 

Sales Individual MNC 

    
1 

C2 Financial 

Services 

Sales Individual MNC 

    
1 

C3 Hospitality M&A 

Development 

Team MNC 
2 1 

 

C4 Construction Project Manager Individual Local 

 
1 

   

C5 Oil & Gas Analyst & 

Project 

Coordinator 

Team MNC 

1*(depends) 
   

C6 Investment 

Banking 

Process 

Coordinator, 

PMO 

Team MNC 

  
1 
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C3 mentioned that the most used mechanisms could be from company or from people the 

person within the team. However, the most used is more of the unspoken rule that each group 

have. Those rules are set by the people and are changing when the team composition changes. 

Therefore, she could mention that it is more of a clan control. Furthermore, the most used 

tool is that the company has some kind of code of conduct and has the thesis that each 

employees need to sign in the HR when they are first hired. The document covers something 

in term of integrity, safe keeping of information and are for both internal and external parties 

that is to bound them to think and do what is right for customer and the team. C6 shows the 

similarity of indication where the person is saying that is most used 

C4 is the one that really support bureaucratic as the most used and specified clearer into the 

diagnostic mechanism. However he also mentioned that he leaves his subordinate to control 

their own project in the self-control mechanism. The reason quote bureaucratic is because the 

nature of the work he claimed that he has to deal a lot with regulations and thesis filings 

according to the legislation nature of the projects he runs.  

C5 supports bureaucratic as well, however, he suggested that it is also depending on the 

country that he needs to work with. As a nature of his work, he deals across country regularly 

in term of project basis, and he really covers more than 10 countries in daily basis. So in term 

of Australia, they would prefer the self-control mechanism in dealing with them.  He further 

suggests the nature of the work is also influencing the control mechanism as well. If the work 

is more operational in term of selling product or marketing, there would be more need for clan 

control more. If the work is categorized under strategy or cross-country or financial budgeting 

projects, the bureaucratic control would be more used. He strongly support that the control 

mechanism depends on the nature of the work and kind of the project the person operates. 

In conclusion, it is clearly seen that the job function defines the nature of the mechanism 

which is most used. Sales department person would be operating on the personal incentives 

and consequently fall in the use of the self-control mechanism in reaching the individual 

target. Other cases show the dominant usage of clan control and bureaucratic control equally. 

Clan control exist in a personal basis in team level and Bureaucratic control seems to be 

operating in the place where the high order and high structural is needed, as well as, for 

human resource function to control the employee under company rules. 

5.4.2 Section 2: The Most Beneficial Control Mechanism 

Q2: Rank the most beneficial control mechanism in term of project success? 

This question aims to capture what could bring an edge to the project success. We asked the 

respondents to try to rank or give the most definite answer. It is different from the previous 

question because to our own assumption, what is most used may not be the one that is most 

beneficial to reach the success. The data is again tabulated against the industry and 

department functions of the respondents. We use numerical representation in order to show if 

there‟s a preferred ranking between different control mechanisms. (1) represents the highest, 

most beneficial in project success and so on. 
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TABLE 21: Ranking of the Most Beneficial Control Mechanism for Project Success 

Case Industry Department Performance 

Appraisal 

Nature of 

Company  

Bureaucratic Control Clan Control Self 

Control 
Boundary Diagnostic Belief Interactive 

C1 Financial 

Software 

Sales Individual MNC 

   
1 

 

C2 Financial 

Services 

Sales Individual MNC 
3 2 1 

C3 Hospitality M&A 

Development 

Team MNC 
3 1 4 2 5 

C4 Construction Project Manager Individual Local 

 
1 

 
2 2 

C5 Oil & Gas Analyst & 

Project 

Coordinator 

Team MNC 

1*(depends) 
   

C6 Investment 

Banking 

Process 

Coordinator, 

PMO 

Team MNC 

3 1 2 
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C1 mentioned the clan control is the most useful in term of project success as he mentioned, 

even the self control (in the previous question) is the most used however, the sale team is 

governing by the core mission and goal oriented working culture that each member would 

have to believe in the same thing for the company. C2 shows a similar trend where he 

mentioned the most useful would be self control due to the similar reason as he answered the 

previous question, and followed by the clan control. C6 develop similar choice to choose clan 

control as the most contribution to project success and followed by self-control and 

bureaucratic control. 

C3, C4, and C5 have a similar trend of choosing the bureaucratic with a more specific 

indication for diagnostic mechanism. Where C4 give clear reasoning where the diagnostic 

mechanism under bureaucratic control is used and run the normal business. However the 

interactive become important as it is the mechanism that replaces the formal bureaucratic 

control and brings in a meaningful personal to personal result. C4 as he is working in the local 

firm and is quite in a high position, he indicate that in a higher position the self-control 

mechanism would be most beneficial for him because there would be no other control 

mechanism that can control the top-management level. C5 suggested that it is depending on 

the nature of the project again that different mechanism works differently for different person 

and nature of work. He further added that bureaucratic control would give most success in the 

diversity of project member.  

In conclusion, it is similar to the previous question that the job functions identify the 

importance of the control mechanism to work successfully or not. However, there is no clear 

trend that we could conclude in this question. This is maybe that different person understand 

and focus on different aspect of tasks at hand. Nonetheless, it is clear that the more 

mechanism that is contributing to the project success is bureaucratic control especially 

diagnostic mechanism and the clan control especially interactive mechanism.  

5.4.3 Section 3: Mixture of Cultural Group 

Q3: Does project success depend on the mixture of the cultural group within the 

human capital? 

This question aims to link the cultural consideration into control mechanism.  



Intercultural Control Mechanism in Project Management 

 

61 | P a g e  
 

Lee Tee Ting, Somruetai Tantakitti 

TABLE 22: Project Success in Relation to Cultural Mix 

Case Industry Department Performance 

Appraisal 

Nature of 

Company  

Reliant on 

Culture? 

Reasons 

C1 Financial 

Software 

Sales Individual MNC No Depends on how the project is communicated across 

the team rather than the cultural root 

C2 Financial 

Services 

Sales Individual MNC Yes To the extent that the team members from different 

cultures bring diverse experiences and perspective to 

approaching problem 

C3 Hospitality M&A 

Development 

Team MNC No I'm not sure if there is different of the way different 

people inside contributing to the success is upon 

cultural or the experience. For example the French 

colleague, she is very experience, and the way she 

express her opinion is more to the point than other 

colleague and she knows what she is talking about. I 

and my French team mate have similar way of 

thinking and talking, so we are quite similar. I 

wouldn't say it's cultural, more of individual 

differences that contribute to the team.  

C4 Constructi

on 

Project 

Manager 

Individual Local No It's about the professional, not really from the 

cultural that contribute to the success. It is about 

convincing another cultural to work your way. 

Depends if you are working with management or 

worker - so the approach is different. It is not about 

the success. No matter from what ethnic group they 

are, they come in Singapore, their objective are about 

to make money - so the cultural different boils down 

to making financial gain - people that come to 
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Singapore, will have to adjust when they come in to 

the country. Even from China, they are more self 

confident, but they have to adjust down to respect the 

system as well. 

C5 Oil&Gas Analyst & 

Project 

Coordinator 

Team MNC No I think it does more depend on the professional and 

education background. As long as the cultural mix 

doesn't cause any problem, there would not be 

problem. The problem is that one country not 

understand another country completely, but that 

never happened because we picked the team carefully 

from the beginning to be in our company.  

C6 Investment 

Banking 

Process 

Coordinator, 

PMO 

Team MNC Yes Not in term of ethnic group, but yes in term of 

professional background 
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All the cases indicate that it is more of the professional backgrounds mixture that would 

contribute to the project success. The different background helps filling the gap of proficient 

needs in the projects.  

In C1, even though he indicated not in term of ethnic group, but the communication, he 

further shows in the interview that the function he is doing in term of middle men is the way 

the company solves the problem between the engineer/programmer and the client/finance 

(business). There is a need to have both side of professions to create success in the project and 

the communication between them is crucial where they both speak differently. C6 supports 

the trend where he mentioned that his team needs both people from different background of 

engineer and business as the engineers are very good at paying attention to details, and the 

business personal are better at presentations business sense.  

5.4.4 Section 4: The Most Useful Control Mechanism in terms of Intercultural 

Consideration 

Q4: In intercultural team consideration – Rank the most useful control mechanism in 

your context? 

This question takes into consideration of cultural diversity with the control mechanism. We 

asked the respondents to try to rank or give the most definite answer. The data is again 

tabulated against the industry and department functions of the respondents. We use numerical 

representation in order to show if there‟s a preferred ranking between different control 

mechanisms. (1) represents the highest, most beneficial in project success and so on. 
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TABLE 23: Ranking of the Most Useful Mechanism with Intercultural Consideration 

Case Industry Department Performance 

Appraisal 

Nature of 

Company  

Bureaucratic Control Clan Control Self 

Control 
Boundary Diagnostic Belief Interactive 

C1 Financial 

Software 

Sales Individual MNC 
Not relevant * 

C2 Financial 

Services 

Sales Individual MNC 
3 2 1 

C3 Hospitality M&A 

Development 

Team MNC 
1 1 

 

C4 Construction Project Manager Individual Local 1 
 

2 
  

C5 Oil & Gas Analyst & 

Project 

Coordinator 

Team MNC 

1 2 
 

C6 Investment 

Banking 

Process 

Coordinator, 

PMO 

Team MNC 

  
1 
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With a consideration from cultural the result in the table is similar to the one presented in Q2. 

However, we managed to gather a detail response as followed;  

In C1, the respondent has a very strong opinion that in his organization there is little influence 

of cultural different to manage the way people must be treated differently. He emphasized the 

point that the company is so international and has been established with the company culture 

of very open culture and that people that come in would have to blend in and stand the culture 

within the company. From his response, even though at the personal level he may not realized 

that there is a need, we think that the company has established a formal bureaucratic and clan 

control mechanism within the human resource function and has blend into the core value to 

control the whole organization already. This resulted in not needed to consideration at a 

personal level. He also mentioned clearly the central ticketing system (CTS) that governing 

how the project is run within Bloomberg and control everyone toward the central system. This 

is again a way of bureaucratic control that is apparent indirectly within his interview.  

C2 mentioned again self-control. He further highlighted that he is in the Sales team, and his 

colleagues are very driven to achieve their goals, no matter cultural differences. This self-

selection mechanism, he suspected, makes them all work-culturally similar than the culturally 

different based on our nationalities. He suggests the order to be the same as in Q2. He was 

also against bureaucratic controls and said it kill creativity and drive to a certain extent, 

cultural differences notwithstanding. 

C3 said that all the team that she involved all work differently, however those bureaucratic 

and clan are the more important ones. This is also supported by C4 and C5.  

In C4, the case involve different client in to different project that he‟s doing in the fire 

consulting he remained his viewpoint of first bureaucratic and second clan. However, the 

answer differs from Q2 that he changed the diagnostic to boundary and change the interactive 

to belief. This is because when he think about different client that he has to face, it is easiest 

to explain the code of conduct and the rules (boundary) for them to agree to it. Then, make 

them belief though vision and mission. He also stressed that it is depending on the people that 

he meet to determine the combination of which one is more than another. All in all, he applied 

the similar pattern of bureaucratic, then clan in sequence.  

C5established the same pattern as C4 where he mentioned that bureaucratic makes the base 

and average things out and make everyone works together. To make it more effectively, clan 

and belief system would enhance and help the performance more. He illustrated by giving an 

example that bureaucratic alone would ensure some success if rating out of ten would be 

seven. The foundation established by bureaucratic would ensure minimum control and would 

never be failure. Clan control came in to add one or two bonus points. So in term of project 

control, the most useful would be bureaucratic.  

However, in C6 he suggested that it cannot be bureaucratic because it would be too strict to 

work in a team with people with different mindset and is hard to operate to bring the team 

across. It also cannot be self control because in a team with diverse background, if the 

autonomy is given out too much, it will yield different results. He supported clan control 

where he said the informal discussion is good and the people can informally discuss, teach 

and share with each other. At the same time, the objective, vision and mission would guide 

the direction toward the goal.  
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In conclusion for this Q4, we could clearly see that majorly the respondents have more or less 

provide enough evident to say that the main control mechanism that is most useful when 

taken the intercultural team composition into consideration is bureaucratic, and then the clan 

control. Where the bureaucratic control could take in both forms of prominent in C4, C5 and 

inherent within the company culture that the employee may not notice the mechanism of HR 

like in C1. The different in C6 and C2 could means for the different way of functional 

operation nature of the context where C2, the respondent is quite new in the sales position (5 

months) and is driven by the self control target. C6 is due to the flat structure of the process 

coordinator and the PMO where he is operating in the very flat structure and high creativity 

needed (as mentioned by C6), he may not see much of bureaucratic control within his team.  

5.4.5 Section 5: Different Treatment for Different Cultural Group 

Q5: Do you have different treatment for different cultural group? How? 

This question aims to find out the way to answer our dissertation question where we aim to 

find a way to incorporate intercultural dimension and project control mechanism. The aim is 

to identify the cultural diversity from previous cultural part and from our questions above in 

control part which prepare the understanding of the respondents to be able to give us specific 

mix and match of the pairs.  The data is again tabulated against the industry and department 

functions of the respondents. 
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TABLE 24: Findings on Different Treatment for Different Cultural Group from different cases 

Case Industry Department Performance 

Appraisal 

Nature of 

Company  

Different 

Treatment

? 

Reasons 

C1 Financial 

Software 

Sales Individual MNC No N/A 

C2 Financial 

Services 

Sales Individual MNC No As long as the team knows what to expect, how to 

deliver it, and the agreed boundaries we work in, I do 

not see no reason to treat people of various cultures 

differently 

C3 Hospitality M&A 

Development 

Team MNC Yes Some teams are more bureaucratic some are more clan.  

Thai (Australian) – Clan Control 

Japan - Bureaucratic 

Australian - Mix of Clan and Self Control --> they are 

more structured and also like to discuss and bounce off 

idea.  

C4 Constructi

on 

Project 

Manager 

Individual Local No/Yes According to mechanism, I always use boundary, to set 

the ground rules and then inject the belief mechanism to 

make it work better. 

C5 Oil&Gas Analyst & 

Project 

Coordinator 

Team MNC Yes Australia, New Zealand --> Self Control (extreme) 

Pacific Islands --> Self Control  

Singapore --> Self Control 

Hong Kong --> Clan Control(quite consultative)-- make 

group decision 

Japan -->  Clan Control 

Thai , Malaysia --> Bureaucratic Control 
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C6 Investment 

Banking 

Process 

Coordinator, 

PMO 

Team MNC Yes German - Less power distant, can approach to them 

more in a personal flat structure  

Singaporean Chinese - High power distant 

Indian - Hierarchical but not too extreme 

Chinese - more direct 

 

The result establishes similar pattern to Q1where the people in sales function has a different answer to the questions.  

In C1, he mentioned the standard procedure of internal ticketing system where it is an implication of the pre-set bureaucratic-boundary 

control from the company. He also further suggested that if we are to study the mechanism in the scope of company versus clients, it will 

be more prominent. This is due to that he has to adjust to the clients according to the clients‟ culture. Each company has its own culture that 

tries their best to blend the people with various backgrounds into one, each with unique characteristic. C2 has similar indicator to C1 where 

he suggest that the people would be treated equally within the team.  

In C3, the hospitality acquisition and development division, the team comprise of both outside Singapore and within Singapore. The team 

within Singapore comprise of several nationality as well. She suggested the cultural in Singapore that there is not much different as the 

cultural has already blended together. She does not feel much a need in her office to see much different between Malay, Chinese, or Indian. 

The mechanism would be identical to her answer in Q4. With her external team member from Thailand, Australia and Japan, she 

mentioned the team composition changes may affect the changes of control mechanism that she chose to interact with them. However, she 

point out the fact that her Thai team, does not represent the Thai population as 70-80 percents of the team are made up of Australians, and 

she chose clan control mechanism to operate with them. However, in her Japanese team, it is clearly seen and identified as bureaucratic 

control is the mechanism with the Japanese, as the countrymen are fully represent within the team. Her Australian team is fully represented 

by Australian and the treatment is a mix between clan and self-control by giving autonomy to discuss and bounce the idea.  

C4 mentioned no different between the treatments as he always applied bureaucratic and followed by clan control. However, he indicates 

the different in term of composition percentage between the two. He gave the example of if he has two clients from China, it would be 

safest to go for boundary mechanism, it is easier for him to set down, and then maybe the clan will be followed in regardless of ethnic 

background. He also mentioned moving into clan control particularly belief mechanism make the work easier for him once they are 

agreeing on the boundary. He also mentioned again that self control is more for within the company (management) and not really 

applicable to the clients. The contractors also bounded, in this case, by the boundary; the rules and code of conduct that they have to meet. 

He gave a reason that maybe it is because his nature of job that is related to the authorities, therefore, boundary became an essential 

element not to be missed. “…It is easy to use code and law to control people because the people would feel intimated… all I have to do is 
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represent the law... it helps the work a lot more and make my job easier…” he said on our interview in supportive of bureaucratic control 

mechanism.  

In C5, the interviewee really gave us detailed information on the 10 nations that he has to communicate in daily basis. He mentioned that 

the pacific islands are quite westernized and more of a self control. The diagram could be developed from the answers above as followed. 

 

FIGURE 5: Classification of Nation to different Control Mechanism, result from C5 

 

He further added to us that it is useful to know how to treat different people differently, and it is more useful if he learn to speak local 

language with the people. They tend to response a lot faster and give more information than needed. For example, when the department 

communicated with Hong Kong, his superior could only speak English with that team member and said that they are quiet and do not give 

feedback. While he could speak Cantonese (local Hong Kong language) to them, he found it no problem at all. The same is occurring with 

the Thais, as there is Thai manager in the Singapore office, he could get much more feedback from the team in Thailand more than 

Singaporean manager. The respondent also mentioned that there is a different between treating the Thai locating in Thailand and a Thai 

locating in Singapore. The Thai in Singapore would require less sensitivity toward the culture, as the person would have to work under 

Singapore corporate culture. However, he would treat him with a bit of Thai influence to ease the communication. For example, use 

“KHUN” as a designation to be polite and as a form to respect for the culture.  

Bureaucratic

•Thailand

•Malaysia

Clan

•Japan

•Hong Kong

Self Control

•Singapore

•Pacific Islands

•Australia

•New Zealand
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C6 mentioned that he still remains his stands on the clan control as a mechanism to control 

each different behavior however each would have different combination of behavior, but to a 

less extent to have different control mechanism. C6 is a case where the members of the team 

are pooled from within the country therefore, it is supporting the previous other cases‟ claims 

where there is less different in treating people within the team pooled within the country.  

In conclusion, there is different in answer clearly identify from the people from the sales team 

where they point out less indication of the need to treat different people differently. 

Nonetheless, the bureaucratic control could still found inherent within the context during the 

interview. Where teams are pooled from different country, the different mechanism could be 

more apparent and could be identified in the table above in case by case basis.  

5.5 Chapter Summary 
In this chapter we have presented the descriptive analysis discussion and presentation of the 

results. We have visited the general profile of our six case studies; provide the result of 

cultural aspect to identify the most influential intercultural dimension (Collectivism) in use. 

We also identified, from our interviews, the bureaucratic control mechanism that is a basis 

beneficial contribution to the project success and beneficial in term of intercultural context. 

However, the context-specific applied, where bureaucratic must be combined with another 

mechanism in order to apply it properly in the organization.  

In each part, we tried to link the previous section to the next; the information from each part is 

connected through each other in term of platform of development of the findings.  

Next, in Chapter 6, we attempted to draw a pattern between different variables in our two 

parts of intercultural and control mechanism. We will expand the discussion to cover the 

comparison with the theoretical findings from our literature reviews and making sense of the 

possible framework from the relationship that we have established.  
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CHAPTER 6: DISCUSSION OF FINDINGS  

6.1 Introduction 
This chapter will present the findings from our data analysis section and discussion for 

the results of the six interviews that we conducted through comparison with the 

theoretical findings of our literature review section. We will highlight the similarities 

and explain the differences. At the end of the chapter, we will present a holistic view on 

cultural aspect and control mechanism as an integrated element in determining project 

success in Singapore.  

6.2 Intercultural perspectives 

6.2.1 Power Distance (PDI) 

PDI LOW LOW-

MED 

MED MED-

HIGH 

HIGH 

Findings from interviews 3 cases    3 cases 

Hofstede      All cases 

GLOBE      All cases 

 

The findings from our interviews resemble the empirical findings of Hofstede and 

GLOBE studies. They both suggest high power distance in Singapore. As identified by 

Hofstede, as an Asian country, Singapore remains as one of the countries that favor 

paternalistic rules (Hofstede, 1984) and respect the authority power of their leaders. 

Nonetheless, the main reason of this result from our interviews is mainly due to the 

nature of certain position or task that requires more authority levels for task justification 

and approval, rather than rigidity in structure that emphasizes on ranking and position or 

employees‟ obedience without question.  

On the other hands, half of our interview results suggest a low power distance in the 

company. This difference can be explained by the concept of organic corporate culture, 

which is undertaken by many companies, opts to cultivate an open and transparent 

working environment, especially important in project-based companies. This is strongly 

supported by study from Low & Leong (2001) and Ochieng & Price (2009) which 

propose communication and employee empowerment as an important approach to 

minimize workplace conflicts and build the project effectively.  

6.2.2 Uncertainty Avoidance (UAI) 

UAI LOW LOW-

MED 

MED MED-

HIGH 

HIGH 

Findings from interviews   2 cases  3 cases 

Hofstede  All cases     

GLOBE     All cases  

Note: One of our interviewees did not comment on this issue due to his short period of stay 

in his current position. Hence, above table only shows results from 5 interviewees. 

Hofstede study (2001) introduced three components of uncertainty avoidance: “rule 

orientation, employment stability and stress” as the national levels of indicators in 

measuring UAI. Rule orientation means obedience to rules and concentration of 
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authority; meanwhile, employment stability is a combined function of (i) the average 

age of the incumbents (the older, the more stable); (ii) average education level (the 

higher, the less stable) (iii) the occupation‟s percentage of female incumbents (the more 

women, the less stable) and stress level implies the nervous and tense at work (Hofstede, 

2001, p. 148-152).  

During the interview, we have extended our question to cover above three components 

of uncertainty avoidance. However, the result derived from our findings shows medium 

to high level of UAI, which differ from Hofstede findings of low UAI in Singapore. 

This could be due to the change of employment system in Singapore. From our 

interview findings, apparently companies nowadays are providing better staff training 

and education program, employees‟ advancement opportunity in their own career path, 

compared to the 80s in where the studies are done. As identified by Hofstede studies 

(2001), the better manager is those who have been with the companies the longest time. 

Hence, our interviewees, who 5 out of 6 are from big MNCs, imply that they are being 

offered attractive job rotation chance and career opportunity that drive them to stay 

longer in the companies.  

6.2.3 Gender Egalitarianism/Masculinity-Femininity (MAS)  

MAS LOW LOW-

MED 

MED MED-

HIGH 

HIGH 

Findings from interviews 1 case  2 cases 3 cases  

Hofstede     All cases  

GLOBE     All cases  

 

Besides C4, a case study on a small local Singaporean company, the other 5 cases 

shows results of medium or medium to high level of MAS in the company, which is 

consistent with the findings from both Hofstede and GLOBE studies. The only slight 

difference highlighted from our findings, is the rationale of having high MAS level. Our 

study found out that strict rules and regulation or procedures are necessary for certain 

job task in order to provide a common guideline for the project team members to follow. 

This is especially important in terms of guiding team members from different cultural 

backgrounds to work towards common goals of project with least conflicts and 

misunderstandings. According to Ochieng & Price (2009), it is crucial for project 

manager to know how to articulate procedures, rules and regulations to reduce the 

uncertainty of cross-cultural project.  

Job satisfaction and self advancement is another element under MAS that are considered 

by most of the research studies (Hofstede, 2001; House, et. al, 2004). Our interviewees 

reveal that most of the companies are strongly emphasize on employee development and 

they try to provide sufficient resources to educate and retain potential employees. This 

is done through offering new challenges and recognitions to employees, provide 

monetary rewards to outstanding performance, at the same time, helping employees to 

reduce work stress through building a good work-life balance as pointed out by C5.  
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6.2.4 Individualism-Collectivism (COL) 

IDV LOW LOW-

MED 

MED MED-

HIGH 

HIGH 

Findings from interviews   1 case  5 cases 

Hofstede      All cases 

GLOBE    All cases   

 

In addressing cross-cultural collectivism, almost all the interviewees agree that team 

member collaboration, open communication, high team spirit and group consensus is 

important in achieving project success. Ochieng & Price (2009) propose three factors 

that influence effective multicultural team performance are “good team organization, 

open decision making and commitment”. Moreover, our results resemble with the 

studies done by Hofstede and GLOBE, identify the importance of group consensus in 

decision making process, emphasize it is essential to properly integrated foreign team 

members with local members to enhance group cohesion.  

Team consensus is applicable and useful in big organization or when multiple project 

stakeholders or many authority levels are involved. Nonetheless, this process is tedious 

and time consuming as pointed out by C6, which in some cases might delay the decision 

process or miss the business chance. Hence, team consensus is less used in the case of 

small company such as our C4. Decision making is centralized and project leader will 

give command and subordinates will obey on the instructions.  

6.2.5 Summary of Findings  

Our interview findings suggest a resembling result of masculinity and collectivism 

dimension of Hofstede and the GLOBE studies despite some slight differences. The 

major differences in results of power distance and uncertainty avoidance dimension is 

due to the specific context of our interviewees and small sample that we have when 

comparing to the large-scale surveys done by Hofstede and GLOBE studies. We will 

further discuss this issue in section 6.5 to comment on the difference in results between 

our study and theoretical findings by other academic researchers.  

Nonetheless, our study aim to and had successfully identified the respective importance 

level of each intercultural dimension in the interviewee‟s context as elaborated in 

section 5.3. Our Table 18 in Chapter 5 has clearly showed that Individualism-

Collectivism (COL) is the most influential intercultural dimensions identified by our 

interviewees and Uncertainty Avoidance (UAI) as the least influential dimension, in 

certain context in Singapore, although is not sufficient to represent the whole population 

in project management discipline.  

All of our interviewees agree that it is very crucial to have a high performance 

multicultural team to work effectively across international boundaries and understand 

cultural differences. This is because the biggest challenge of multicultural teams is to 

reduce conflicts and create synergy of new team dynamic and integration.  

6.3 Project control mechanisms 
The discussion of the control mechanism part takes a different approach from 

convention approach to compare with the theory. Where we are doing exploratory 

research on the control mechanism to find out what is the practice at the country setting. 

There was no prominent literature beside Nieminen & Lehtonen (2008) that we would 
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be comparing or proving the finding upon as we only developed to find out what are the 

control mechanism is currently exist in the Singapore project management climate.  

To recap from the previous chapter, It is clearly seen that the job function defines the 

nature of the mechanism which is most used. Sales department person would be 

operating on the personal incentives and consequently fall in the use of the self-control 

mechanism in reaching the individual target. Other cases show the dominant usage of 

clan control and bureaucratic control equally. Clan control exist in a personal basis in 

team level and Bureaucratic control seems to be operating in the place where the high 

order and high structural is needed, as well as, for human resource function to control 

the employee under company rules. This is similar to the mention from Ouchi (1979), 

the father of organizational control, that all organizations have hybrid structure which 

comprises of all three elements of control; just the weightings of the importance are 

different and are to be structured to match the organizational context.  

Other than the function departments, we also clearly saw the influence of other factors 

to affect the choice of control mechanism. They are factors as presented below 

- Company structure/Organizational structure: with a flat structure, the self-

control or clan control are more likely to be used 

- Level of authority: if high, then the bureaucratic control is more prominent.  

- Nature of work? Individual performance? Team performance:  for example, in 

the ace of sales, they are more independent so they are better suit with the self-

control.  

- Maturity of the firm: MNC tends to have bureau set in place for the rest 

All the cases indicate that it is more of the professional backgrounds, not so much for 

national or racial background mixture that would contribute to the project success. The 

different background helps filling the gap of proficient needs in the projects. This 

indicates the different from the work of Hofstede (1980) where he classified the culture 

into the national boundary. We found that there is more complexity within the country 

than to classify only using the basis groupings alone.  

When taken intercultural sensitivity into consideration, the main control mechanism that 

most useful is bureaucratic, and then the clan control respectively. Where the 

bureaucratic control could take in both forms of prominent in C4, C5 and inherent 

within the company culture that the employee may not notice the mechanism of HR like 

in C1.  

The finding of priorities is similar to the work of Nieminen & Lehtonen (2008) where 

they found the bureaucratic control mechanism to form a basic frame for the 

organizational control l in the program. It is put in place to ensure the availability of the 

resources and that the problem could be clearly identified and solved. Clan control 

ensures the enhancement of the spirit and motivation of the project managers through 

informal discussion which is the main driver in the control mechanism (ibid). This is 

also similar to our finding that, after bureaucratic control which ensures the basic 

success, clan control is the plus point to enhance the project success and add the quality 

and ease the way the person interact with each other. In term of team composition and 

to explain the way intercultural play a part in project control mechanism, the table 

below could be developed in order to create a clear understanding of the relationships 

between different variables. The table incorporates the basis information on the 

composition of the team.  
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TABLE 25: Summary of the Team Composition in Each Case 

 

We need to stress again that we are studying the control mechanism within the team. 

The subject of study is located in Singapore. By nature of the location, Singapore takes 

place as a hub for many MNC companies to use as regional headquarters. Therefore, 

some teams would involve combination of members present in different location outside 

Singapore. Furthermore, the location also provides the evident for diversity to be found 

within the country itself.  

To the extent of teams comprise of the team both inside the country and the team with 

the members incorporating the outside country, there are more vastly differences and 

better identified if the team composition is across the country boundary. With the team 

with members within the company/ country/ not involve the clients, there is less 

variation in the treatment across the different cultural group, like C4 indicating of adjust 

toward the local working climate and bureaucratic rules. However, it is quite prominent, 

as in C1, where the respondents established an inherent indication of formal 

bureaucratic mechanism which took places already within the company. It is also an 

indication of most beneficial control mechanism to control people with different 

background. This is also supported by other cases which established a result that 

bureaucratic control could yield a basis success for the project control.   

For cases that established different control mechanism for different project team 

members from different nationality/ country, the following Figure 6 is developed from 

the response in C5.  

 C1 C2 C3 C4 C5 C6 

Nature of the project       

Pooled from Within the Country Yes Yes Yes Yes Yes Yes 

Pooled from Outside the Country Yes No Yes No Yes No 

Client as part of the team No No No Yes No No 

Treatment       

Indication to see the team within  

Singapore to be different 

No No No Yes Yes Yes 

Indication to see team outside  

Singapore to be different 

n/a n/a Yes n/a Yes Yes 

Indication to see the mechanism  

between the client to be different 

Yes Yes Yes Yes Yes Yes 

Intercultural contribute to project 

success 

No Yes No No No Yes 
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FIGURE 6: Classification of Nation to different Control Mechanism 

 

Checking back with the Table 11 (intercultural team composition) in Chapter 5 on the 

list of the nationality/ethnicity/country list, Korean and European were not relevant in 

this case where Korea is represented in C1 and the respondent did not support the 

classification. French was the member in C2 & C3 team within Singapore, and is not 

suitable for this context. This is the same for the European which was represented in C4 

& C6. American was not indicated to be classified by the respondents.  

6.4 Framework building – Incorporate Collectivism into Bureaucratic 

Control of Project Management 
Our above findings from both intercultural perspectives and project control mechanism 

suggest that there is a need to introduce a framework. Since the framework is based on 

six interviews, generalization from only these six cases is something that normally 

needs larger samples and more data. The framework proposed is a first version and 

should be tested more in latter studies. Based on the data, a framework on intercultural 

perspective is possible to make base on the following elements: 

- Cultural understanding of project team members (Intercultural Dimension); 

- Project knowledge related to project purpose, goals, values, roles, processes, 

resources (Control Mechanism).  

From our interview result, it shows that Collectivism is the most influential dimension 

(Table 18 & 19), in certain contexts in Singapore, which means well-organized team 

plays a very important role in determining the project success. It can be observed from 

our interviewees‟ feedback which has revealed the complexity and difficulties in 

solving conflicts and deliver a high level of performance throughout the process of 

managing and controlling project.   

On the other hands, our findings for control mechanism part show that different source 

of team member (nationality) and team member composition (internal or external 

stakeholder) will require different treatment or control mechanism during the project 

management process in Singapore context.  

Figure 7 shows a matrix of applicable control mechanism in related to team member 

composition and nationality. This matrix presents a clear image of what control 



Intercultural Control Mechanism in Project Management 

 

77 | P a g e  
 

Lee Tee Ting, Somruetai Tantakitti 

mechanism will be appropriate when the team member composition (whether or not it 

includes external stakeholder such as clients) varies; and when the sources of the 

member (whether they are local Singaporean or they are foreigners) change. It as well 

defines the scope of the treatment area (red shaded cake slice area) which we will try to 

tackle as a result of our study.  

 

FIGURE 7: Control Mechanism Matrix for our study 

As conclusion, we will combine the result of Collectivism as the most influential 

intercultural dimension (Section 6.2); together with bureaucratic control, as a 

foundation control mode of project management (section 6.3), we establish our 

Intercultural-Sensitive Framework of Control (ISFC) to tackle the treatment area 

which identified under Figure 7. 

This ISFC framework (Figure 8) opts to suggest several helpful criteria for Singaporean 

project managers and project coordinators to better manage their multicultural teams 

and reduce conflicts and misunderstanding through combination of both soft aspects of 

personality, cultural knowledge, skills and hard tools such as rules and regulation, 

project plan and schedules.  
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 FIGURE 8: Intercultural-Sensitive Framework of Control (ISFC) 

Intercultural-Sensitive Framework of Control (ISFC) is derived from our knowledge 

and understanding from our search of literatures as well as the observation and 

interview result analysis of our 6 interviews from 5 MNCs and 1 local Singaporean 

company. Although feasibility of application might be limited to certain extent (section 

6.5 & 7.4) due to the difficulties of result generalization of small sample, we aim to 

offer a guideline of consideration for project managers who running a cross-cultural 

project with multi-cultural team members, particular in the project management field in 

Singapore.  

ISFC comprises of 2 essential elements of Intercultural Dimension – Collectivism 

(TEAM) and Project Control Mechanism (BUREAUCRATIC CONTROL), which is 

the outcome that we drawn from our literature review and data analysis of the 

interviews result.  

I. TEAM (Collectivism) – It comprises of 3 elements: cultural knowledge, 

skills and personality orientation.  

 Cultural knowledge implies that team members need to be aware of the 

existence of different cultures in the team. 5 out of 6 interviewees 

commented that most of their team members are sensitive and aware 

about the existences of different cultures and they are willing to learn 

the cultures and adapt to different way of doing things as well as open 

to communicate their anxiety and doubts throughout the process. 

Building cross -cultural understanding and 

project knowledge 

Multi-cultural team performance in 

achieving project success 
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 Team members need to equip themselves with necessary skills such as 

foreign language competence and nonverbal communication 

competence (Ochieng & Price, 2009); which is very critical capability 

to clearly communication own thoughts and ideas (Matveev & Milter, 

2004). This factor has been particularly raised in the interview by our 

C5, who emphasize the important of language in communication 

process in order to convey the correct message to the other parties. He 

mentioned that he will use both verbal and written form of 

communication with team members who are not native English speaker 

to avoid misunderstanding.  

 Personality and behavior of team members influence how they manage 

cultural uncertainty. This includes the interest of team members to learn 

and understand other people, flexibility and open-mindedness towards 

changes and cultural differences (Graf & Mertesacker, 2009). As 

mentioned before, 5 out of 6 interviewees have pointed out the 

importance of attitudes and personality of team members to be flexible 

to changes and differences and their readiness to absorb, learn and adapt. 

 

II. BUREAUCRATIC CONTROL (Control Mechanism) – It comprises of 

boundary mechanisms and diagnostic mechanism, which includes 4 

important elements of rules and regulations, schedule, budget and project 

plan. It focuses on controlling the time line of project, monitoring the 

spending; allocate suitable human resources, reporting and quality 

management. In addition, bureaucratic control also serves as an essential 

approach to provide a guideline for team members from different cultural 

backgrounds to overcome the diversity and conflicts, hence able to create a 

team structure that required for success. 

Our ISFC framework aim to retain the freshness and dynamics of multicultural teams, 

in short, try to incorporate some considerations of soft aspects of collectivism, which is 

team development and integration; into the bureaucratic control. By considering the 

three factors (cultural knowledge, skills and personality) that we pointed out under 

TEAM, we believe project manager can minimize the difficulties and conflicts 

throughout their control process of schedule, budget and project plan.   

Moreover, through combination of these 2 elements of team and bureaucratic control, it 

will enhance both project and cross-cultural understanding of team members, hence will 

qualify the team to meet international challenges and achieve project success (Ochieng 

& Price, 2009). This could help project manager in Singapore to develop effective 

multicultural teams for improving their competitiveness in the global business 

environment.   

Above argument is strongly supported by the comments from our C3 and C5 that 

stressed the importance of integration of team members‟ cultural understanding and the 

roles of rules and regulation in providing a guidance of movement and conciliation of 

conflicts, throughout their project management process. As they said, this factor always, 

although not all the time, affects the progress and success of project.   
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6.5 Feasibility and Practicability of ISFC 
Based on our study and the findings that we derived from our interviews, we would 

argue that it is very important to consider the concept of teamwork, which include 

culture knowledge of team members, their skills and personality; when managing 

project in context which involves multicultural team and implementation of rules and 

procedures in Singapore.  

Hence, our ISFC framework will be useful in providing a consideration guideline of 

important factors from 2 aspects, (i) culture when project managers came to manage a 

multicultural team which comprises team members from different backgrounds; and (ii) 

control, in where bureaucratic control helps to monitor and manage project progress as 

well as control and reward employee performances, which is a pivotal part of culture.  

Study from McGovern et.al. (1997) have further supported our above argument through 

his findings in related to the importance of integration of culture and control in deciding 

corporation success. McGovern research focused on the importance of combination of 

corporate cultures and bureaucratic control within the context of Hewlett-Packard (HP). 

Although his focus of study is mainly on the corporate culture, the crucial element of 

HP culture is “People Related” (McGovern et.al., 1997, p.195), in which identical to 

our TEAM concept under ISFC. He suggested the importance of coexistence of hard 

rules for controlling and soft cultures to foster employee innovation and motivation in 

an organization (McGovern, et.al., 1997). 

Nonetheless, there are some interesting findings such as we identified the importance of 

professional cultures in affecting the project success throughout our discussions with the 

interviewees. This could be explained through the concept of “multiple cultures 

conception of cultural groupings” (Sackmann, 1997, p. 32-33) due to the evolving and 

rapid changes in the global environment which introduced by Sackmann (1997).  He 

suggested that other cultural groupings need to be studied simultaneously with national 

culture to understand the underpinning cultural diversity that influences organizational 

performance (Sackmann, 1997).  

Furthermore, Fletcher & Fang (2005) suggested that cultural dimension that developed 

in Western studies is likely to be inappropriate in studying Asian markets due to the 

lack of consideration of different ethnic groups which is a unique feature of Asia.  They 

argued that it is crucial to capture the cultural diversity such as “ethnic culture, regional 

culture, professional culture and other emerging culture groupings within or across 

national border”  when one intends to study culture of Asia market (Fletcher & Fang, 

2005, pp. 430). It is essential to study both national cultures and other emerging cultural 

groupings in the global business context (Bird & Stevens, 2003).  

Hence, based on our interview findings and limitation that we currently faced, we would 

like to suggest the following which can be tested on a larger sample in future research in 

order to increase the practicability of our ISFC:- 

1. Consideration of education background, professional skills and ethnicity of 

team members in a multicultural team, within or across nation borders.  

2. Consideration of other control mechanism such as clan control. 

3. Consideration of internal and external management of stakeholders, which is a 

broader definition of project team since eventually both stakeholders can affect 

the success of project.  
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CHAPTER 7: CONCLUSIONS AND RECOMMENDATIONS 

7.1 Introduction  
This chapter concludes and summarizes the research thesis which was embarked on a 

journey to incorporate our interest in cultural management into the project control 

mechanism. We have identified the research gap and the interest through the 

identification by Bredillet, et. al. (2010) where there is a lack of research on possible 

impact of culture on project management. We took on the four intercultural dimensions 

developed by Hofstede (1997) and GLOBE studies (House, et.al. 2004) which are (i) 

Power distant (PDI), (ii) Uncertainty avoidance (UAI), (iii) Gender 

Egalitarianism/Masculinity (MAS), and (iv) Individualism (COL). We based the control 

mechanism part on the work of Nieminen and Lehtonen (2008) by choosing the control 

category at three mode level where it comprise of bureaucratic, clan and self control.  

By doing the qualitative approach exploratory research through six case studies, we 

achieved an understanding of the cultural dimension profile in Singapore. We also 

managed to acquire the data on the control mechanism that is in used and beneficial to 

the intercultural aspect. We hope the finding is beneficial to the project management 

field and ease the project manager to achieve the better management of human capital 

within the project team.  

This chapter begins with examining our empirical findings with the propositions created 

through literature review (Section 3.6). After that, we will give recommendations, 

debate on the strengths and weaknesses of our studies, and suggest for further research 

direction. 

7.2 Empirical Findings in relation to the Research Propositions  
In order to create a gap of the studies, we had drawn the following conclusion in order 

to develop the proposition in section 3.6 of the thesis as following from the literature 

review.  

1. Project Management is highly influenced by the culture of the people who manage 

and are managed (internal and external stakeholders). Hence, it is important for the 

successful project management to consider the diverse dimensions and be 

intercultural sensitive.  (ibid) 

2. Project Management Control Mechanism does consider the controlling aspect of 

human behavior, which is not cultural „indifferent‟.  Nonetheless, there is no one 

best way for all the contexts. Thus, „context specific‟ and „cultural sensitive‟ 

control mechanism is inevitable for the application in project management field in 

Singapore. (ibid) 

With the above claim, we established the research questions  

Q1: How dimensions of intercultural sensitivity could be incorporate in the project 

control mechanism. 

Q2: Would it bring benefit to the project managers and help them manage the cultural 

problem and enhance success in project management. 

Three propositions were created in order to answer the two questions. In this section, we 

aim to analyze and compare our finding with them.  
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P1: There is different degree of importance among identified intercultural 

dimensions (Section 4.1.5) in the project management field in Singapore. 

The study find the supportive evident for this proposition where the conclusion 

could be drawn that all the interviewees have ranked COL (collectivism) as the 

most influential intercultural dimension that impact heavily on their project 

success. On the other hands, UAI has the least or no impact on running a project 

based on the interview results.  

PDI (importance of hierarchy and authority level) and MAS (emphasis on the 

rules, regulation and procedures) has a positive relationship among each others. 

A strong need of procedures and standards in providing guideline to the project 

teams‟ members is normally cultivated under a strict or high hierarchical 

company structure. Therefore, most of the interviewees rank them equally 

important in determining the project success. 

P2:  There is common appropriate way of control in project management field in 

Singapore. 

We studied teams in Singapore which comprised of international members 

drawn from within Singapore and also from outside Singapore. There is 

different in degree of mechanism for both categories.  

From our findings, it could be said that the common appropriate way maybe still 

faraway dream to reach where there are several factors determine the choice of 

each respondent choosing which control mechanism is appropriate and is in use 

in the project management function that they are doing. Those factors are 

industry, the nature of the work, the type of the company, the nature of the 

composition in the team.  

However, without consideration of the intercultural dimension, we could draw 

some conclusion on the distinction between the sales department and the rest of 

strategy, business development, analyst, coordinator and research functions. In 

sales, the respondents tended to opt for the self-control mechanism. Others chose 

between bureaucratic and clan control mechanism.  

All the cases indicate no need for cultural mix in term of national/ethnic group 

for the project success. It is more of the professional background as an 

intercultural perspective that contributes to the different capabilities that the 

projects need and could enhance the project outcome. Nonetheless, the 

experiences of our interviewees told us that team members, who can better 

understanding the culture differences, contain appropriate skills to clearly 

communicate and interact with people from different cultures, are able to resolve 

communication misunderstandings faster and perform the assigned task more 

effectively. 

With a consideration of intercultural influence, we could draw a broad 

conclusion that the bureaucratic control plays a foundation establishment of the 

project success. Clan control is an additional point to add to enhance the 

smoothness in running the project. This is supported with the finding of 

Nieminen & Lehtonen (2008).  



Intercultural Control Mechanism in Project Management 

 

83 | P a g e  
 

Lee Tee Ting, Somruetai Tantakitti 

Nonetheless, we also able to find the different treatment for different personal 

(team) which incorporate a member from another country, and they are vastly 

different for different nationalities that we found.  

Therefore, even though some conclusion could be drawn, however, it is still not 

strong enough to conclude that there is a common way to choose for control 

mechanism in Singapore. 

P3: The integration of most influential intercultural dimensions into the most 

common way of project management control mechanism is perceived to bring 

promising outcome of project implementation in Singapore.  

It is hard to say if P3 is valid as our findings did not really fit P2. Therefore the 

framework that incorporates the collectivism (COL) as a main dimension to put 

into the bureaucratic control in the previous chapter could still be debatable 

upon our reasoning in response to the P2. It is possible to say that in term of 

team that require different members from outside Singapore to be incorporate 

the intercultural dimensions as the study is done for Singapore climate to 

determine the most influence dimension. We could not strongly incorporate 

them to the different treatment of the different culture identified in Figure… 

from chapter 6.  

Nonetheless, we have indicated that the consideration of the culture is useful for 

project control mechanism and could yield some success. If there is different 

treatment for company that requires a team operating across the country, the 

cultural consideration is needed and must be incorporate in some way. In 

Singapore, as a hub to operate several projects with this kind of team 

compositions, this study would remain relevant and is useful as a casual read for 

any project managers.  

7.3 Recommendations  
From the findings number of recommendations could be made for the project-based 

firms wanting to operate their headquarters or do business in Singapore.  

The recommendations are:  

(i) There is an evident for cultural sensitivity while doing business in Singapore 

in term of ethnic group/profession/background within the project team. 

There is also opportunity to be interacting with the team composed from 

both locating in Singapore and cross Asia-pacific. The diversity level is high 

in this country location. Further research on culture can be extended to 

corporate level and professional level.  

(ii) The firm should be cultural sensitive toward designing the control 

mechanism in order to yield a better success through project control 

mechanism.  

(iii) The profile of Singapore‟s cultural climate emphasis on collectivism. If the 

firm could design the mechanism to touch on this point could ensure the 

smooth operation of the project team.  

(iv) An awareness of the result/finding from this thesis is a good platform in 

designing a better project control mechanism for the project-based team.  
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7.4 Limitation of the study 
There are several limitations which the studies could not cover, they are;  

(i) The time constraint which do not allow us to do more than six interviews for 

case studies. Therefore, the result may not represent a strong inductive study. 

The nature of exploratory research provides a description of control used by 

the six cases. Even though there are some conclusions that are able to be 

drawn, however, the results do not provide a strong representation.  

(ii) From the previous limitation, our framework based on our observation 

would not be able to apply to all the cases with certain limitation in 

application 

(iii) The study is focus on the control mechanism within the project team. Where 

the interaction is done within the team. From this consideration, there is two 

sub part to consider 

(iv) The maturity of the firm and other factors that could affect the choice of 

control mechanism was not clearly indicated or draw a clear influence. The 

future research could be developed to clearly address this topic. We have a 

limitation of the time and scope to study and cannot cover all the areas in 

detailed.  

(v) We ignored the development of „professional culture‟ within the literature 

review as the studies related to the intercultural dimension are largely based 

on the national culture study of Hofstede‟s development from IBM studies. 

We found during the interviews that it actually plays a part in the working 

culture in Singapore. Therefore, the future research could be done on this 

aspect to address the stronger relationship. Otherwise, it could be done 

through gathering more interviews from respondent from the same firm to 

see the corporate professional culture whether it has a stronger influence in 

the MNCs or local firms.  

(vi) The nature of open-ended questions, lack of standardization of questions 

may lead to interviewer bias and raise the concern of reliability of the study. 

7.5 Possible Future Research Directions  
All mentioned limitations could be a possible opportunities for future research. The 

research could be done for  

(i) A bigger sample; in a quantitative methodology.  

(ii) Different scope; for example, the mechanism for the project in dealing with 

the external stakeholders, or with different level of hierarchy in the company, 

or at the different functions (Project Management Office, Program 

Management, Portfolio Management).  

(iii) More detailed; in identifying in detail of which mechanism within the mode 

is actually in use and useful or in term of specific industry. 

(iv) Different aspects; for example, the maturity of the firm/nature of the firm 

which played as the indication of the variables that may contribute to the 

choice of the mechanism.  

(v) Different location; the replication of study could be done for another country 

wish similar characteristic with Singapore to confirm/reject our findings. 

(vi) Different intercultural aspect; as we developed our studies based on the 

intercultural existing studies which largely based on the national culture. 

Future research could be done to include all other aspects of professions/ 

backgrounds.  
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APPENDIXES 
 

Appendix 1: Hofstede’s Cultural Dimensions 

Power Distance Dimension 

The power distance dimension is defined by Hofstede (2005, p.46) as “the extent to 

which the less powerful members of institutions and organizations within a country 

expect and accept that power is distributed unequally.” It therefore defined the degree 

of acceptance of unequal power distribution that exists in the organizations. According 

to Tan and Chong (2003), organizations that have high power distance tend to have high 

hierarchy and greater differentiation in ranking, salaries, status to represent own high 

superiority and authority over the others. 

Uncertainty Avoidance Dimension 

The uncertainty avoidance dimension is defined by Hofstede (2005, p.167) as “the 

extent to which the members of a culture feel threatened by ambiguous or unknown 

situation”. Member in high uncertainty avoidance will prefer great job stability, more 

formal rules and regulations as guideline of performance and reduce uncertainty, in 

which they will be less tolerant to deviant ideas and behaviors (Helgstrand and 

Stuhlmacher, 1999, p155). 

Individualism versus Collectivism Dimension 

Hofstede (2005, p.76) defined this dimension as “individualism pertains to societies in 

which the ties between individuals are loose; everyone is expected to look after himself 

or herself and his or her immediate family. Collectivism as it‟s opposite, pertains to 

societies in which people from birth onward are integrated into strong, cohesive in-

groups, which throughout people‟s lifetime continue to protect them in exchange for 

unquestioning loyalty.” Collectivist society prefers a tightly knit framework; in contrast, 

the individualistic society the opposite is true.  

Masculinity versus Femininity Dimension 

Hofstede (2005, p120) defined it as “a society is called masculine when emotional 

gender roles are clearly distinct: men are supposed to be assertive, tough, and focused 

on material success, whereas women are supposed to be more modest, tender and 

concerned about the quality of life. A society is called feminine when emotional gender 

roles overlap: both men and women are supposed to be modest, tender and concerned 

with quality of life.” According to Hofstede, a masculine culture is said to live to work, 

emphasize on achievement and material success while a feminine culture is said to work 

to live (Hofstede, 1980) and show a preference for relationships and modesty. 

Confusion Dynamism 

This dimension was identified as categorizing societies on a set of values derived from 

the teaching of Confucius. Hofstede identifies that the first four values reflect an 

orientation towards the future, while this dimension reflect an orientation on the past 

and the present (Hofstede, 1988). “Confusion values of persistence, thrift and 

patience”, which features the long-term orientation criteria and it was considered to be 

the reason for the economic success of Singapore as one of the „Asian Tigers‟ in the 

1980s (Hofstede, 1980). 
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Appendix 2: GLOBE’s Dimensions of Organizational Culture  

Dimension Focus of the Dimension at the Organizational Level 

Power Distance The degree to which members of an organization 

(should) accept distinctions between members on the 

basis of organization position. Include such things as 

perquisites, status, decision-making power etc. 

Uncertainty Avoidance The degree to which members of an organization 

(should) actively attempt to reduce ambiguity in 

organizational life by relying on norms, rules and 

policies. 

Humane Orientation The degree to which members of an organization 

(should) encourage and reward individuals for being fair 

and kind to other organization members. 

Assertiveness The degree to which members of an organization are 

(should be) assertive, dominant, and demanding in their 

interactions with other organization members. 

Gender Egalitarianism The degree to which men and women are (should be) 

treated equally in the organization in term of tasks 

assigned and opportunities for training and advancement. 

Future Orientation The degree to which an organization (should) encourage 

and rewards long-term versus short-term planning and 

projects. 

Performance Orientation The degree to which an organization (should) focus on 

and rewards high performance and efforts to improve 

quality. 

Individualism - 

Collectivism 

The degree to which an organization (should) focus on 

individual accomplishment versus group 

accomplishment. 

Organizational Collectivism The degree to which organizational members (should) 

take pride in being associated with the organization 

Source: Dickson, M.W, Aditya, R.N. and Chhokar, J.S (1999), „Definition and 

interpretation in cross-cultural organizational cultural research: Some pointers from the 

GLOBE research program‟, Chapter draft for the Handbook of Organizational Culture 

and Climate, Thousand Oaks, CA: Sage Press, pp 1-39 
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Appendix 3: Interview – Cover Letter for Interview Request 
 

------------------------------------------------------------------------------------------------------ 

Dear Sir,  

Interview Request on Intercultural Project Management & Control Mechanism 

My name is Somruetai Tantakitti (Miss). Currently, with my thesis mate, Lee Tee Ting 

(Miss), we are in the process of doing our final Master‟s Thesis for graduation. The 

program, Masters in Strategic Project Management (European), is organized through 

collaborations between three universities; Heriot-Watt University (Edinburgh, Scotland), 

Politecnico Di Milano (Milan, Italy), and Umea University (Umea, Sweden).  

About the study 

With a high interest in project management field, we pursued a deeper study in the soft 

aspect on cultural involvement in determining the project success. Below is the brief 

information for our thesis. 

Topic: Intercultural Challenges in Control Mechanism in Project Management -- A 

Study of Singapore Project Management Climate 

Research Questions: 

- How dimensions of intercultural sensitivity could be incorporate in the project 

control mechanism. 

- Would it bring benefit to the project managers and help them manage the 

cultural problem and enhance success in project management. 

 

Benefit of participating in our study  

Our study is intended to be mutually beneficial. We are glad to share our end findings in 

the form of consolidated thesis report at the conclusion of our study targeted for 

completion by the end of December 2010. This report will summarize the current 

project control climate of Singapore and present a framework or plans of actions for 

better managing project stakeholders from different cultural background, in which will 

aid project manager to attain his or her project goals. This finding will be particularly 

useful to managers in global organizations who manage multicultural team and for 

organization who design the control mechanism for project management.   

 

Thank you for your attention, we do hope you find this topic interesting. We are aware 

that you have experiences and expertise in the project management field. Plus the 

setting that we pursue to study is the intercultural setting of Singapore. We would 

sincerely hope to arrange a short discussion with you (roughly around 30 minutes to one 

hour) regarding the above topic. We have attached the questions in a PDF file together 

with this letter.  

Please let us know your availability at any time slot between at your convenient date 

that we could call to your phone, or get in touch with a Skype interview.  
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We would be most grateful and honored for the opportunity to interview you. Looking 

forward to hearing from you soon. 

 

Best Regards, 

Somruetai Tantakitti & Lee Tee Ting 

Masters in Strategic Project Management (European) 

Class of 2009-2011 

 

Contacts: 

Somruetai Tantakitti  som.tantakitti@gmail.com skype: somtantakitti 

Lee Tee Ting  tingleetee82@yahoo.co.jp skype: tingleetee 

 

  

mailto:som.tantakitti@gmail.com
mailto:tingleetee82@yahoo.co.jp
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Appendix 4: Interview Guide – Respondent 

 

-------------------------------------------------------------------------- 

Intercultural Challenges in Control Mechanism in Project Management – A Study 

of Singapore Project Management Climate 

PM Interview Guide 

Interview Objectives: 

- Identify the most influential intercultural dimensions in relevant to the project 

management industry in Singapore  

- Identify control mechanism that is most appropriate in incorporating the intercultural 

perspective 

 

Opening Question: 

How long have you been involved with managing projects? How large/long are your 

projects?  

What type of project are you managing? What is your field of expertise? How long 

have you involved in this field? 

 

PART 1: CULTURAL ASPECTS 

Culture is a word for people's 'way of life', meaning the way they do things. Different 

groups of people may have different cultures. It is an integrated pattern of human 

knowledge, beliefs and behaviors, the outlook, attitudes, values, goals and practices 

shared by a society. 

TABLE 1: Intercultural dimensions 

Selected Intercultural dimensions (research focus): 

1 Power distance The degree of acceptance of unequal power 

distribution that exists in the organizations.  

2 Uncertainty Avoidance The extent to which the members of a culture feel 

threatened by ambiguous or unknown situation 

3 Masculinity-Femininity Masculine culture is said to live to work, emphasize 

on achievement and material success while a 

feminine culture is said to work to live and show a 

preference for relationships and modesty. 

4 Individualism -Collectivism Collectivist society prefers a tightly knit framework; 

in contrast, the individualistic society the opposite is 

true, in where the ties between individuals are loose. 

 

Intercultural Sensitivity is the ability to discriminate and experience relevant cultural 

differences. 
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Relevant Questions: 

1. How will you define "different cultures" based on your understanding/context? 

2. What different cultures comprise of your working teams? 

3. To what extent are you empowered to do your job as you see fit?  

4. How long does it take to get a common understanding of project goals within your 

working team? 

5. How your team reach team consensus in a decision making process? (please give 

example of a particular project)  

 How big is that particular project? 

 How long (days/ months) to come out with an agreed team decision? 

 What kind of decision-making? 

 What is the typical pattern of decision-making if any? (team decision or rules/ 

procedures) 

6. To what extent teamwork will be important in accomplishing the work?  

7. How important are the roles of rules, regulations and procedures in accomplishing 

the work?  

8. How fast is the job turnover rate in your team?  

9. How does your company value employees and performance?  

10. How do you define job satisfaction and work-life balance?  

11. Which “intercultural dimensions” (TABLE 1) do you think is the most influential in 

determining your project success? 
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PART 2: PROJECT CONTROL MECHANISM  

TABLE 2: Control mechanisms of project control process 

 Selected Control Modes (research focus):  

Bureaucratic Control Clan Control Self-Control 

Control 

Mechanism

s 

Boundary Mechanisms 

- Rules, Directives 

- Code of Conduct 

- Operation Limits 

- Operating Directives 

Belief Mechanisms 

- Mission 

Statement 

- Vision 

- Core Values 

Autonomy, Three 

levels 

- Decision 

power on 

daily 

mattes of 

the project 

- Decision 

power on 

working 

methods 

of the 

project 

- Decision 

power on 

project 

goals 

Diagnostic Mechanisms 

- Project Plans 

- Budgets, monitoring 

on spending 

- Human resource 

allocation 

- Schedules 

- Goal setting 

- Performance 

measurement 

- Incentives bonuses, 

pay based on results 

- Reporting 

- Formal meetings 

- Personal surveillance 

- Surveillance through 

other informants 

Interactive 

Mechanisms 

- Project 

manager 

selection 

- Training 

- Discussions 

- Informal 

events 

- Team 

Control 

- Goal 

Oriented 

working 

culture 

 

 

Relevant Questions: 

1. Which control mechanism (TABLE 2) is the most used in your project management 

process? 

2. Rank the most beneficial control mechanism in term of project success?  

3. Does project success depend on the mixture of the cultural group within the human 

capital? 

4. In intercultural team consideration - rank the most useful control mechanism in your 

context?  

5. Do you have different treatment for different cultural group? How? 
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Appendix 5: Interview Guide – Interviewer 
 

--------------------------------------------------------------- 

Intercultural Challenges in Control Mechanism in Project Management – A Study 

of Singapore Project Management Climate 

PM Interview Guide [INTERVIEWER] 

Interview Objectives:  

- Identify the most influential intercultural dimensions in relevant to the project 

management industry in Singapore  

- Identify control mechanism that is most appropriate in incorporating the intercultural 

perspective 

Interview Process 

Entry phase:  

1. Explain the purpose of the interview.  

2. Explain how we going to organize the time. (30min – part 1 & 20-25min – part 2)  

 1
st
 interview will be a trial  

3. Record the interview 

4. Take note of the interview process 

 

Substantive phase:  

5. “Frame” the question. 

6. Allow enough time before prompting the interviewee. 

7. Show interest of what interviewee say. 

8. Do not miss cue for probing. 

9. Give enough space before moving from 1 question to another. 

 

Closure phase: 

10. Signal the interview is coming to an end. 

11. Check interviewee if they have anything to add.  (Any other points/ comments that 

you think I‟ve missed anything to add??) 

12. EXPRESS YOUR APPRECIATION & GRATITIUDE towards interviewee. 

 

 

Opening Question: 

How long have you been involved with managing projects? How large/long are your 

projects?  

What type of project are you managing? What is your field of expertise? How long 

have you involved in this field? 

 

Prompts: 

- Name  

- Gender 

- Industry 

- How many years of experiences? 
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- Working with whom? 

- What field 

- Scope/extent of PM responsibility (who is managed?) 

- Overall project shape/size/ type 

 

PART 1: CULTURAL ASPECTS 

Culture is a word for people's 'way of life', meaning the way they do things. Different 

groups of people may have different cultures. It is an integrated pattern of human 

knowledge, beliefs and behaviors, the outlook, attitudes, values, goals and practices 

shared by a society. 

TABLE 2: Intercultural dimensions 

Selected Intercultural dimensions (research focus): 

1 Power distance 

(centralization/ 

concentration of authority)  

The degree of acceptance of unequal power 

distribution that exists in the organizations.  

2 Uncertainty Avoidance 

(formalization/ structuring 

of activities) 

The extent to which the members of a culture feel 

threatened (feel uncomfortable) by ambiguous or 

unknown (unstructured) situation. 

3 Masculinity-Femininity Masculine (tough) culture is said to live to work, 

emphasize on achievement and material success 

while a feminine (tender) culture is said to work to 

live and show a preference for relationships and 

modesty. [Distribution of emotional roles between 

gender] 

4 Individualism -Collectivism Collectivist society prefers a tightly knit framework; 

in contrast, the individualistic society the opposite is 

true, in where the ties between individuals are loose. 

 

Intercultural Sensitivity is the ability to discriminate and experience relevant cultural 

differences. 

Relevant Questions: 

1. How will you define "different cultures" based on your understanding/context? 

Prompts:  

- Ethnic Groups or different culture aspects? (intercultural dimension – national 

culture) 

 

2. What different cultures comprise of your working teams? 

Prompts:  

- Make up % of different cultures in the team/ people to be managed. 

- Link with control question. 

 

3. To what extent are you empowered to do your job as you see fit? (PDI) 

Prompts:  



Intercultural Control Mechanism in Project Management 

 

100 | P a g e  
 

Lee Tee Ting, Somruetai Tantakitti 

- Manager rely on formal rules 

- Subordinate should obey without question 

- Rank and position in the hierarchy will have special privileges 

- Centralized decision structure 

- Authority balance with client/ business/ user/ stakeholder 

- Large proportion of supervisory personnel  

- Close supervision lead to satisfaction/ performance and productivity 

 

4. How long does it take to get a common understanding of project goals within your 

working team? (COL) 

Prompts:  

- Needs of boundary crossing to reach common understanding 

 

5. How your team reach team consensus in a decision making process? (please give 

example of a particular project) – (COL) 

Prompts:  

- How big is that particular project? 

- How long (days/ months) to come out with an agreed team decision? 

- What kind of decision-making? 

- What is the typical pattern of decision-making if any? (team decision or rules/ 

procedures) 

 

6. To what extent teamwork will be important in accomplishing the work? (COL) 

Prompts:  

- How far they are rely, what kind of task? – Problem solving, communication with 

clients, decision making 

- Is group loyalty encouraged? 

- Value standards differ for in-groups and out-groups 

- Expertise/ order/ duty/ security provided by organization or clan. Versus autonomy/ 

variety/ pleasure/ individual financial security  

 

7. How important are the roles of rules, regulations and procedures in accomplishing 

the work? (MAS) 

Prompts:  

- Existence of roles differentiation between gender in the team 

- High job stress 

- Preference for large project/ high responsibility task 

 

8. How fast is the job turnover rate in your team? (UAI) 

Prompts:  

- Rate (%) of change 

- Rule orientation 

 Importance of opportunity for advancement 

- Employment stability 

 Prefer managerial or specialist position 

 Employee will lose respect for a manager who asks for their advices before 

he makes decision 
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 Competition among employee does more harm than good 

- Stress  

 A large corporation is generally more desirable place to work 

 The better manager is those who has been with company the longest time 

 

9. How does your company value employees and performance? (MAS) 

Prompts:  

- Money and bonus 

 

10. How do you define job satisfaction and work-life balance? (MAS) 

Prompts:  

- Challenges and recognition in jobs is important (high MAS) vs. cooperation at work 

and relationship with colleague is important (low MAS) 

 

11. Which “intercultural dimensions” (TABLE 1) do you think is the most influential 

in determining your project success? 

Prompts: (project success) 

- Apart from on time to aspect of budget? – Traditional  

- Relationship with stakeholders? 

- Development of team? 

- Contribution to the business? 

- PM interpersonal skill profile (leadership/ experience)  
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PART 2: PROJECT CONTROL MECHANISM  

TABLE 2: Control mechanisms of project control process 

 Selected Control Modes (research focus):  

Bureaucratic Control Clan Control Self-Control 

Control 

Mechanism

s 

Boundary Mechanisms 

- Rules, Directives 

- Code of Conduct 

- Operation Limits 

- Operating Directives 

Belief Mechanisms 

- Mission 

Statement 

- Vision 

- Core Values 

Autonomy, Three 

levels 

- Decision 

power on 

daily 

mattes of 

the project 

- Decision 

power on 

working 

methods 

of the 

project 

- Decision 

power on 

project 

goals 

Diagnostic Mechanisms 

- Project Plans 

- Budgets, monitoring on 

spending 

- Human resource 

allocation 

- Schedules 

- Goal setting 

- Performance 

measurement 

- Incentives bonuses, pay 

based on results 

- Reporting 

- Formal meetings 

- Personal surveillance 

- Surveillance through 

other informants 

Interactive 

Mechanisms 

- Project 

manager 

selection 

- Training 

- Discussions 

- Informal 

events 

- Team 

Control 

- Goal 

Oriented 

working 

culture 

 

- Explain the mechanism mode and that we are classifying it according to the heading in 
yellow.  

- We mainly aim to identify the modal different not to identify specific control tool as it 
would be too narrow and detailed for our thesis.  

Relevant Questions: 

1. Which control mechanism (TABLE 2) is the most used in your project management 

process? 

 Most use – currently use without the influential or thinking about culture 

2. Rank the most beneficial control mechanism in term of project success?  

 Assumption that success doesn‟t mean most used 

3. Does project success depend on the mixture of the cultural group within the human 

capital? 

 Aiming to establish the link with the cultural part 

4. In intercultural team consideration - rank the most useful control mechanism in 

your context?  

5. Do you have different treatment for different cultural group? How? 

 This one would have to try to incorporate the different cultural groups that 

the interviewee identify and ask them on the spot 
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