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Abstract 
 

International firms face cross-cultural risks. In internal and external intercultural communication, 

misunderstandings can arise very quickly. Thus, inter-cultural proficiency is crucial for appropriate 

communication of firms and their success. In the theoretical part of the paper, we define the term »culture«and 

introduce the elements and levers of culture and selected conceptual models of intercultural differences. We 

also explain the concept and features of business communication and introduce Greek culture according to the 

selected conceptual models of intercultural differences. Based on the interviews with foreign employees in the 

international company in Greece, we analyze the impact of Greek culture on internal business communication. 

The interviews' results confirm the characteristics of Greek culture according to the selected models of 

intercultural differences and show the strong influence of Greek culture on internal business communication. 

Foreign employees of international firms must be aware of the intercultural working environment in these 

firms and develop their intercultural competence accordingly. 
 

Keywords: culture, business communication, intercultural business communication, models of intercultural 

differences, Greece  
 

Introduction 
 

In international companies, there are contacts between individuals from different cultures, leading to 

cross-cultural risks. By managing these risks, companies avoid misunderstandings, mistakes, low success, and 

possible financial losses. Intercultural communication is a mode of communication that is related to the 

culture from which the individual comes. Individuals think and communicate according to the characteristics 

of the culture from which they come, which means that culture is firmly rooted in communication 

(GajštandKorez Vide 2013, 36). In an intercultural environment where we meet members of other cultures, we 

must also consider the characteristics of their culture and communication patterns. Several factors influence 

effective communication between cultures. Good knowledge of the culture we encounter is the key to 

successful intercultural business communication, good business relationships, and firms' success (Korez 

Vide2014). 
 

The purpose of this paper is to analyze the influence of culture on internal business communication. It 

is founded on the assumptions that each country has its own dominant national culture, which influences its 

business culture, including intercultural communication. The knowledge of foreign culture is essential for 

successful business communication in an intercultural environment. We limited the research to business 

communication in Greek culture according to three selected models of intercultural differences.  
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Our study aims to find how the characteristics of Greek culture, established by the research on 

classifications of Greek culture according to the models of intercultural differences, exhibit in Greek internal 

business communication in practice. In the theoretical part of the paper, we examine the concept and 

dimensions of culture, the fundamental concepts of business communication, selected three models of 

intercultural differences, and the characteristics of Greek culture. The empirical part analyzes how the Greek 

culture influences internal business communication in a selected international firm.  
 

Theoretical Background 
 

Business communication 
 

Organizations set and achieve goals with business communication. It can be divided into internal and 

external business communication (Thrill andBovee 2010, 36). The most important goals of internal business 

communication are to improve the organizational climate and ensure the organization's flow of information 

and ideas. Through internal communication, we can promote effective relationships between all those who 

communicate in the organization and the coordination and control of a work environment and well-being of 

employees. External communication means the circulation of information between a firm and its environment, 

i.e., buyers, distributors, suppliers, investors, competitors, etc. With external communication, firms build their 

reputation, and this also requires good relations and contacts with the public (Hribar 2009, 9). 
 

In organizations, we can generally distinguish between communication that takes place at the vertical 

and horizontal levels. Communication at the vertical level takes place downward or upward - from superiors 

to subordinates or vice versa. Supervisors give instructions, request reports, and feedback, etc. Subordinates 

report their work to superiors and inform them of any problems, suggest improvements, etc. Horizontal 

communication takes place at the same level of structure in the organization. It is about coordinating daily 

tasks, resolving problems and conflicts between co-workers, etc. (Počkar 2008, 53). 
 

Intercultural communication is communication between individuals belonging to different cultures. It 

is a mode of communication that is related to the culture from which the individual comes. Individuals think 

and communicate according to the characteristics of the culture from which they come, which means that 

communication from the point of view of culture is strongly rooted (Gajštand Korez Vide 2013, 35). 
 

The concept, elements, and levers of culture  
 

Tylor (1870), who first defined culture, describes it as "a complex whole that includes the values, 

beliefs, norms, customs, and habits that an individual acquires as a member of a social group." Schwartz 

(1992) defines culture as a set of experiences and knowledge possessed by individuals, including their 

interpretations, passed down from generation to generation. Hofstede (1994) discusses culture as "the 

collective programming of the mind that separates members of one group or category of people from another." 

Spencer-Oatey (2008) defines culture as "a set of basic assumptions and values, orientations, and behavioral 

rules shared by a group of people, and which influence each member's behavior and his or her interpretation 

of the behavior of others." Varner and Beamer (2011) argue that culture explains how people make sense of 

their world.  
 

Based on the above and various other definitions of culture (e.g., Adler 2002; House et al. 2004; 

Kluckhohn 1951; Trompenaars and Hampden-Turner 2002), we can summarize the culture as the common set 

of values, beliefs, behavioral patterns, ways of thinking, perceptions of the world, religion, tradition, and 

customs, language and meaning of words, relationships that are shared, interpreted, and transmitted within a 

group over time, making this group unique and different from other groups. These factors are reflected in 

national culture and consequently in national law, economics, the education system, political structures, the 

characteristics of communication, the expression of emotions, technological development, etc. 
 

National borders do not demarcate clearly defined social cultures. Cultures often extend across 

national boundaries (e.g., Schwartz 1992), but they also differ within national boundaries (e.g., House et al. 

2004). As a result, the dimensions of national culture are simplifications of reality (see, e.g., Hofstede 1996; 

House et al. 2004). The socio-economic research of cultural orientations is dominated by empirical 

investigation of individual values, and based on measured results, the essential characteristics of society's 

cultural orientations are determined. Cultural orientations identified based on "measured" individual values 

and moral norms are transferred to value (cultural) types at a higher level (e.g., corporate or national culture). 

Cultures vary within national boundaries (e.g., House et al. 2004).  
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For this reason, the dimensions of national culture are simplifications of reality (see, e.g., Hofstede 

1996; House et al. 2004) and generalizations on the entire population. National culture indirectly influences 

organizational culture through its influence on the behavior, beliefs, norms, and values of members of an 

organization. 
 

Selected models of intercultural differences 
 

The best-known conceptual models for measuring intercultural differences have been developed by 

Hall (1963, 1989), Hofstede (1980, 2001), Trompenaars and Hampden-Turner (2002), Lewis (1999, 2007), 

and House et al. (2004). Due to the set limitations in the empirical analysis of our paper, we review the models 

of Hall, Hofstede, and Lewis. 
 

Hall's model 
 

Hall (1963, 1989) divided cultures according to the amount of information dictated by the 

environment or context of communication, regardless of the specific words spoken. He explained the 

differences between the ways of communication using the concept of mental connections. Thought 

connections refer to the information a user receives about an event and are related to the meaning of that event 

(Hall and Hall 1990). 
 

Hall (1963, 1989, 1990) defines culture according to three aspects: method of communication (high-

context and low-context), attitude to time (monochronic and polychronic), and attitude towards space or 

territoriality (high territorial and low territorial).  
 

A primary feature of high-context cultures is implicit communication, which means that the message's 

meaning is more important than the words used. High-context cultures emphasize common interests, decision-

making and value the community as an essential part of society. In decision making members of high-context 

cultures rely on intuition and trust. The style of communication in high-context societies is indirect and 

nonverbal communication is essential. Business decisions are made for the good of the whole. The initiative 

of the individual is less important than the initiative of the group. Projects are implemented to improve the 

whole company or society, and self-aggrandizement is not allowed. Business decisions are made based on 

knowledge of the context of the message and not on the abundance of information provided. Given the great 

importance of trust, high-context cultures are relationship-oriented.  
 

Members of low-context cultures express themselves explicitly, which means that most content is 

expressed in words. Herewith, in these cultures, verbal communication is more important than nonverbal. 

Low-context cultures value the individual's initiative and independent decision-making. In low-context 

cultures,the direct way of written and oral expression dominates. They immediately get to the point in their 

communication, which helps them successfully perform tasks according to a predetermined plan. Members of 

low-context cultures rely on facts and statistics in their decision-making. The style of communication in low-

context cultures is direct. In low-context cultures, individuals value qualities such as the individual's initiative, 

independent decision-making, and achievements. Individuals are expected to solve business problems on their 

own. They also rely on the expert and fact-based opinions when making decisions.  
 

In monochronic cultures, time is precious and should not be wasted. Members of monochronic 

cultures tackle one task after another and are focused on individual tasks. In monochronic cultures, tasks are 

more important than relationships. Roadmaps are crucial as they allow for successful planning and 

implementation of projects while reducing the uncertainty associated with the future. Timeliness is 

emphasized. Punctuality is a valued virtue in these cultures, as being late means deviating from the set 

schedule. A carefully planned workday is something completely normal and expected. Monochronic cultures 

are usually low context.  
 

In polychronic cultures, the perception of time is much more flexible. These cultures do not like to 

measure and control time. Members of polychronic cultures perform multiple tasks simultaneously and are 

easily distracted. In polychronic cultures, relationships are more important than tasks, and accuracy is based 

on relationships. Polychronic cultures are usually high-context. Polychronic cultures are generally high-

context. 
 

For high territorial cultures, physical boundaries and personal space are important. For low-territorial 

cultures, however, spatial boundaries are not very strict. Members of high territorial cultures demarcate 

between intimate, personal, social, and public space.  
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Hofstede's model 

 

Hofstede's study of cultural dimensions (1980, 2001) was the first to explore more than 50 countries 

by cultural dimensions. In his research, Hofstede (2001) focuses on patterns of behavior in the business 

environment and analyzes individual national cultures based on the findings. He defines culture with the 

dimensionsof individualism / collectivism (the degree of interconnectedness between members of a particular 

society), masculinity / femininity (the question of what motivates people - to be the best (masculinity) or the 

joy of work (femininity)), uncertainty avoidance (the degree to which individual members of a culture feel 

threatened by insecurity), long-term / short-term orientation (the degree to which an individual culture is 

oriented towards the future and not towards the past), indulgence/restraint (the degree to which individuals in 

society are free to satisfy their needs without strict rules of conduct), and power distance (the degree to which 

weaker members of a society, organization, or institution expect and accept an unequal distribution of power). 
 

In cultures with a low degree of power distance, hierarchy is established only for practicality. 

Subordinates are expected to give their opinions in decisions. Corruption is rare, and scandals end political 

careers. In firms, the hierarchy is less pronounced, and decentralization takes precedence overcentralization. 

There is few supervisory staff. The pay gap between executives and lower-level organizations is small, and 

executives rely on subordinates and experience. Subordinates expect to be able to express their own opinion 

(Hofstede 2011, 9). In cultures with a high degree of power distance, however, equity in power distribution is 

irrelevant; no explanation is needed. Subordinates expect instructions from superiors. Corruption is more 

likely in these cultures, and scandals are disguised. The distribution of profits is uneven (ibid. 2011, 9). Firms 

in cultures with a high degree of power distance are characterized by a strict hierarchy between higher and 

lower positions in the organizational structure.There is centralization, a wide range of salaries between the 

highest and lowest jobs in the company, and employees expect to receive instructions to perform tasks from 

their superiors. 
 

For individualistic cultures is expected that everyone takes care of themselves and their immediate 

family. Members of individualist groups look at others as individuals. Everyone has the right to express their 

thoughts, and opinion is welcome. In such cultures, performing tasks takes precedence over relationships 

(ibid. 2011, 11). In individualistic cultures, low-context (direct, explicit, and personal) communication 

predominates, employer-employee relationships are contractual (defined between the two parties to the 

contract), privacy is essential, tasks prevail over relationships. In collectivist cultures, however, members feel 

like "we" instead of "I." Belonging to a group is of great importance in these cultures. All those who are not 

included in the group are treated as "others." The opinion of individuals is formed according to the view of the 

group. In such cultures, relationships take precedence over performing tasks (ibid. 2011, 11). In firms, high-

context (intuitive, complex, curvy) communication prevails, relations between the employer and employees 

are like family relations, less privacy, relationships prevail over tasks. 
 

In masculine cultures, achievement, determination, ambition, strength, recognition, and advancement 

in the workplace are of great importance. Members of these societies are competitive, as victory means 

success. Money takes precedence over leisure (ibid. 2011, 12). The social difference between the sexes is high 

in male cultures. In these societies, competitiveness is crucial. Success is measured by the terms "being first," 

"being the best," "being the strongest." Money is valued more than leisure. Participation, modesty, caring for 

the weak, and quality of life take precedence in feminine cultures. Dispute resolution is consensual and takes 

place by seeking consent. Members of feminine cultures seek a balance between work and family. The social 

difference between the sexes is minimal. Disputes are resolved by seeking consent, amicably. Caring for the 

quality of life is essential and a sign of success. 
 

In cultures with a low level of uncertainty avoidance, life uncertainty is accepted. Members of these 

cultures have good self-control and do not face stress and feelings of anxiety. They are in favor of new ideas - 

things that are different are attractive to them. Changing jobs is common in such cultures. Rules written or 

unwritten are not very popular (ibid. 2011, 10). Members of cultures with a high degree of uncertainty 

avoidance feel threatened and try to fight against uncertainty all the time. They are much more emotional, 

neurotic, and often have feelings of stress and anxiety. They have a poor acceptance of otherness and need a 

clear structure and rules in life. They often remain at jobs they do not like (ibid. 2011, 10). 
 

Short-term-oriented societies focus on nurturing values and respecting tradition. Members of these 

companies are focused on achieving results quickly. Among the most important life events are events from the 

past or present. Universal rules about what is good and bad are followed (ibid. 2011, 15).  
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Long-term-oriented societies believe in the interdependence of truth and situation, context, and time. 

Traditions in these societies adapt to conditions. Results are achieved with perseverance. Members of long-

term-oriented societies believe that the most important life events will happen in the future, so they save and 

invest funds that will pay off in the future (ibid. 2011, 15). 
 

Indulgence is characteristic of societies in which its members have a relatively free path in meeting 

the needs associated with entertainment and enjoyment of life (ibid. 2011, 16). In these societies, a high 

proportion of people feel very happy. A sense of self-control and the things that happen to them in life prevail. 

Restraint is characteristic of companies that suppress the satisfaction of needs through strict social rules 

(ibid.2011, 20). Here are fewer people in such societies who feel very happy. People have a prevailing feeling 

that they cannot influence the things that happen to them, so they are not responsible for them. 
 

Lewis's Model 
 

Lewis (1999, 2007) divides cultures into linearly active, multi-active, and reactive cultures. In doing 

so, he considers their way of communication and attitude towards time, especially from operating in the 

business world. Linearly active cultures are defined as cultures whose members make sober, planned, and 

decisive decisions. Planning is carried out methodically, great emphasis is placed on schedules and time plans, 

they follow established or predetermined procedures, and tasks are assigned to suitably qualified staff. People 

are work-focused and separate the social from the private. Members of linearly active cultures perform tasks 

one after the other, and they are accurate. They rely on statistics and other databases, manuals, etc., to make 

decisions. In their speech, members of these cultures are more reserved, focus on facts, have short and concise 

conversations, argue with logic, rarely interrupt interlocutors, and have slurred body language. 
 

Members of multi-active cultures are characterized by warm, emotional, talkative, and impulsive 

people. They plan only roughly; schedules and timelines are unpredictable and change. They are more people-

oriented, intertwining the social (public) and private spheres. Members of multi-active cultures generally do 

several things at once. They rely on first-hand information when making decisions. In their speech, the 

members of the mentioned cultures are supposed to be eloquent, emotional, and the conversations take a long 

time. In confrontations, they react emotionally and have a distinct body language. 
 

Reactive cultures are characterized by their representatives being polite, helpful, consensual, and good 

listeners. When planning, they follow general principles and adapt to the partner's schedule. In making their 

decisions, they consider both the information that is the result of research and first-hand information. In 

communication, they are quiet, patient, and respectful. In principle, they avoid confrontation. Their body 

language is barely perceptible.  
 

The characteristics of Greek culture according to models of intercultural differences  
 

Greek culture, according to Hofstede's model 
 

According to Hofstede's 6-D model (Hofstede Insights 2020), where each dimension is measured on a 

scale of 0 to 100, Greek culture reaches the following levels in individual dimensions (Figure 1): score 100 in 

"uncertainty avoidance," score 60 in "power distance," score 57 in "masculinity," score 50 in "indulgence," 

score 45 in "long term orientation" and score 35 in "individualism." 
 

Figure 1: Greek culture, according to Hofstede's 6-D model 
 

 
Source: Hofstede Insights 2020. 
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The dimension of power distance is defined as the extent to which the less powerful members of 

institutions and organisations within a country expect and accept that power is distributed unequally. Greeks 

rank among the average (power distance score 60) in this dimension with a slight tendency to adopt a 

hierarchical social and organizational structure. Society respects hierarchy, and inequality between people is 

acceptable. Power is distributed unequally, which means that those with more power also have more 

tremendous advantages and are entitled to more significant benefits. Showing respect to the elderly is very 

important in Greece - children take care of their elderly parents. In companies, all decisions and 

responsibilities are taken over by a person at the top of the hierarchy. The Greeks feel deserving for the 

culture that the Western world took over from ancient Greece. They express their place on the social scale 

with status symbols, and status symbols are also crucial for showing respect. 
 

The dimension of individualism/collectivism addresses the degree of interdependence a society 

maintains among its members. Greece belongs to the collectivist cultures (individualism score 35), which 

means that for the Greeks, being "I" is not as important as being "we." From a work environment perspective, 

an older family member who has power in the company is expected to help a younger relative get a job. In the 

Greek business world, it is essential to build long-lasting relationships based on mutual trust. Therefore, 

business meetings begin with an easy conversation, through which business partners can get to know each 

other better. Only later do business talks start. 
 

The cultural dimension of masculinity/femininity addresses the motivations of people, wanting to be 

the best (masculine) or liking what they do (feminine).A high score (masculine) on this dimension indicates 

that the society will be driven by competition, achievement, and success, with success being defined by the 

winner / best in the field, a low score (feminine), however, indicates that the quality of life in the society is the 

sign of success and standing out from the crowd is not admirable. Greece is quite a masculine culture, with a 

score of 57. The company is focused on success. Combining collectivist and male-oriented cultures, the 

success of one individual also means the success of a wider group of people (e.g., families, farms, villages, or 

towns, including countries). 
 

The score on "uncertainty avoidance" reflects the extent to which the members of a culture feel 

threatened by ambiguous or unknown situations and have created beliefs and institutions that try to avoid 

theseis reflected in the score on "uncertainty avoidance."Greece achieves the highest index (100) in this 

dimension, which means that unpredictable situations are highly unpleasant to Greeks. They always expect the 

unforeseen. Rules and laws are fundamental as they provide security in life. Greeks need relaxing and 

enjoyable moments in their daily lives, e.g., talking to co-workers, enjoying long meals, and dancing with 

their friends and guests. They are very passionate people and show their emotions through body language.  
 

The long-term/short-term orientation dimension describes how every society must maintain the links 

with its past while dealing with the present and future challenges. Societies prioritize these two existential 

goals differently. In this regard, it is possible to differentiate between more normative societies that prefer to 

maintain old traditions and norms with viewing societal change with suspicion and more pragmatic societies 

that encourage thrift and efforts to prepare for the future. Greece achieved an intermediate score on long-term 

orientation (45), which means that Greece belongs to a more normative society.  
 

The dimension of indulgence/restraint is defined as the extent to which people try to control their 

desires and impulses based on the way they were raised. Relatively weak control is called "Indulgence," and 

relatively strong control is called "Restraint." Greek culture in this dimension reaches level 50, so it is not 

possible to determine a clear preference between indulgence and restraint. 
 

Greek culture, according to Hall's and Lewis's model 
 

According to the way of communication, Greece belongs to high-context cultures. Symbols and non-

verbal communication play an essential role. Instead of the detailed data, members of Greek culture rely on 

intuition in decision-making. The contents to be discussed at the meeting is not necessary to be determined by 

the agenda. Greeks are very flexible, which means that content that was not previously planned can also be 

presented and discussed at the meeting. Open discussions and lively debates are stimulating and key to 

making the right decisions. Greek communication from the linguistic point of view is vibrant, dramatic, and 

emotional. There is often an exaggeration. Speech communication is usually very loud, as Greeks also express 

their emotions through the intensity of speech. They try to avoid silence (Cultural Atlas 2021). Greeks do not 

need a lot of personal space in communication, and they are also very fond of touching. Hugging and touching 

are very common in public places. Body language is very intense.  
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Greeks usually use their hands and head when communicating verbally (ibid. 2021). Business partners 

greet each other with a handshake, and everyone present in the room must greet each other. People who have a 

close friendly relationship are usually greeted with kisses on the cheeks (Ediplomat 2021). 
 

In a business meeting with Greek business partners, constant eye contact is recommended to build 

trust. In Greek culture, communication by interrupting the interlocutor is perfectly normal. The distance 

between the two interlocutors is usually much smaller than in most other cultures. If the interlocutor 

withdrew, his action would be considered unfriendly and rude. The Greeks interrupt their interlocutors if they 

find out the primary purpose of the interlocutor's message before it is over. It is standard for several people to 

speak at a meeting simultaneously, and interrupting interlocutors is also a common occurrence (Business 

culture2019). Eye contact is also significant for communication in the Greek cultural environment. 

Concerning time, Greek culture is classified as a polychronic culture. The time is very flexible, and the Greeks 

do not mind extending the deadlines. Greek businesspeople are often late for meetings yet expect the other 

side to be in time for the session (Ediplomat 2021). An agreement to meet as soon as possible can mean 

several days. For Greeks, physical boundaries and personal space are unnecessary; therefore, we can classify 

them among low-territorial cultures. Greeks like to enjoy hanging out with friends and business partners. For 

them, business dinners are a form of entertainment, lasting for hours and hours, followed by drinks (Business 

culture 2019). Before meetings, Greeks usually offer their business partners coffee, which can be drunk in the 

office or a nearby cafe. Rejecting the offer would offend them. A business meeting can also be followed by 

lunch or dinner in a restaurant. In Greece, business is often discussed in restaurants. Yet, dinner is primarily a 

social activity, so the decision on whether to talk about business or not is left to the host. Greek 

businesspeople like to establish a personal relationship with the other party before starting a business 

(relationship-oriented culture instead of task-related culture). They take a lot of time to form an opinion, and 

negotiations are usually slow and time-consuming, so you must be patient. Greek businesspeople often test the 

knowledge and experience of their business partners, so it is necessary to be well prepared. Negotiations do 

not start at the first meeting, as it is intended for acquaintance. A person usually leads the debate and 

negotiation process in the highest position, so it is vital to know the company hierarchy and who makes the 

decisions (ibid. 2019). 
 

According to the Lewis model, Greece is one of the multi-active cultures with all its already described 

characteristics (Cross Culture 2021). 
 

Methodology and Data 
 

The paper is static business research. In the empirical part, we used a semi-structured in-depth 

interview as a qualitative method for collecting primary data. We decided on the interviews because we 

wanted to get an in-depth insight into the problem and include the interviewees' opinions, evaluations, and 

feelings in the research. Through qualitative research, we seek intensive long-term everyday situations that 

reflect the daily lives of individuals, groups, societies, organizations. In general, we study the understanding 

and reaction of people in certain situations and everyday events (KordešandSmrdu 2015, 15). 
 

The research was conducted in the first half of 2019 with the help of seven in-depth interviews on the 

spot during the internship in the international firm X, located in Athens. We prepared open-ended questions 

(Appendix 1), but our research was not limited to pre-prepared questions. Namely, the semi-structured in-

depth interview method is characterized by the fact that questions could also be formed on the spot during the 

interview. The sub-questions could be stated to stimulate the interviewees' response or explain what was 

meant with the question). We performed interviews with seven individuals aged between 24 and 30 who 

moved to Greece for employment from different European countries and were employed by selected 

international firm X in Athens, active in information technology. The interviewees did not speak Greek and 

did not directly contact Greek culture before moving to Greece. We used the coding method to process the 

data. The collected data were first retyped and legibly edited. We created a table and inserted retyped 

interviews on the left and critical concepts on the right to form the concluding thoughts. The individual 

answers were then combined into a meaningful whole that included the responses of all interviewees. The 

research is limited to a small sample of interviewees, so generalization of the obtained findings is impossible. 

Our key research questions are the following: 
 

1. How does a high degree of power distance in Greek culture influence internal business communication in a 

selected firm X? 
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2. How does a selected firm X strive to raise the employees' collective consciousness as a characteristic of Greek 

culture? 

3. How are high-context Greek culture characteristics reflected in internal business communication in a selected 

firm X? 

4. How are the characteristics of polychronic Greek culture reflected in internal business communication in a 

selected firm X? 

5. How does ignorance of the Greek language affect the success of internal business communication in a selected 

firm X? 
 

Following the goal and set research questions, we formulated the following hypotheses:  
 

H1: Most of the interviewees recognize the characteristics of Greek culture in their work environment in a 

selected firm X. 

H2: Most of the interviewees believe that Greek culture strongly influences the success of internal business 

communication in a selected firm X. 
 

Empirical Analysis 
 

We conducted interviews with seven employees of selected international firm X that deals with 

information technology. Its registered seat is in Athens. Interviewees came from Czechia, Ireland, Croatia, 

Poland, Slovenia, Tunisia, and Turkey, with one interviewee from each country. They lived and worked in 

Greece for a minimum of 6 months and a maximum of two and a half years. Two had a high school education, 

three had completed an undergraduate degree, and two had a master's degree. Three of them were employed as 

sales agents, and four of them as technical support specialists. 
 

Summary of respondents' answers 
 

We divide the findings of the research into five parts. In each part, we summarized the results of the 

answers related to each research question. 
 

Research question 1: The influence of power distance on internal business communication in a selected firm 

X. 

All respondents described vertical communication in the company mainly as strictly formal and one-

way - from the top downwards. Employees at lower levels did not feel as their opinion was considered. 

Employees often came up with ideas for improving everyday work processes. Three out of seven respondents 

never shared their opinions with their superiors, as they felt powerless and anticipated being overheard 

anyway. Those who shared their ideas with leaders, however, mostly fell on deaf ears and achieved nothing. 

The proposals stopped only one level above them - with their immediate superiors. 
 

Nevertheless, according to the interviewees' answers, there were ways in which employees could 

influence senior management decisions. One of the interviewees mentioned a recent strike in one of the 

departments due to employee dissatisfaction. Of course, there were also fewer extreme ways for employees to 

influence management decisions. For example, four interviewees mentioned the annual employee satisfaction 

questionnaire but said it was more of a formality than a strong influence of employees on specific changes in 

the firm. In this way, senior management got an idea of employee satisfaction and could compare different 

departments. The questionnaire consisted of several sets, and the questions were closed, so the feedback to the 

management was relatively sparse, according to the interviewees. Two interviewees also pointed out the 

insincerity of employees in such questionnaires. 
 

Four interviewees mentioned the inactivity of lower management about this issue, which should not 

be open to suggestions and comments from employees and should blindly follow the instructions coming from 

above. Respondents believe that doing this is hampering progress. 
 

Research question 2: Arousing collectivist awareness among employees in a selected firm X. 
 

The firm X very often organized events outside the work environment for its employees. Some events 

were organized at the levels of individual departments or teams, while others at the level of the entire firm. 

Twice or triply a year, the firm organized a big club party for all employees. In addition, the company 

organized numerous sports tournaments. Employees could participate in basketball tournaments, bowling 

tournaments, football tournaments, etc. One-day hiking and skiing trips and summer trips to islands near 

Athens were also organized at least twice a year.  
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The company organized summer camps and children's concerts and workshops for the children of 

employees on special occasions, such as religious holidays. Among the main reasons for organizing such 

events, the respondents mentioned networking among employees, increasing the sense of belonging to the 

firm, and maintaining the firm's good name. The firm strived to be recognizable in the labor market as an 

employee-friendly company. In this way, employees were supposed to feel that the firm was offering them 

something more, so morale and satisfaction should be raised, and problems were to be put aside. Two 

interviewees also mentioned that in this way, the firm distracted employees' attention from certain 

irregularities and injustices that are happening to them. Five of the seven respondents have attended an event 

organized at the firm's level outside the work environment in the past. Employees were very well informed 

about the events, but they estimated that there is not much interest among employees for most occasions. For 

events organized within individual departments or teams, there was generally more interest. Three 

interviewees rated such events as much more interesting for Greek employees than for foreigners. 
 

Research question 3: Characteristics of high-context culture in internal business communication in a selected 

firm X. 
 

Interviewees describe Greek co-workers and superiors as very expressive. The enthusiastic waving of 

hands accompanies speech. Communication, combined with thunderous speech, may turn out to be 

unprofessional, according to some interviewees. Most respondents also mentioned nodding and rolling their 

eyes. Two interviewees also expressed disregard for personal space. They say that Greeks have their idea of 

personal space and that they often stand too close to their interlocutor. They also mentioned touching, 

hugging, and friendly kissing, which would be unacceptable doing in a work environment in most cultures. 

All respondents believe that non-verbal communication did not lead to significant misunderstandings in the 

workplace. They thought that there could be minor misunderstandings in the beginning due to a lack of 

understanding of the non-verbal communication of the culture with which we come into contact for the first 

time. Still, usually, this did not lead to severe problems. Most foreigners are aware that they are coming into a 

new culture and that there may be differences in nonverbal communication, so they are prepared for that. 

Three interviewees mentioned that Greeks communicate differently than with foreigners and alleviate the 

characteristically intensive use of body language. Interviewees from Turkey and Tunisia said that hand use 

and body language, in general, were quite like their native cultures as in Greece, so they did not have to adapt 

specifically. 
 

Research question 4: Characteristics of polychronic culture in internal business communication in a selected 

firm X. 
 

Regarding this research question, all interviewees who participated in the survey agreed. Daily 

timeliness in a firm X was crucial. Respondents estimated that strict control over overtime is necessary mainly 

due to many employees. Two interviewees believed that the attitude towards timeliness in the company is the 

result of the influence of Western cultures, where time is much less flexible than in Greek culture. Meetings 

and interviews attended by the interviewees in a selected firm X (for example, with superiors or with the 

human resources department) could be arranged in a short time. With some managers, it was even not 

necessary to make an announcement. In general, however, they estimated that all meetings could be arranged 

internally and held on the same day. Nevertheless, all respondents had already found themselves in situations 

where it was necessary to wait for the Greek side. Even if they had arranged a meeting several hours earlier, 

for example, the human resources department almost always left them to wait at least 10 minutes. 
 

Research question 5: The impact of the ignorance of the Greek language on the success of internal business 

communication in a selected firm X. 
 

The interviewees who participated in the survey did not speak Greek. According to their estimates, at 

least 60% or more of its employees were fluent in Greek. Some of them were born in Greece, but many 

immigrants had learned the Greek language.Three respondents were employed in large departments of a firm 

X, where their mother tongue was mainly used. For example, in the Polish section, they primarily spoke 

Polish, in the Turkish area Turkish, and the Arab team Arabic. In these departments, there were usually no 

problems in communication due to the ignorance of the Greek language. Some employees used Greek, but 

those were primarily informal conversations that did not affect the work processes. Much bigger problems 

arose in departments where employees came from different countries and spoke other languages. Four out of 

seven interviewees were employed in multilingual departments, and all believed ignorance of the Greek 

language had a substantial impact on the success of communication in the department.  
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More than half of employees usually communicated in Greek at work, notwithstanding 

communication supposed to be in English. They described situations where matters were discussed in the 

department that affected everyone, even those who did not speak Greek. Communication usually began in 

English, but sooner or later, the language was replaced by Greek. Also, employees often received informal 

instructions in Greek from superiors, which often led to misunderstandings, as those who did not speak Greek 

were excluded from communication. Three respondents also mentioned rumors about the injustice that arise in 

choosing a candidate for promotion regarding the Greek language. There were rumors among employees that 

a candidate who spoke Greek was much more likely to get a promotion, although knowledge of the Greek 

language was not officially a condition for promotion. 
 

Discussion 
 

According to Hofstede's model, Greece is inclined towards hierarchy. This means that in a company, 

all decisions and responsibilities are taken over by a person at the top of the hierarchy, and subordinates 

expect instructions from their superiors and do not influence decisions. The answers of the interviewees 

confirmed that the hierarchy is strongly present in a selected firm X. Communication takes place strictly from 

top to bottom and seldom the other way around. Employees at lower levels in the firm cannot influence the 

decisions made in the company, even when it comes to suggestions for improvements in everyday work 

processes. This can also mean a reduction in motivation for some employees. Some, for example, come from 

cultures that are not prone to hierarchy and expect their word to have more meaning, despite being at a lower 

level in the firm X. Because their suggestions are overheard, employees may lose motivation and become 

apathetic about their work. 
 

We also confirmed that Greek culture is collectivist. The members of the groups are firmly connected 

and protect and support each other. The Greeks feel a strong sense of belonging to the groups, and in a 

selected firm X, they work very hard to encourage employees to feel such a belonging. Personal relationships 

are significant in the Greek business world. Greek business people like to establish personal contacts with 

their business partners and often socialize outside the work environment. The firm X often organizes events 

for its employees to socialize in a relaxed and friendly atmosphere. Such events are supposed to increase the 

motivation and connection of employees, but they also reflect some of the values that the company wants to 

bring closer to employees. Through interviews, we found that such events are more attractive to Greeks than 

to foreigners. The interviewees do not show much interest in the events organized by a selected firmX, and 

most of them did not notice the interest of their colleagues coming from abroad. This could mean that 

belonging to a firm X is easier to arouse in Greeks who grew up in a collectivist culture and have collectivist 

values close to them than in foreigners with different cultural backgrounds. 
 

Nonverbal communication is very pronounced in Greek culture. The Greeks are very passionate 

people and show their emotions through body language, using their hands and heads in verbal communication. 

An essential element of non-verbal communication is also paralanguage, or the way something is said that 

always accompanies verbal communication. The language is vibrant, dramatic, and emotional. Speech 

communication is usually very loud, as Greeks express their emotions through the intensity of speech. The 

results of the interviews confirm the characteristics of Greek nonverbal communication. Interviewees describe 

nonverbal communication as very expressive, with strong non-verbal language (e.g., use of hands, head, and 

eye gestures). According to Hall's model, the interviewees also mentioned the small distance between the 

interlocutors, which is another characteristic of high-context cultures. According to the interviewees, non-

verbal communication does not cause any severe problems in the communication process. The Greeks are 

supposed to soften the intensity of non-verbal communication when communicating with foreigners. 
 

Greek culture is classified as a polychronic culture, which means that time is very flexible. The 

Greeks are not bothered by the extension of deadlines, it is possible to arrange a meeting just before now, and 

delays are also very typical of a session. Our research confirms the flexibility and relaxed attitude of the Greek 

attitude towards time in a selected firm X, as internal meetings can be arranged in a short time, and even being 

late for an appointment is not uncommon. Shorter sessions do not even need to be set with some managers. 

However, it should also be emphasized that in a selected firm X, the timeliness of employees daily is essential. 

It is therefore vital that employees come to work on time and follow the schedule carefully. This is necessary 

due to many employees and the coordination of their activities. 

 

Knowledge or unfamiliarity with the Greek language strongly influences the success of 

communication in a company. In communication between people from different cultural backgrounds, the 
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interlocutors must communicate in a common language, which means that not everyone speaks their mother 

tongue. Although all employees in the company speak English, there are often situations where Greek replaces 

English. This leads to misunderstandings and obstacles to the success of communication. There are also 

rumors that a Greek-speaking employee has priority in promotion, even though this is not an official condition 

for promotion. This could also be linked to the high level of collectivism achieved by Greek culture. The 

Greeks are connected into strong groups whose members take care of each other. Nepotism in such a culture is 

not seen as something terrible but as something normal and expected. A person who speaks Greek could be 

considered a member of a Greek-speaking group in the eyes of management in a company full of foreigners. 

Because members of his group need to be cared for in collectivist cultures, that person would consequently 

have an advantage in the promotion. 
 

Conclusion 
 

People with different cultural backgrounds differ mainly in values, religion, customs, behavior, 

lifestyle, thinking, and communication. In an international business environment, culture influences many 

aspects of business: business etiquette, the organizational structure of companies, business communication, 

etc.Culture mainly affects communication when it comes to communication between people with different 

cultural backgrounds. Obstacles to intercultural business communication lead to complications. Employees of 

firms involved in international business must be very familiar with the culture they meet, enabling them to 

communicate without misunderstandings and, consequently, successfully. 
 

In Greek culture, hierarchy is of great importance, so it is essential for businesspeople doing business 

with Greek companies to know who is making important decisions. The Greeks belong to collectivist 

societies, meaning that is "we" have more meaning than "I." In collectivist cultures, it is necessary to take care 

of the members of one's group, so nepotism in Greek culture is seen as something familiar and acceptable. For 

the Greeks, unpredictable situations are incredibly uncomfortable, so they need relaxing and pleasant 

moments in their daily lives. Business partners also often socialize outside the work environment, at lunch, 

dinner, or a cup of coffee. This is also the fact that Greek businesspeople like to establish a personal 

relationship with their business partners before starting a business. They are very passionate people and show 

their emotions through non-verbal communication, which is very pronounced. The distance between the two 

interlocutors is usually much smaller than in most other cultures, and they are also inclined to touch. 

Interrupting the interlocutor is perfectly normal. It is even desirable for several people to speak simultaneously 

in meetings, as Greek businesspeople believe dynamic communication is key to making the right decisions. 

Greek culture is a polychronic culture concerning time, which means that time is very flexible.  
 

The purpose of this paper was to analyze the influences of Greek culture on internal business 

communication. Based on theoretical findings, we analyzed the specifics of communication in the Greek 

business environment. We conducted seven in-depth interviews with employees of different cultural 

backgrounds in the selected international company from Athens. We managed to answer the research 

questions and test both formulated hypotheses. We confirmed the first hypothesis (H1: Most of the 

interviewees recognize the characteristics of Greek culture in their work environment in a selected firm X) 

because, according to the interviewees, Greek culture strongly influences the working environment in 

company X. Greek culture influences many aspects of business, of course also communication between 

employees. We selected some characteristics of Greek culture, and with descriptions of everyday situations 

that employees experience in the firm, we found that employees strongly feel the influence of Greek culture in 

their daily lives. The discrepancy was observed only in the characteristics of the polychronic culture, as in a 

selected firm X, timeliness in employees' daily activities is critical. With many employees in the company, 

time control is key to the efficient performance of daily activities. Meetings can be arranged quickly, and all 

interviewees have experience with a flexible attitude towards time in Greek culture. Still, these are primarily 

situations that happened outside a selected firm X. We were limited to one company in our research; therefore, 

the results are difficult to generalize. 
 

We also confirmed the second hypothesis (H2: Most of the interviewees believe that Greek culture 

has a strong influence on the success of internal business communication in a selected firm X), as the findings 

of the interviews showed that Greek culture has a substantial impact on communication in the firm X and its 

success. The latter is most obviously influenced by the usage of the Greek language in spoken communication 

in the firm.  

Greek often replaces English, and as a result, those who do not speak Greek are excluded from 

communication. The characteristics of nonverbal communication as described by the interviewees are 
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consistent with those cited by secondary sources. Even though it is a very pronounced body language and, in 

general, a specific non-verbal communication, the interviewees agree that the lack of understanding of non-

verbal communication does not lead to serious communication problems. 
 

However, the interviews also show that foreigners looking for work in Greece expect differences 

between their culture and Greek culture in advance. They try to get acquainted with the new culture as well as 

possible to form their expectations as accurately as possible. This also has a positive effect on the success of 

communication. An important implication of this research is that openness to differences between cultures is 

essential in intercultural communication. Employees in international companies abroad need to be aware that 

everyone perceives the world differently and that they need to use understanding as their guide in 

communicating with others. They mustdevelop their intercultural communicative competence to integrate 

intothe foreign culture's working environment. 
 

Our research is limited to the seven interviewees in one international company, and therefore, their 

findings cannot be generalized. 
 

Further research could explore how the Greek culture impacts the firm's external business 

communication with business partners. Then, it will be possible to compare the differences in the culture's 

impacts on internal and external firms' communication. Valuable cross-country research would be to compare 

the effects of cultures on internal and external communication in several international firms. 

 

References 
 

[1] Adler, Nancy J. 2002. International Dimensions of Organizational Behavior. Cincinnati: South-Western 

College Publishers. 

[2]Business culture. 2019. Greece. Retrieved from http://businessculture.org/southern-europe/business-

culture-in-greece/ 

[3] Cross Culture. 2021. The Lewis Model. Retrieved from https://www.crossculture.com/about-us/the-model/ 

[4] Cultural Atlas. 2021. Greek Culture. Retrieved from https://culturalatlas.sbs.com.au/greek-culture/greek-

culture-core-concepts#greek-culture-core-concepts 

[5]Ediplomat. 2021. Greece - Cultural Etiquette. Retrieved from 

http://www.ediplomat.com/np/cultural_etiquette/ce_gr.htm 

[6] Gajšt, N., andKorez Vide, R. 2013. Medkulturnakomunikacija v poslovnemokolju EU – Jean Monnet 

program Informacijske in raziskovalneaktivnosti za učenje o EU v šoli(Intercultural Communication 

in the Business Environment of the EU – Jean Monnet program "Information and research activities 

for learning about EU in the School). Maribor: Faculty of Economics and Business. 

[7] Hall, E. T. 1963. The Silent Language. Greenwich: Premier Book. 

[8] Hall, E. T. 1989. Beyond Culture. New York: Anchor Books. 

[9] Hall, E. T., and Hall, M. R. 1990. Understanding Cultural Differences: Keys to Success in West Germany, 

France and the United States. London: Nicholas Brealey Publishing. 

[10] Hall, E.T., and Hall, M. R. 1990. Understanding Cultural Differences: Keys to Success in West Germany, 

France and the United States. London: Nicholas Brealey Publishing. 

[11]Hofstede Insights. 2020. Country comparison, Greece. Retrieved from https://www.hofstede-

insights.com/country-comparison/greece/ 

[12] Hofstede, G., Hofstede, J.G., and Minkov, M.2010. Cultures and organizations.Software of the 

mind.Intercultural cooperation and its importance for survival, 3rd Edition. New York: McGraw Hill. 

[13]Hofstede, G. 2001. Culture's Consequences: Comparing Values, Behaviors, Institutions, and 

Organizations Across Nations. Thousand Oaks, London, New Delhi: Sage Publications. 

[14] Hofstede, G. 1980. Culture's Consequences: International Differences in Work-related Values. Beverly 

Hills: Sage Publications.  

[15] House, R.J., Hanges, P.J., Javidan, M., Dorfman, P.W., and Gupta, V. 2004. Culture, Leadership, and 

Organization. Thousand Oaks: Sage. 

[16] Hribar, B. 2009. Poslovnosporazumevanje in vodenje (Bussiness Communication and Leadership). 

Ljubljana: Zavod IRC. 

[17] Kluckhohn, C. 1951. The study of culture. In Daniel Lerner and Harold Dwight Lasswell (Ed.), The 

policy sciences, 86–101. Stanford: Stanford University Press. 

[18] Kordeš, U., andSmrdu, M. 2015. Osnovekvalitativnegaraziskovanja (Basics of qualitative research) 

Koper: ZaložbaUniverzenaPrimorskem. 

http://businessculture.org/southern-europe/business-culture-in-greece/
http://businessculture.org/southern-europe/business-culture-in-greece/
https://www.crossculture.com/about-us/the-model/
https://culturalatlas.sbs.com.au/greek-culture/greek-culture-core-concepts#greek-culture-core-concepts
https://culturalatlas.sbs.com.au/greek-culture/greek-culture-core-concepts#greek-culture-core-concepts
http://www.ediplomat.com/np/cultural_etiquette/ce_gr.htm
https://www.hofstede-insights.com/country-comparison/greece/
https://www.hofstede-insights.com/country-comparison/greece/


Nuša Širovnik, Anica Hunjet, Romana Korez Vide                                     Doi: 10.48150/jbssr.v2no11.2021.a5 

 

57 

[19] Korez Vide, R. 2014. Mastering intercultural communication as the key competence in culturally 

diversified social and business environments. In: GAJŠT, Nataša (Ed.), PLOS, Alenka (Ed.), VIČIČ, 

Polona (Ed.). Proceedings of the Seventh International Language Conference on the Importance of 

Learning Professional Foreign Languages for Communication between Cultures, 11-12 September 

2014, University of Maribor, Faculty of Economics and Business, Slovenia. Maribor: Faculty of 

Economics and Business, p. 1-8. 

[20] Lewis, R. D. 1999. Cross-Cultural Communication: A Visual Approach. Rivers down: Transcreen 

Publications. 

[21] Lewis, R. D. 2007. When Cultures Collide: Leading Across Cultures. Boston in London: Nicholas 

Brealey. 

[22] Počkar, M. 2008. Poslovnokomuniciranje (Business Communication). Ljubljana: Zavod IRC. 

[23] Schwartz, S. H. 1992. Universals in the content and structure of values: Theoretical advances and 

empirical tests in 20 countries. In Mark P. Zanna (Ed.), Advances in experimental social psychology, 

1–65. New York: Academic Press. 

[24] Schwartz, S. H. 1999. A theory of cultural values and some implications for work. Applied psychology: 

An international review 48 (1): 23–47. 

[25] Spencer-Oatey, H. 2008. Culturally Speaking Second Edition. Culture, communication and politeness 

theory. London, New York: Continuum International Publishing Group. 

[26] Thill, J. V., andBovee, C. L. 2010. Business Communication Essentials. Upper Saddle River, NJ: 

Prentice-Hall,  

[27] Trompenaars, F., and Hampden-Turner, C. 2002. Riding the Waves of Culture: Understanding Cultural 

Diversity in Business. London: Nicholas Brealey. 

[28] Tylor, E. 1870. Primitive Culture, Volume 1. London: Dover Publications. 

[29] Varner, I., and Beamer., L. 2011. Intercultural communication in the global workplace, 5th edition. 

Boston: McGraw-Hill. 

 

 

Appendix 1: Questionnaire 
 

Research question 1: How does a high degree of power distance in Greek culture influence business 

communication in a selected firm X? 

 Do you think that senior management considers the opinions and suggestions of employees at the lower 

levels of the firm's management when making decisions? 

 How can employees influence the decisions made in the firm? 

 Have you ever found yourself in a situation where you have expressed your opinion, suggestion, or 

disagreement? If so, could you describe it? Have you been considered? 
 

Research question 2: In what ways does a selected firm X strive to raise the employees' collective 

consciousness as a characteristic of Greek culture? 

 How often does the firm organize activities outside the work environment for its employees - e.g., 

sporting events, evening gatherings, etc.? 

 What events did you attend? 

 What do you think is the goal of such meetings? 
 

Research question 3: How are the characteristics of a high-context Greek culture reflected in business 

communication in a selected firm X? 

 How often do your Greek colleagues and superiors use non-verbal communication (i.e., use facial 

expressions, body language, etc.)? 

 What facial expressions and body language are most noticeable in your Greek co-workers? 

 Have you ever found yourself in a situation where there was a misunderstanding between employees due 

to ignorance of typical Greek facial expressions or body language? If so, can you describe it? 
 

Research question 4: How are the characteristics of polychronic Greek culture reflected in business 

communication in a selected firm X? 

 What is the attitude towards time in a selected firm X - how important is it, e.g., to come to the meeting on 

time? 
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 How much in advance does the company have to arrange for a meeting - e.g., with a superior, the head of 

the human resources department, etc.? 

 

Research question 5: How does ignorance of the Greek language affect business communication success ina 

selected firm X? 

 How common are situations where a selected firm X uses Greek instead of English? 

 How do you think the use of the Greek language affects the success of communication in a selected firm 

X? 

 

 

 

 

 


