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Turning Cultural Diversity into Organisational Perf ormance 

 

 
Background and Conceptual Framework  

 

In the framework of International Circular migration, whereby, as nation's population has become more 
culturally diverse, a lot of organisations (private and non profit) are currently facing a lot of problems:  
E.g. Why should an NGO invest in time, money and energy to address cultural diversity? What is 
cultural diversity and in which framework this topic should be addressed in an organisation? How can 
organisations successfully implement cultural differences and reflect on them? What are the issues the 
organisation is facing when working with people from different cultural backgrounds? Which actions 
should HRM and the line managers plan and undertake in order to bring cultural diversity forward?  

Organizations around the world has been realizing the cultural diversity within organization is not a 
negative aspect, rather can facilitate organizational stalk for glory. John Bruhn1 (1996) define a healthy 
organisation as the “one in which an obvious effort is made to get people with different cultural 
backgrounds, skills, and abilities to work together toward the goal or purpose of the organization”. 
According to him, an effective culturally diverse organization is one whose culture is inclusive of all of 
the varying groups and constituencies it intends to serve, that is, in this case, the people from the 
development country. The need to be an effective culturally diverse is therefore translated in the 
organization's values, vision, mission, policies, procedures, and norms. 

                                                        
1 John Bruhn is the Dean and Provost of Pennsylvania State University at Harrisburg 
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University of Michigan professor Taylor Cox suggests four compelling reasons why becoming an 
effective culturally diverse organization is important.  

·  It enhances the creativity and problem-solving abil ities of the organization.  Once an 
organization can incorporate difference, previously untapped talent and energy will be focused 
on achieving organizational goals.  

·  It is morally, ethically, and socially the right th ing to do.  As humans, we have a tendency 
to favour in-group members over out-group members, which results in dominant-subordinate 
issues. At the same time, one of the core values in the development cooperation sector are 
“equal opportunity” empowerment of minorities...  

·  It affects performance of minority-group employees.  Cox's research (1994) shows that if 
an employee believes that he or she is undervalued, regardless of what the organization says, 
then the employee's work performance will be affected. This leads to a higher turnover rate for 
an organization.  

·  It is a legal requirement.  

In other research, Edward T. Hall (1983) found a difference in the way people perceive time. Some 
cultures, such as the mainstream European-American culture, see time as linear and sequential, called 
"monochronic." Other cultures, such as Native-American, Latino, African-American, and Asian-
American, perceive time as many things happening at once and with people, called "polychronic." 
Polychronic people see time as a plentiful resource, and relationships tend to take priority over 
schedules. Thus, you may find polychronic people to be often late to meetings, while the monochronic 
people may be more accustomed to punctuality. Monochronic people may tend to believe that "Time is 
money," while polychronic people may see time as an opportunity to be with others. 

 

The Hofstede ‘s framework for assessing culture determine five dimensions of culture in his study of 
national work related values: 

·  Small vs. Large Power Distance  - the extent to which the less powerful members of 
institutions and organizations expect and accept that power is distributed unequally. Small 
power distance expect and accept power relations that are more consultative or democratic.  

·  Individualism vs. collectivism  – individualism is contrasted with collectivism,  and refers to 
the extent to which people are expected to stand up for themselves and to choose their own 
affiliations, or alternatively act predominantly as a member of a life-long group or organization.  

·  Masculinity vs. femininity  - refers to the value placed on traditionally male or female values 
(as understood in most Western cultures). So called 'masculine' cultures value 
competitiveness, assertiveness, ambition, and the accumulation of wealth and material 
possessions, whereas feminine cultures place more value on relationships and quality of life 

·  Uncertainty avoidance  - reflects the extent to which members of a society attempt to cope 
with anxiety by minimizing uncertainty. Cultures that scored high in uncertainty avoidance 
prefer rules (e.g. about religion and food) and structured circumstances, and employees tend 
to remain longer with their present employer. 

·  Long vs. short term orientation  - describes a society's "time horizon," or the importance 
attached to the future versus the past and present. In long term oriented societies, values 
include persistence (perseverance), ordering relationships by status, thrift, and having a sense 
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of shame; in short term oriented societies, values include normative statements, personal 
steadiness and stability, protecting ones face, respect for tradition. 

 

University of Groningen professors Karen van der Zee and Jan Pieter ban Oudenhoven (2008) 
address this cultural diversity2 issue, emphasising their reflection on: what should an organisation do in 
order to strengthen the position of minority in an organisation, how to recognise and to manage the 
talent of minorities, what kind of intervention an organisation could undertake in order to profit the 
cultural diversity in the workplace. These two authors for example follow by an organisation in her 
“interculturalisation process. Thise stadia are the following: 1) monoculturele organisatie, 
Diensverlenning aan allochtone cliënten, 3)Interculturele management van dienstverlening, 4) Instroom 
allochtone medewerker, 5) intercultureel management van personeel, 6) Integraal intercultureel 
management, 7) Interculturele organisatie. According to this description,  there is a chronological 
stapes that an organisation should go through  in its cultural transformation process. The intercultural 
organization is therefore a highest stage of this process.  

 

These few examples of variations in values and beliefs  on cultural divversity point to the magnitude of 
the potential differences among scholars,  policy makers,  working for International NGO’s  are facing 
in order to design a vision and approach to strengthen of cultural diversity at the organisational level in 
the North and in the South in the development cooperation sector as a whole. 

PSO and its member organisations are willing to contribute to the effectiveness of caoacity building. 
PSO aims to contribute to the structural alleviation of poverty throughout the world by strengthening the 
capacity of civil society organisations in developing countries. PSO achieves this by supporting Dutch 
organisations and their partners in developing countries. It does so by funding capacity building 
activities, and stimulating exchange and learning in order to improve the quality of developmental 
interventions. For more infiormation about PSO please refer to the following weblink: www.pso.nl 

In 2006 PSO launched the Cross-Over programme. With the programme, PSO intends to further 
contribute to its capacity strengthening mission by promoting cultural diversity at the organisational 
level in the North and in the South. It does so by financing, advising and coaching Dutch NGO’s, willing 
to learn, share and implement cultural diversity. More information about the Cross Over programme 
available on the website: www.psocrossover.nl.  

PSO observes that some very few member organisations have become effective in incorporating 
culturally diverse backgrounds, skills, and abilities in their organizational culture. Some member 
organisations of PSO are trying to design and to implement the cultural diversity focussing preferably 
their action at the level of their partner organisation in the field. Some other organisations don’t see yet 
the necessity or the added value to design a clear cultural diversity policy in their own organisations. 
Within the organisation willing to reflect on cultural diversity, there is a still difference in perception what 
cultural diversity is, what should be done, how to implement it. Some empirical observation made 
further by PSO in different project has made clear the link between culture and the effectiveness 
capacity building in development country. 

 
In this action- learning trajectory, PSO will be focussing on cultural diversity from different perspectives. 
Those of minority and majority groups and from the perspective of organisations working in the 
development cooperation sector. During the trajectory a positive stand is taken towards the idea of 
cultural diversity. This means that cultural diversity will be regarded as a driver for productivity in 
developmental contexts and will be perceived as an asset to improve the effectiveness of the capacity 
building process. Questions that might be tried to be answered during this trajectory are: “What tools 
                                                        
2 Culturele diversiteit op het werk” 
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are there to ensure cultural diversity is a positive force within your organisation and in the development 
sector?” “How can organisations successfully implement cultural differences and reflect on them? 
“What are the issues we are facing when working with people from different cultural backgrounds?” 
“Which actions should HRM and the line managers plan and undertake in order to bring cultural 
diversity forward?”  
 
During the implementation of this trajectory, PSO will stress that the findings that emerge from this 
learning trajectory will effectively be used by the member organisations in their moving toward cultural 
change. Its is expected that member organisations will be trained, coached, advised and empowered 
in order to achieve this goals. In addition, there will be a space created whereby member organisation 
can share their experiences, challenges, best practices with other organisations, practitioners, from the 
profit and the non profit sector, with experienced consultants fully committed to strengthen cultural 
diversity in the development cooperation sector.  
 
Detailed information about the trajectory is outlined in the annexe 1.   
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Annexe 1: Learning trajectory outline 
 
 
The paragraph outlines more information about the learning trajectory 

Introduction 

In the framework of International Circular migration, whereby, as nation's population has become more 
culturally diverse, a lot of organisations (private and non profit) are currently facing a lot of problems:  
Why should an NGO invest in time, money and energy to address culture? What is cultural diversity 
and in which framework this topic should be addressed in an organisation? How can an International 
NGO turn cultural diversity into Organisational Performance? What tools are there to ensure cultural 
diversity as a positive force within your organisation and in the development sector? How can 
organisations successfully make use of cultural differences and reflect on them? What are the issues 
we are facing when working with people from different cultural backgrounds? What do we know about  
this topic? Which actions should HRM and the line managers plan and undertake in order to bring 
cultural diversity forward? What could be the consequences of diversity policies on the different  group 
present in organisation? These questions are currently addressed by policy makers, politicians, and 
academics. 

 
Purpose    To learn, to share, and to implement knowledge, tools, strategies in 

order to turn cultural diversity into Organisational Performance within 
the PSO association and the development cooperation sector as a 
whole.  

 
Expected outcomes Insight into the required preconditions and in the stumbling blocks for 

organisations, in their attempts to shape and implement cultural 
diversity. 

·  A collection of ‘good experience-cases’ of organisations from 
different fields; 

·  A plan of action which contains the ‘steps to follow’ including a 
baseline study on cultural diversity in  your own organisation; 

·  Each organisation involved in this trajectory will be individually 
coached and trained in order to design its own cultural 
diversity policy. 

 
Target Group  This trajectory is made for drivers of change. It’s about member 

organisations committed to address and to implement cultural 
diversity in their organisations. The trajectory is especially for Human 
resources managers, line managers.  
Experts from the private sector, the minority group, partner 
organisations in the South, and representative of the government will 
be involved in this trajectory to share experiences and their expertise 

 



 6  

Methodology The learning trajectory will be executed according to the following 
schedule: 

·  Application with motivation from participant .From 12th 
to July the 15th  2008   

 
Phase I: Assessing cultural diversity and Designing  an action 
plan for a participatory cultural diversity policy.  From July 
the 20 th to September the 30 th 2008 

 
·  Purpose:  Individual coaching and facilitation session enabling 

the member organisation to assess the cultural diversity 
sensitivity within their own organisation. The member 
organisation will be trained and coached in order to 1)create 
awareness and to creating “sense of urgency” concerning 
diversity policy;2) to Increase motivation to implement the 
critical success factors of diversity management in their 
organisation; 3) to have  more insights to formulate goals for 
diversity for the organisation and pre conditions for achieving 
it. The member organisation will have sufficient input in order 
to bring cultural diversity forward in the organisation. The 
coaching and the workshop will facilitate by SEBA and by 
PSO. The diversity indicator will be the main 
training/facilitation material3 for this workshop. The diversity 
indicator will be used as the main training material  

 
Phase 2: Learning together from diversity:  6 th November 
2008 
 
Purpose :  Workshop bringing together the different organisations 
involved in phase I in order to share their experiences, sharing 
best practices, discussing the challenges. This session will be 
facilitated by SEBA. It will be possible to share their experiences 
with experts from different sector.  .   
 
Phase 3: Conference on Capacity Building Circular M igration 
and Cultural Diversity:  4 th December 2008  
 
Purpose : Bringing the learning trajectory at a macro level. The 
conference will make the link between Capacity building, Circular 
migration and Cultural diversity, and will discuss the follow-up of 
this trajectory 
This conference will bring together organisations from the Non 
profit, the profit sector ( e.g. Shell, Randstad, etc…)  the 
government ( e.g. Ministry of Defence etc), the partners 
organisations from the South,  Prominent Academics as Dr. prof 
Geert Hofstede, or Dr. prof Karen van Der Zee), consultant, and 
politicians 
The organisations involved in phase 1 and 2 will have the 
possibilities to share their experience with other.  
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The organisations willing to learn from diversity will have an 
opportunity to be inspired in order to the cultural diversity in their 
organisation. The venue and the programme of this conference 
will be provided timely  

 
 
Important:  Member organisations involved in phase I and II will use the outcome and the input of this 
workshop in order to take forward the cultural diversity policy within their organisation. The outcome of 
this meeting will be used as a concept that will be presented for discussion and approval at the PSO 
association level during a special event. You will be later informed about the venue of this event.  
 
Detailed information  about the content could be provided by Mr. Joseph Junior Seh, programme 

officer, tel. 070 33 84 941, email:  seh@pso.nl 
 
Registration  The organisations really motivated to address and to implement cultural 

diversity are requested to register June the 15 2008. The application for this 
trajectory will be supported with a motivation to: 

·  Ms. Asha Ramadhin 

·  Email: aanmeldingAP@pso.nl 

·  Tel: 070 33 88 433 
 
Costs Most of the Cost of this training will be covered by the PSO Cross Over 

Programme.  

·  This cost include the fee of the consultant 

·  The coaching and advice from PSO 

·  The cost of the diversity indicator 
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Annexe 2 Learning trajectory application form 
 

 
 
Name of the organisation  
Function of the 
participant 

 

Email address 
Telephone contact 

 

 
In which phase are you willing to participate? 
 
Programme Please indicate here 

yes /no 
·  Phase I:  From July the 20 th to September the 30 th 2008:  

“Assessing cultural diversity and designing an action plan for an 
participative cultural diversity policy”; 

 

 

 
·  Phase 2: 6 th November 2008  : Workshop: Learning together from 

diversity; 

 

·  Phase 3 : 4 th December 2008  “Conference on Capacity Building, 
Circular Migration and Cultural Diversity”  

 

 

 
 



 9  

Motivation  
 
 

·  Please explain why your organisation is applying fo r this learning trajectory 
 

---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
------------------------------------------------- 
 

 
·  Please explain how and when you intend to implement  the findings of this learning 

trajectory? 
 

---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------- 

 
 

·  Please explain here what you are expecting from thi s learning trajectory 
 
 

---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
--------------------------------------------------------------------------------------------------------------------------------- 
 
·  Please explain here below what you’re not expecting  from this training 
 
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
---------------------------------------------------------------------------------------------------------------------------------
-- 

 
N.B:  Please note that only the organisation really motivated to address and to implement 
Cultural diversity is invited to register before July the 15th, 2008, to: 

·  Ms. Asha Ramadhin 

·  Email: aanmeldingAP@pso.nl 

·  Tel: 070 33 88 433 
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Detailed information  about the content  and the selection procedure could be provided by 
Mr. Joseph Junior Seh, programme officer, tel. 070 33 84 941, email:  
seh@pso.nl 

 

 

 


