MOTHBAIIAIO W3-32 OTCYTCTBHUS CTAOMILHOCTH, YTO 3aTPYAHSICT MOCTIDKCHHE JTHUYHBIX U MPodecCrHoHaThHBIX
neneit. CremoBareabHO, COBPEMEHHBIC OPraHU3AMH JTOJDKHBI TPUMEHATh THOKHWE METOMBI YTIPaBIICHUS,
BHEJIPSITH aIallITUBHBIC OJIXObI U MOAACPKUBATH IMOIMOHAIIBHOE COCTOSTHUE COTPYAHUKOB JJIsI TOBBILICHUS
MOTHUBAIIUU U YCTOHYUBOCTH B YCIOBUSIX HEOTPEICICHHOCTH.

CrucoK TATepaTyphl:

1. E. B. Asneenxo, A. A. Pagyrun «HEOIIPEJAEJIEHHOCTb — TOMWHAHTHOE KAYECTBO

COBPEMEHHOI'O OBHIECTBA» - 2022r.

2. Macnoy A. MotuBanus 1 muaHOCTb. 3-€ u3A. / llep. ¢ anmn. — CII6.: ITutep, 2019. — 400 ¢

3. Ompoc pecrnoHIeHTOBR

4. ObsinenoBa A.JO. ['mOkume MeTonbl ympaBieHUsI B COBPEMEHHBIX opranuzanmsx// KpearuBHas
sxkoHoMuKa — 2021- Tom15

5. Diizenxapt K, Cymn J[. Ctparerus kak cBof NpocThix paBuil. B c6.: [lepenoBsie MOIX0AbI K CTpaTernu
ousHeca. / Harvard Buisness Review.- M.: Anbninna busnec byke. 2007

6. Xycaunos 3.C. Metons! ynpaBnenus xaocom// Kpearusrast sxonomuka- 2018- tom 12

IRTI

B. Shafie!
English Language Division, Centre for Languages and Pre-University Academi¢ Development (CELPAD),
International Islamic University Malaysia,
Malaysia, Kuala Lumpur, bukharishafie@iium.edu.my
R. S. A. Abd Rashid?
English Language Division, Centre for Languages and Pre-Univegsity’A¢ademic Development (CELPAD),
International Islamic Univessity Malaysia,
Malaysia, Kuala Lumpur, ruzai_syarilili@iium.edu.my
S. Ashimkhanova?
Karaganda Research Universityynamed after E.A. Buketov,
Republic of Kazakhstan, Karaganda;isymbatzakariya@gmailcom
*Corresponding author emailbékharishafie@iium.edu.my

INVESTIGATING INDIVIDUALISTIC-COLLECTIVISTIC ORIENTATIONS BETWEEN
UNIVERSITY EMPLQYEES IN MALAYSIA AND KAZAKHSTAN

ABSTRACT

This study explores the individualistics€ollectivistic orientations among university employees in a selected
public university in Malaysia“and=Kazakhstan, examining horizontal and vertical dimensions of cultural
preferences. Utilizing an independent groups t-test methodology, the research surveyed 62 employees (31 from
each country) to analyse theircultural orientation tendencies. The findings revealed statistically significant
differences in horizental Jand vertical collectivism, with Malaysian respondents demonstrating higher
horizontal collectivismy@=2.05, p=0.045) and significantly higher vertical collectivism (t=5.74, p=0.000)
compared to their Kazakhstani counterparts. In contrast, horizontal and vertical individualism showed no
statistically significant differences between the two groups. Marginally, Kazakhstani participants exhibited
slightly higher mean scores in both horizontal (5.2225 vs. 5.0988) and vertical (3.8488 vs. 3.7013)
individualism dimensions. Through the examination of cultural orientation patterns in Malaysia and
Kazakhstan, the study offers transformative strategies for multinational educational institutions to develop
more nuanced, culturally intelligent organizational structures that enhance cross-cultural communication and
respect intricate cultural nuances, thereby improving institutional effectiveness and employee engagement.
Even though the study's primary strength lies in its comparative cross-cultural design, its limited sample size
(N=62) and focus on two specific public higher education institutions represent notable limitations, suggesting
the need for broader, more comprehensive research to generalize findings across diverse cultural contexts.

Keywords: Individualism, Collectivism, Cross-Cultural Studies, Higher Education, Organizational Behaviour

1.0 INTRODUCTION
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The 32-year diplomatic relationship between Malaysia and Kazakhstan represents a unique opportunity
to examine workplace cultural dynamics in two strategically aligned yet culturally distinct Asian nations.
While their bilateral relationship has predominantly focused on economic cooperation, reaching $121 million
in trade by 2022 [1], understanding the deeper cultural orientations within their institutional frameworks,
particularly in higher education contexts, becomes increasingly crucial for strengthening bilateral cooperation.

Since Hofstede's [2] seminal work on cultural dimensions, research has evolved to recognize that
workplace behaviour stems from both vertical and horizontal aspects of individualism and collectivism,
transcending simple East-West comparisons. This understanding becomes particularly relevant as Malaysia
positions itself as a global education hub, with initiatives aimed at attracting 250,000 international students by
2025 [3]. The strengthening of academic ties between Malaysia and Kazakhstan has gained significant
momentum, with Education Malaysia Global Services (EMGS) actively pursuing partnerships with
Kazakhstani universities to facilitate student and faculty exchanges, joint research initiatives, and collaborative
academic programs [4]. These efforts are further enhanced by Malaysia's commitment to providing affordable,
high-quality education opportunities for Kazakhstani students and the establishment of mutual qualification
recognition agreements between the two nations. The recent memorandum of understanding between EMGS
and the Conference of Rectors of Higher Educational Institutions of Kazakhstan further emphasizes the need
for understanding cultural dynamics in academic settings, as it aims to facilitate greater mobility of students
and academics between the two countries [4].

The rationale for comparing these two nations extends beyond theig, growing\diplomatic ties and
encompasses the evolving landscape of international higher education collaborationyWhile previous research
has predominantly reflected Western theoretical frameworks, there is minimak,émpirical investigation into
cultural orientations within Central Asian and Southeast Asian higher edugation,gontexts. This study addresses
this critical research gap by examining how cultural preferences manifgstinuniversity workplaces, particularly
as Malaysia enhances its role as an educational hub and Kazakhstan'séeks to modernize its higher education
sector.

Understanding these cultural dynamics becomes essential “for facilitating effective cross-cultural
communication and developing organizational structures,thatssupport international academic collaboration,
ultimately contributing to both nations' educational develepment goals. As universities in both countries
increasingly engage in joint programs and researchiinitiatives, the success of these partnerships heavily relies
on understanding and navigating the cultural nuancessthiat influence workplace behaviour and institutional
effectiveness.

2.0 LITERATURE REVIEW

Today's researchers understand thatworkplace behaviour comes from both vertical and horizontal aspects
of individualism and collectivism, #ather than just comparing Eastern and Western cultures. In educational
institutions, horizontal individualismyissdefined by when staff members value working independently while
seeing themselves as equal to others: These employees prefer autonomy but do not try to outperform their
colleagues. In contrast, vertieal Mindividualism appears when staff focus on personal achievement and
competition, often seénin research-focused academics striving for recognition [5].

Collectivism alsefhas two distinct forms. Horizontal collectivism creates strong group bonds while
treating everyone as equals. For example, teaching teams work together on courses while respecting each
member's input equally. Vertical collectivism accepts hierarchy for group success where staff show strong
loyalty to their institutions and respect for authority figures [6]. These cultural patterns shape how universities
work. In collectivist settings, institutions often become like extended families, where leaders must show strong
commitment to their staff's wellbeing [7]. This differs from individualistic environments where staff members
more easily move between institutions based on personal benefits [8].

On top of that, research indicates that cultural patterns, particularly collectivism and individualism,
significantly impact intercultural communication processes in academic settings [9]. These cultural dimensions
affect various aspects of communication, including in-group membership, self-expression, and cultural values.

Modern universities need both individualistic and collectivistic approaches. While individual creativity
drives research innovation, success often needs team collaboration. It was discovered that horizontal
collectivism improves how staff help each other and their institution [10]. Similarly, vertical individualism
boosts creative breakthroughs, while vertical collectivism helps with steady improvements [5].

Other than that, understanding individualistic-collectivistic orientations is crucial for several reasons in
multinational university settings. Firstly, it can inform the design of effective training and development
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programs for diverse student and faculty populations [11] Secondly, it can help in managing cross-cultural
communication and performance evaluations, particularly in international collaborations and exchanges [12].
Lastly, it can guide the creation of work environments that foster creativity and innovation by balancing
individualistic and collectivistic elements [13].

In addition, individualism-collectivism dimension affects how individuals perceive and judge self-
presentations in achievement contexts, which is particularly relevant in academic settings [12]. Interestingly,
studies have shown that while collectivists express positive attitudes towards cultural diversity, they also
emphasize the need to respect their own cultural values [14]. This suggests that multinational universities
should strive to create an environment that balances cultural integration with the preservation of individual
cultural identities.

Research on collectivistic and individualistic cultural orientations in Malaysian workplaces reveals a
complex interplay of cultural values and organizational dynamics. Though there was no study done in the
context of higher education institutions, a study comparing Malaysian and Australian managers found
significant differences in vertical individualism, horizontal collectivism, and vertical collectivism [15]. This
suggests that Malaysian managers tend to exhibit more collectivistic traits, emphasizing group harmony and
hierarchical relationships. However, it is important to note that cultural orientations are not static and can
evolve over time. The similar study also indicates that there have been significant shifts in value classifications
in Malaysia since Hofstede's original research, underscoring the need for caution whemapplying work-related
values to understand organizational behaviours [15]. This is in line a study that Suggested that the traditional
understanding of individualism and collectivism may be evolving due to globalizatien, particularly in Asian
countries where improved socio-economic conditions have led to a decline in celleetivism [16].

While Malaysia has traditionally been categorized as a collectivisti¢ culture, recent research suggests a
more nuanced picture. The evolving nature of cultural orientations ipsMalaysian workplaces emphasizes the
need for managers, especially in multinational organizations, to undegstarid and adapt to these cultural-driven
differences in work attitudes and behaviors [15]. Future ofesearch should continue to explore the
multidimensional aspects of individualism-collectivism in Malaysian workplaces, considering both global
trends and local cultural nuances.

In the context of Kazakhstani academic settings,“findings emerge when comparing Kazakhstani and
Russian university faculty members. Despite their'shared 'Soviet past, significant differences in motivational
profiles were observed. Kazakhstani faculty demonstrated a higher orientation towards security and work-life
balance, while their Russian counterparts showed greater motivation for creativity and challenges [17]. This
highlights the complexity of cultural influgncés«on individual orientations, even within seemingly similar
contexts. While specific research on Kazakhstan's workplace culture is lacking, the existing literature suggests
that individualism-collectivism plays a“erucial’role in shaping organizational behavior. Future studies should
explore how these cultural dimensions manifest in Kazakhstan's unique cultural context, considering both
national and individual-level grientations. Such research could provide valuable insights for managing diverse
workforces and developing culturally-appropriate organizational practices in Kazakhstan.

Research question:

To investigate the inglinatiomof Higher Education Institutions (HEI) employees in a selected public university
in Malaysia and Khazakhstan to horizontal and vertical aspects of Individualism and Collectivism.

3.0 METHODOLOGY

A questionnaire was used to gather information from 31 university employees respectively, with a focus
on academic and administrative staff at public universities in Kazakhstan and Malaysia. A 32-item scale
developed by Singelis et al. [18] was used to measure individualism-collectivism. The scale's items are
intended to assess both the vertical and horizontal facets of individualism-collectivism. A seven-point rating
system, with 1 denoting strong disagreement and 7 denoting strong agreement, was used to answer the
guestions. It was crucial to prepare the measures in both Russian and English because our study is a cross-
national inquiry, and to make sure the two versions are comparable.

4.0 RESULT AND DISCUSSION

Based on the t-test results and comprehensive literature review, significant cultural differences emerge
between Malaysian and Kazakhstani university employees in their individualistic-collectivistic orientations.
While no significant differences were found in horizontal individualism (t=-1.24, p=0.220) and vertical
individualism (t=-0.56, p=0.578), Malaysian respondents demonstrated significantly higher levels of both
horizontal collectivism (t=2.05, p=0.045) and vertical collectivism (t=5.74, p=0.000). These findings align
with contemporary research suggesting evolving cultural orientations in Asian countries and support the
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observation that modern educational institutions require a balanced approach incorporating both individualistic
and collectivistic elements [16, 11]. The higher collectivism scores in Malaysia correspond a research
indicating that Malaysian managers tend to exhibit more collectivistic traits, emphasizing group harmony and
hierarchical relationships [15]. On the contrary, Kazakhstan's slightly higher individualistic tendencies align
with a study’s findings about their greater orientation towards self-fulfilment such as security and work-life
balance [17]. These differences have important implications for leadership approaches, cross-cultural
communication, and organizational development in academic settings, suggesting the need for tailored
management strategies that account for these cultural variations. However, the relatively small sample size
(N=31 for each group) and focus on university employees limit the generalizability of these findings, indicating
opportunities for future research to explore how these orientations influence specific academic outcomes and
institutional effectiveness in both countries.
Table 1: Independent Groups T-Test: Malaysian (N=31) And Kazakhstani (N=31) Respondents

VARIABLES MEAN STANDARD T-VALUE 2-TAIL
DEVIATION SIG
Horizontal -1.24 0.220
Individualism
Malaysia 5.0988 0.545
Kazakhstan 5.2225 0.224
Vertical -0.56 0.578
Individualism
Malaysia 3.7013 1.073
Kazakhstan 3.8488 0.916
Horizontal 2.05 0.045
Collectivism
Malaysia 5.2338 0.774
Kazakhstan 4.8788 0.509
Vertical 5.74 0.000
Collectivism
Malaysia 5.0500 0.584
Kazakhstan 4.0563 0.774

5.0 CONCLUSION

In summary, this study highlightssimportant cultural differences that affect organisational behaviours and
management practices by offering/insightful information about the individualistic and collectivistic
orientations of university employees Th Kazakhstan and Malaysia. The results show that both horizontal and
vertical collectivism are mofe, prevalent among Malaysian workers, highlighting the value of hierarchical
relationships and groupsharmony in their workplace culture. Kazakhstani workers, on the other hand, exhibit
somewhat higher levelsiefyindividualism, which is indicative of a stronger emphasis on aspects of personal
fulfilment like work-I¥fe balance and job security.

Multinational educational institutions must create organisational structures that are culturally intelligent
and can accommodate a range of cultural orientations, as these cultural dynamics highlight. Institutions can
promote collaboration, improve cross-cultural communication, and increase overall institutional effectiveness
by comprehending and navigating these differences. The study also notes that more investigation is required
to examine the wider effects of these cultural orientations on academic performance and to extrapolate results
to other settings.

Ultimately, acknowledging and appreciating the complex cultural subtleties will be crucial for both
Malaysia and Kazakhstan to meet their educational development objectives and guarantee the success of
cooperative projects as they both continue to deepen their educational ties and participate in international
collaborations.

BIBLIOGRAPHY
[1] Abdullah, M. F. (2024, February 5). Harmony across horizons: Malaysia and Kazakhstan's enduring
journey of friendship. ISIS Malaysia.
[2] Hofstede, G. (1980). Culture's consequences. Beverly Hills, CA: Sage Publications.

274



[3] Phan, A. T. T., Nguyen, H. T. T., & Dang, L. T. T. (2023). Malaysian Universities' Readiness to Become
a Global Higher Education Hub: An Exploratory Study. SAGE Open, 13(3).

[4] Astana Times. (2023, April). Malaysian education agency seeks to strengthen ties with Kazakhstan in
academic sphere.

[5] Zhang, Y., Wang, M., Ding, Y., & Qu, H. (2022). The Impact of Individualism and Collectivism on
Employee Radical and Incremental Creativity. Academy of Management Proceedings, 2022(1).

[6] Kemmelmeier, M., Erb, H.-P., Wieczorkowska, G., Kanagawa, C., Burnstein, E., Krumov, K., Noels, K.
A., Hirshberg, M. S., & Genkova, P. (2003). Individualism, Collectivism, and Authoritarianism in Seven
Societies. Journal of Cross-Cultural Psychology, 34(3), 304-322.

[7] Ouchi, W. (1982). Theory Z and the schools. School Administrator, 39, 12-19.

[8] Triandis, H. C. (1995). Individualism & collectivism. Westview press.

[9] Kirpitchenko, L. (2011). Academic hyper-mobility and cosmopolitan dispositions. Journal of Intercultural
Communication, 11(3), 1-13.

[10] Lee, S. B., Liu, S.-H., & Kim, S. H. (2022). Beyond the 2-Dimension Approach of Individualism-
Collectivism: The 4-Dimension Approach of Individualism-Collectivism on Organizational Citizenship
Behaviour. Vision, 26(2), 232-242.

[11] Rogers, A., & Spitzmueller, C. (2009). Individualism-collectivism and the role of goal orientation in
organizational training. International Journal of Training and Development, 13(3), 185:201.

[12] Chen, F. F., & Jing, Y. (2012). The impact of individualistic and collectivistig@rientation on the judgment
of self-presentation. European Journal of Social Psychology, 42(4), 470-481.

[13] Bechtoldt, M. N., Choi, H. S., & Nijstad, B. A. (2012). Individuals in mifid Jmates by heart: Individualistic
self-construal and collective value orientation as predictors of group creativity .Journal of Experimental Social
Psychology, 48(4), 838-844.

[14] Wilczewski, M., Gut, A., & Gorbaniuk, O. (2017). The impact affndividualism-collectivism orientation
and communal orientation on employees' attitudes toward intereultural Communication: The case of Chinese
employees in an MNC. Journal of Intercultural Communicationy17(3), 1-14.

[15] Noordin, F., & Jusoff, K. (2010). Individualism-colle¢tivism®and job satisfaction between Malaysia and
Australia. International Journal of Educational Managementy24(2), 159-174.

[16] Kim, S. Y. (2024). Examining 35 years of indiidualism-collectivism research in Asia: A meta-analysis.
International Journal of Intercultural Relations, 100, 104988.

[17] Turgumbayeva, A., Yeralina, E., Bakirova, Z., Kassymova, R., & Aimaganbetova, O. (2019). The
Motivation of Russian and Kazakhstani Faculty Members in the Cross-Cultural Context. The Open Psychology
Journal, 12(1), 174-180.

[18] Singelis, T. M., Triandis, H. C.,‘Bhawuk, D. P. S., & Gelfand, M. J. (1995). Horizontal and vertical
dimension of individualism and cellgetivism: A theoretical and measurement refinement. Cross-Cultural
Research, 29, 240-275.

FTAXA 10.16.02
A.P.ApricTan6ex
E. A. BekeroB ateiHnarsl Kaparanasl 3epTTey YHUBEPCHUTETI,
Kasakcran Pecniyomukacer, Kaparannsr k., arystanbekovichl@gmail.com

MEMJIEKETTIK BACKAPY )KYHUECIH KETLUIJIPY APKbLIbI 9JIEYMETTIK
CAJIAHBI JAMBITY: KASAKCTAH TO9KIPUBECI

KazakcTaHHBIH 9JIEyMETTIK CallaChIHBIH AaMybl €JJIiH KaJbl TYPaKTbUIBIFBl MEH OpKEHIEYiHe TiKeneH
ocep erexi. byriHTi TaHIa 2NIEYMETTIK canajarbl 0acThl MiHJIETTEP/IIH Oipi — XaIBIKTBIH OMip CYPY carachblH
JKakcapTy, OuUTiM Oepy KoHe JIeHCayJIbIK caKTay JCHIrediH KeTepy, COHJai-aK QJIEyMETTIK QJICI3 TONTapbl
KOoprayabl KamTamachl3 ery. Ocbl MakcaTTa MEMIIEKETTIK OacKapy >KYHWeciH KeTiNOipydiH MaHBI3BI 30p.
MemitekeTTik Oackapy KyHecCiHIH THIMIUIII oJeyMETTIK OarmapiiaManapibl JKy3ere achIpyja, XajabIKKa
KaXKETTI KbI3BMETTEPJli KOpCeTyJlle >KOHE azaMarTapiblH ol-ayKaThblH apTThipyla OacThl pen aTKapajbl.
Makanana Kazakcranna oeyMeTTiK cajlaHbl JaMbITYFa OaFbITTalFaH MEMJICKETTIK OacKapyabl )KeTUIipyIig
HET13ri OarbITTapbl MEH SiCTEPl KapaCTHIPHLIa/IbL.

OJIEyMETTIK CaJIaHbl JaMBITy — OYJI TeK KaHa MEMIIEKETTIK Oackapy »KYHeciHiH MiHJETi FaHa eMec,
COHBIMEH KaTap HSKOHOMHKAJIBIK, CasCH, MojAeHH (akropiapMeH e OalylaHBICTBI KypHesi mpolecc.
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