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Abstract 

This article focuses on the implementation of e-government as a form of digital government 

in the context of cultural theory. This is important since cultural analysis has not been 

discussed much in the topic of e-government stages. The success of e-government 

implementation is evaluated through stages that produce key determinants/success factors. 

The study of determinants in the e-government stage often carried out is in the managerial 

and organizational capacity. Although rarely mentioned, cultural variables are important 

factors in the development of the stages of e-government. Grid-Group Culture Theory is 

used to analyze variations in values by applying two dimensions, grids and groups, and 

leads to four ways of life: fatalism, hierarchicalism, individualism, and egalitarianism. The 

results of the article concluded that there is cultural collideation in e-government. It 

occurred as the result of differences in the cultural nature brought by ICT. In this case e-

government which is more directed towards individualism and egalitarianism. These trends 

collide with an organizational culture.  
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Introduction 

This article is carried out with a literature review related to the cultural context in the 

implementation of e-government as a form of digital government. Although there is an 

importance of studying the cultural context in the implementation of e-government, there is 

a limited research available that relate the cultural dimension in the stages of e-government 

development. The necessity to pay attention to the cultural factors at the implementation 

stage of e-government was acknowledged by several researchers (Siau & Long, 2005; 
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Wachira, 2012; Choudrie et al., 2017). This is in line with what Moon & Norris (2005) shows 

that the absence of research that reveals cultural factors is indeed quite surprising. Opinions 

from some of the researchers are supported by the results of Nurdin, Stockdale, & Scheepers 

(2010) which said that cultural characteristics (such as adaptability, involvement, mission, 

and bureaucracy) contribute to the adoption process of e-government. In contrast, Patel & 

Rajendran (2005) states that cultural factors together with economic factors do not actually 

have a significant impact on the role of service integration in the implementation of e-

government in Jordan. 

Therefore, e-Government development implementation is measured through stages 

which then produce determinants (Layne & Lee, 2001; Moon & Norris, 2005; Rahman et al., 

2014; Bayona & Morales, 2018, Siau & Long, 2005). These determinants include financial 

resources and Gross Domestic Product (GDP); socio-economic factors, such as wealth, level 

of education, and technology access; and political factors, including the significant role of 

elected officials in e-government initiation (Manoharan 2013; Ingrams et al.,2018). Studies 

have shown how economic and technological factors have a positive and significant 

relationship on the development of e-government at the national level (Domínguez, et al. 

2011; Moon & Norris, 2005). Economic factors are also discussed in studies by La Porte et al. 

(2002) Moon & Norris, (2005) and Siau & Long (2005), which show that national income or 

wealth influences government responses to citizens' demands for information and services. 

Melitski et al. (2005) find a mutual relation between urban e-government adoption and city 

locations in more developed countries. Although some researchers have found that the 

success of e-government is determined by technological and economic factors, Dasgupta and 

Gupta (2005) identify cultural elements that contribute to the adoption and use of e-

Government. Transferring technology from developed countries to developing countries or 

from private to public organizations also causes cultural gaps that need to be overcome 

(Heeks, 2002). 

The existence of variations in e-Government is indicated by the results of the 

evaluation of the implementation and stages of e-government. The UN carried out globally 

survey on the implementation of e-Government by issuing a UN E-Government survey. The 

UN E-Government surveys, which is issued every 2 years, have different focuses. The latest, 

2018 survey focused on e-Government as a tool to build a resilient and sustainable society. 
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The highest e-Gov Development index was achieved by Denmark with an index of 0.1950 

and the highest e-Participation index is achieved by the Republic of Korea with an index of 

1,0000. While Indonesia is ranked 107th with an index of 0.5258, it is still below Malaysia 

which is ranked 48th with an index of 0.7174 (UN E-Government Survey, 2018).  

In the Indonesian context, the rank method is carried out in the context of evaluating 

the development of e-Gov in Regencies/Cities and Provinces throughout Indonesia. The 

ranking is carried out by the Ministry of Communication and Information Technology 

(Pemeringkatan e-Government Indonesia or PeGI), the Ministry of PANRB (SPBE in 2018), 

and the Office of Communication and Information Technology in the Regional Government 

(Central Java). In addition, the ranking is based on the stages of development carried out by 

several researchers, including Yunita and Aprianto (2018). 

From the description above, it is recognized that the implementation of e-

Government still has several problems and constraints, which are evidenced by the variation 

of values. This implementation problem has been discussed in several studies which 

revealed the success factors of e-Gov, which talked about capacity factors (economics and 

technology). While some researchers revealed the importance of cultural factors in adoption 

and implementation (national and local), in this case, it is still rarely discussed. 

Culture becomes a useful asset for the organization if it supports the mission, goals, 

and strategy of the organization (Denison, 1996) and plays an important role in many 

aspects of the organization (Wallach, 1983). Culture plays a role in the statement of mission 

and organizational goals and indirectly shapes behavior (Denison & Mishra, 1995). Through 

organizational culture, individuals in organizations gain a shared understanding of their 

organization's core mission which leads to the development of consensus on how they will 

achieve organizational goals. Thus, bureaucratic culture is often considered to be the key to 

bureaucratic success in facing increasingly complex future challenges. Bureaucratic culture 

in a hierarchical government is allegedly at odds with the egalitarian culture brought by 

ICT, causing cultural collideation. The Cultural Typology of the Grid-Group Theory of 

Culture (G-G) Douglas (1978) was used to identify the cultural collideation. 
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Methods 

This paper used literature review method. According to Shuttleworth (2009) 

Literature review or narrative review is a critical and in-depth evaluation of previous 

research. Literature reviews were done by review scholarly papers that include the current 

knowledge of the topic chosen. Articles, books, thesis, and documents were used as a source 

in writing literature review. There were several steps and methods in this research. The first 

step is to sort the literature, and then grouped and coding the article according to the 

research topic. Content validity is done by comparing several articles that have similar 

content. 

 

Results and Discussion 

Culture Typology in Organization 

Organizational culture shapes the personality of the organization through the 

socialization process of people in the workplace of the organization (Schein, 2010). 

According to Schein (2010), elements of organizational culture can be divided into artifacts, 

espoused values, and basic underlying assumptions. Artifacts are the most visible and 

tangible elements of organizational culture, such as computers (laptops/PCs), networks, 

telephones, air conditions, televisions. Espoused values relate to the beliefs and rules 

expressed by organizations through strategy, philosophy, and goals. Finally, the basic 

underlying assumptions, including conventions, thoughts, and feelings held in high esteem, 

are something that they have since their birth. Douglas (1970) states that "Culture is 

presented as a dialogue that allocates praise and blame. Then focus particularly on blame ". 

Cultural bias has its own framing assumptions, and assumptions available to respond to 

standard problems. This makes culture important for maintaining reality. Culture is 

presented almost as a tool for problem-solving in the face of individual action limits. 

Grid-Group Culture Theory (Douglas 1970, 1982, 1992; in Thompson et al. 1990) 

abbreviated as G-G is used by several researchers such as Simmons (2016) and Jackson & 

Wong (2016) as a tool for understanding cultural diversity. Hood (1998) says that G-G is 

increasingly being used in institutional analysis across social sciences. In some cases, G-G is 

more suitable for analysis because it can support researchers to justify against the opinion 

that hierarchy is a top-down bureaucracy, a form of government oppression, and cannot be 
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justified politically (Douglas, 2004). Grid - Group is an analysis using the typological 

paradigm put forward by Douglas (1970) to compare cultures and forms of social 

organization that supports the existence of organizations. The roots of the G-G are two basic 

dimensions of social organization: social regulation (refer to the 'grid') and social integration 

(refer to the 'group'). G-G is able to show how changing inputs (organization, environment) 

and throughput (communication, appreciation) will produce optional output (Thompson et 

al. 1990). 

1. Group 

Groups are in the horizontal coordinates. Group refers to the extent to which members 

are taken and supported by group actions (Douglas & Wildavsky, 1983). Group 

represents the extent to which people are driven by or limited by thoughts and actions by 

commitments to social units or individuals. In a “strong group” setting, members will be 

forced to act in accordance with the group's collective interests. Conversely, in a weak 

group environment, individuals are less obliged to act in the interests of the group. 

Strong Group means group members spend a considerable amount of time interacting 

with other members of the unit. Conversely, the emphasis on 'do it my way' also makes it 

easier for interactions (networks) to be optional, rather than normative (Altman, 1998). To 

measure group strength, Mars (1982) proposes four things: frequency, mutuality level 

and scope of interpersonal interaction and tight group boundaries (inclusion/exclusion). 

A weak group can be found when people negotiate through their way of life for personal 

gain, without being bound by, or dependent on, one group of others. 

2. Grid 

Grid is shown in vertical coordinates. Grid is a collection of constraints of social 

interaction outside the context when individual behavior is limited by the differentiation 

of normative roles. The grid is considered “strong”, each time the role of individuals in 

the organization is distributed based on explicit public social classifications, such as 

gender, skin color, position in organization hierarchy, offices, descent (based on clans or 

lineage), and ranking of people through the age system (seniority). The grid is 

categorized as a “weak” when the classification does not limit the range of social choices 

or activities that are open to everyone. The “weak grid” social environment is a place 

where access to roles that refer to formal and negotiated rules depends on personal 
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abilities, skills, qualifications. In conditions where access to roles does not depend on any 

characteristics ascribed to rank or birth, the grid will be categorized as "weak grid". Each 

quadrant represents a cluster in the “grid and group” factor. 

The quadrants in this cultural theory are used to determine the next step in 

measuring cultural types. If two dimensions of social relations, grid and group, are directed 

at the axis of the axis it will lead to four ways of life: fatalism, hierarchism, individualism, 

and egalitarianism (see figure 1.1). 

Figure 1.1  

Grid-Group Culture Theory Framework 

 

 

 

 

 

 

 

 

 

Source: Adopted from Jackson (2011) 

 

According to Jackson & Wong (2016), the four quadrants are compositions, which 

allow the characterization of differences to be marked. Each quadrant could be explained as 

follows: 

1. Quadrant A (Individualism), located in the lower left. This quadrant is characterized by 

weak group character and weak grid regulation. This quadrant represents a social 

context that is dominated by highly competitive conditions, turbulent circumstances, 

and free individuals. In the sense that individuals are free to enter any area and carry out 

any transaction with anyone they wish. The limits are only temporary. They are 

relatively free from control by other members, but their control of members depends on 

their position on the grid. Individuals will cooperate only with individuals who have 

helped (tit-for-tat strategy). In organizations that are entirely individualistic, employees 

will pursue profits without respecting the law or personal integrity (Evans, 2007). This 
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pattern is then justified by pursuing a position or personal appreciation in a competitive 

environment. Everything in this type of culture can be negotiated (Altman & Barauch, 

1998). In this quadrant, the individual has optimal options for contract negotiations. In 

the culture type of individualism, each person is responsible for himself and for whoever 

he chooses. Nobody cares about someone's past, ancestry, or family. The definition of 

error is a personal failure or caused due to a lack of competitive conditions. While justice 

is equality or equality in opportunity. Organizing in this quadrant is vulnerable to 

egoism and lack of cooperation because individuals are free to act for their own benefit. 

(Mamadouh, 1999). 

2. Quadrant B (Egalitarianism), located in the lower right. This quadrant has the character 

of a strong group boundary (strong group), combined with weak regulation (weak grid). 

Egalitarianism is characterized by collective decision making (Jensen, 1998; Smullen, 

2007), where group interests are prioritized over individual interests. The main idea of 

egalitarianism is that all individuals are the same (Breed, (2007) in Wouters and 

Maesschalck (2014)), where justice is interpreted as equality. Egalitarianism is dominated 

by education, so that inequality through rank, gender, age, and authoritarian leader is 

eradicated. This makes this type of culture vulnerable to a deadlock in problem-solving, 

because there is no shared authority to resolve internal conflicts (Thompson et al., 1990). 

Egalitarian culture is preserved by maintaining a strong barrier between members and 

non-members which leads to our-versus-them attitude and distrust of outsiders (Breed, 

(2007) in Wouters and Maesschalck (2014)). The existence of groups is maintained 

through intensive relations between members. Errors that occur are considered errors in 

the system. 

3. Quadrant C (Hierarchism) is in the upper right, and close to the term collectivism. This 

quadrant is a social environment that is characterized by strong group boundaries and 

strong rules. In this quadrant, there will be a strong preference for bureaucratic rules, 

power, and habits. This is the result of a clear division of labor, in each of the different 

roles, and leads to a firm hierarchical relationship. The uniqueness of this quadrant 

results from the justification of the group, namely the interests of the group over the 

parts, and the collective interest of the individual. In this quadrant, everyone knows 

their position, and how they have to behave according to the position. Age, seniority, 
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gender, and education are considered important in positioning one's role. Individual 

existence is obtained at the expense of open competition and social mobility. Justice is 

defined as equality in law while the error is defined in violation of established 

procedures. This way of organizing is vulnerable to trust in the wrong place in authority 

and expertise. Bureaucracy is one of the examples of this type of social organization 

when it that bases its role in the organization based on seniority rather than on merit 

system. Beyond bureaucracy, this type can be seen in cohesive tribal societies with a 

hereditary role. 

4. Quadrant D (Fatalism), the quadrant in the upper left is a combination of conditions in 

the weak group or "weak group" and strong rules "strong grid". Members feel that their 

actions are mostly controlled by others (strong grid) and view themselves as members of 

the marginal community with a limited voice (weak group). Actions taken by 

individuals do not represent group interests. They assume there is no justice in the world 

(apathetic). This way of organizing is vulnerable to an unwillingness to plan ahead or 

inertia. Fatalism is a social context in which external group boundaries are usually the 

dominant consideration (Jackson & Wong, 2016). All other aspects of relations between 

individuals are ambiguous and open to negotiation. Leadership tends to be charismatic 

and does not have clear rules for succession. Individuals tend to be suspicious by 

outsider infiltration or betrayal by group members. A bureaucratic environment can 

occur in highly unionized civil or industrial services where promotion is based on the 

length of the service provider rather than competent on competence. 

 

Bureaucration and e-Government Culture in Organization 

The main approach in organizational culture research is functional and 

interpretative. Organizational culture from the functional side is seen as objective, with the 

main focus of generalizing with a large sample. The theory used in the functional approach 

usually uses the Cultural Theory developed by Hofstede (1991), where culture is seen as 

static in a certain time, homogenous and overriding cultural pluralism. On the other hand, 

in an interpretive approach, organizational culture is accepted as subjective, socially formed 

from human awareness and interaction in a group (W.M. Seng, et al, 2010). In understanding 

culture, Hofstede, (1991) said that culture is like an onion, a system that can be peeled, layer 
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by layer to remove the deepest layers. The essence of culture is a “value”, which is a deep 

conviction about how things should happen. From the outside, it cannot be directly seen 

how penetration is done at this level. Although inference can be obtained from the story and 

language used by members of the organization. The value itself according to Hofstede, 

(1991) can be drawn from these three layers, namely: symbols, icons, and rituals. Symbols 

can be meaningful images/objects. Icons are interpreted as personnel/actors who are 

admired by a group of people. While the way to show admiration, trend or behavior is 

included in the ritual category. 

Culture is the vast theme most often raised in the realm of information technology 

(Leidner & Kayworth, 2006). In the context of communication, Hall (1976) divides cultures 

according to the way they communicate, in higher contexts (much-implied information) and 

low contexts (almost all explicit). In practice, these differences overlap largely with 

traditional versus modern differences. Although often overlooked, the role of organizational 

culture in assimilating new technology is significant (Iris-geva May, 2002). Difficulties in 

conceptualizing and implementing cultural construction in the success or failure of 

assimilation of new technologies. 

Weber & Pliskin (1996) had declared that "Bureaucratic culture refers to clear lines of 

responsibility and authority based on control and power". In line with that statement, 

Wallach (1983) argues that organizations are managed with explicit rules that are strong, 

hierarchical, cautious, solid and procedural, where they work systematically and organized 

in an environment where responsibilities and authority are on clear paths. This is in 

accordance with organizations in the government environment where bureaucratic culture 

can achieve stability. Increased technology adoption is due to well-integrated government 

organizations through rules, hierarchy, and stability. 

Organization member at higher levels establish policies and goals, and then 

communicate with lower levels or subordinates who are required with responsibility for 

taking the necessary actions (Ouchi, 1981). In this way, hierarchy gives legitimacy to more 

senior people to direct subordinates to follow the desired orders in carrying out 

organizational tasks. In organizational social relations, hierarchical relationships are 

understood as instruments to coordinate and determine the power and status among people 

(Mahoney, 1979). Through coordination, people can work together to complete tasks that are 
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divided according to their roles. In the context of coordination, people are interdependent 

and work together in achieving organizational tasks that involve identifying goals, 

transferring objectives to activities, assigning activities to people, and managing 

relationships (Malone & Crowston, 1990). As a result, organizations are solid and well-

structured because the member in the organization has clear authority, responsibilities and 

work within the organization. 

Bureaucratic culture has 4 (four) indicators used by Turnip (2009) in his research, 

namely: Uncertainty (uncertainty avoidance) and Power Distance (taken from Hofstede, 

1990), Client Patron and Egalitarian. Patron-Client Culture is ultimately the most influential 

factor in the implementation of ICT in Public Organizations (Turnip, 2009). The use of ICT in 

organizations is expected to reduce power distance because the process automation makes 

anyone who is far from power have the same access. Behavior and views of bureaucrats 

towards ICT also influence its implementation. The view that ICT in this case e-government 

can help work, makes bureaucrats support its implementation. So they feel they can reduce 

uncertainty (uncertainty avoidance). On the contrary, they see ICT as a threat to their 

existence in the organization. 

Besides being naturally hierarchical, public organizations consist of various cultures 

that are brought by each individual in the organization. However, the organization has the 

power to control its members to act for the sake of groups or organizations. Conflicting 

values among organizational subcultures hinder the sharing of information and 

collaboration needed to effectively implement integrative technology. This finding shows 

the potential contradictory consequences of IT implementation because of the competing 

cultural values among organizational stakeholders (Huang, et al 2003). 

Organizational culture that characterized as hierarchical, standardized rules, and 

rigid structured does not have the power to take risks in making decisions, therefore become 

ineffective. In these kind of the organization's culture its members have the low 

commitment, and are less competent, and technology that is part of innovation will be 

difficult to develop. Davenport (1994) illustrates the need for open, flexible, and broad 

cultural information for easy implementation of technology. Likewise, Ruppel & Harrington 

(2001) and Sawy et al. (2001) propose cultural development that encourages trust and 

Advances in Economics, Business and Management Research, volume 122

87



 

knowledge sharing. Sloan & Green (1995) emphasized the importance of culture in 

supporting the inclusion of new technology in organizations. 

Schein (2010) categorizes Culture into 4 (four) groups: Macrocultures, Organizational 

Cultures, Subcultures, and Microcultures. Macroculture, and the various work groups that 

make up an organization, which can be considered a subculture. Jobs, such as medicine, law, 

and engineering, for some purposes, can be considered as a macroculture. There is also a 

growing interest in culture in the form of small units in the organization, units such as the 

budget department, the accounting department, the program section or the task force that 

crosses different work groups from the occupational subculture. Such organizational units 

are increasingly referred to as micro systems that have microcultures. 

 

Discussion 

E-Government is a representation of ICT adoption in government organizations. ICT 

was born as a tool to improve the quality of work to be much better, faster and more precise. 

The nature of this ICT makes the barriers formed by the hierarchical pattern become thin 

and may even be eliminated. For example, with a permit application, tax payments do not 

need to go through several procedures and can be completed in one day. These patterns of 

working procedures will tend to form an egalitarian culture. The conditions that 

characterize egalitarianism are equality in the organization (equality), empowerment of all 

employees/members (empowerment), and information disclosure between members and 

outside the organization (informality). ICT is more as a target organization in which the 

needs are implemented partially. For example, the e-budgeting application is first launched 

before other sub-systems, even though the need for ICT is system integration. 

Otherwise, ICT tends to make a person more individualized, because with an 

established system, automation will make someone less related to one another (self-interest), 

they are focused on working on each other's targets (independently). In addition, because of 

the high target demands, they tend to prioritize profits, higher than expenses compared to 

serving the needs of the group. The advantage in this case is related to work effectiveness. 

So it can be concluded that organizations that apply ICT are organizations with high levels 

of support and innovation. 
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Bureaucratic organization culture is formed through an effective process. And 

hierarchy was used in the chain of command. This organizational model gives clarity to the 

organization and its members to carry out tasks and influence their behavior according to 

explicit rules and formalization in order to offer internal efficiency. This is consistent with 

the opinion of Lee and Kwak (2012) and Goodsell (2015) that bureaucratic culture is 

associated with hierarchy, specialization, and uniformity. Matters related to writing rules, 

procedures, norms, standards of behavior, and communication are rules that are explicitly 

formalized. Explicit formal rules can be an effective means of achieving coordination and 

integration within an organization because the organization and its members are bound by 

regulations. 

Bureaucracy and ICT have their own cultural characteristics. The culture in 

Douglas's terminology collides in a quadrant. Bureaucracy with structural features is clearly 

in the Hierarchical quadrant. Meanwhile, ICT requires a new model in the bureaucracy that 

requires an egalitarian culture and more rational decision making, no longer rigid 

hierarchical. Work relations between sub-units become participants and are no longer 

command. Bureaucracy allows someone who is far from the group to be in a position of 

fatalism, while ICT with all its speed, efficiency and effectiveness makes individuals not 

really need the role of others (Turnip, 2009). 

Individuals in organizations tend to be in the “Individualism” quadrant. Members of 

the organization already have sufficient capacity (professional) to complete their work. The 

organizational structure using the ICT system will be leaner, more flexible, agile and has 

certain specializations according to the job description. Because of these cultural differences, 

ICT tends to be difficult to enter into the bureaucratic culture. Strong leadership, 

stakeholders who support ICT, will ultimately have a positive impact on the implementation 

process. With a clear command, the bureaucratic culture will be effective in implementing 

ICT. Danang (2011) mentions that stakeholders have a very important role in bringing up e-

culture. In Patel & Rajendran (2005) e-culture research is one factor that supports the 

adoption of e-Government. 

Hierarchism has an approach through command and control. This can stifle 

creativity, foster dissatisfaction and eliminate employee motivation (Adler & Bory 1996). 

Hierarchical values that focus on formal control at a higher level of management are 
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conducive to radical innovation because they give management more power to implement 

change (Ettlie, Bridges and O'Keefe, 1984; Dewar & Dutton, 1986). Unlike other ways of life, 

individualism allows one to see opportunities. Individualistic members can avoid risks that 

they consider impossible to bring rewards or benefits to the organization (Hood 1998). 

Because of its nature, individualism can create a climate where individuals can abuse, and 

exploit IT for their own benefit. 

Altman & Barauch (1998) compared two organizations namely the Armed Forces 

representing groups with strong grid structures and strong groups (Hierarchism) which are 

dominated by regulations. Hendry’s study (1999) in the post-industrialization period, 

suggests that organizations will need a combination of three possible cultural orientations, 

namely hierarchism, individualism, and egalitarianism for the successful implementation of 

E-Government services. Whereas the research conducted by Jackson & Wong (2016) proves 

that all four types of culture are present and coloring in the process of implementing e-

Government. 

Wong, Jackson, and Philip (2009) noted that “The main concern in the research on e-

Government culture is that the approach taken is usually to equate culture with an 

organization. Wong then declared that, a potential problem with this view is that it ignores 

the fact that organizations can consist of subcultures, which can have an impact on the use, 

implementation, and management of e-government projects.  Subgroup differences are part 

of e-government projects and must be considered in cultural analysis. Several scholars 

(Gasco 2007; Helbig et al. 2009; Jackson & Philip 2007) have recognized that subunit 

differences are very much a part of e-government projects and must be considered when 

analyzing culture even though it is less prevalent in e-government research. In his research, 

Van Maanen & Barley (1984), revealed disputes between units caused by differences in 

values carried, perspective used and culture within the organization itself. Emphasis on the 

cultural differences of each of these sub-units then becomes a conflict or collaboration driver.  

In another view, sub-unit is considered to have a uniform culture from its parent 

organization. Because after all the sub-units that exist in an organization have a unique 

element which is then carried by each element of the organization (Alpert & Wheten, 1985). 

This is consistent with the Culture Clashes Sub Unit revealed by Cameron & Quinn (2006) as 

a culture collideation in different organizational subunits. The uniqueness in each subunit in 
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the organization is one that is discussed in Culture Clashes. Cameron & Quinn, (2006) states 

that, “Organizational culture is reflected by shared values, leadership styles, symbols and 

language, procedures, routines and success definitions, each of which will create its own 

uniqueness for the organization. In organizations, especially public organizations, there are 

subunits with strict and clear vertical and horizontal boundaries. Difficulties in coordination 

and integration processes in organizational activities are often the result of cultural collisions 

between subunits. This culture collision also occurs between the nature brought by e-

government with the organizational culture that exists in each sub-unit. 

Cultural differences in subunits, for example, can be seen in the IT team in 

organizations. The IT team tends to be more egalitarian, providing an environment 

conducive to the emergence of new innovations, free of expression and creation, wide and 

free space to be creative, flexible, risk-takers. On the other hand, in the financial sub-unit, 

organizational culture as part of the bureaucracy, has a culture that is conditioned to keep 

silent and not much to talk to another subunit. This condition is structured based on highly 

confidential data that must be kept on the financial subunit. Financial and accounting 

principles, such as prudence, are shared values that they uphold. 

The G-G theory developed by Douglas (2004) is actually useful as an explanatory 

theory, namely empirical classification in the framework of theoretical validation and 

typology that underlies the classification and strung together in framework theory. 

Therefore, if we just classified the organization culture, it will be useless. Because, after all, 

there will be an opinion that without doing the classification by the Grid and Group frame, 

the organization will still running. However, empirically this classification is needed to 

strengthen the theory so that it is no longer just a myth. Fatalist, latter is called as an 

unpredictable nature and hierarchical is an imperfect human nature but can (or mostly) be 

covered by good institutions, while egalitarian is a good human nature and is thought to 

influence institutions. Mamadouh (1999) identified three problems arising from this theory, 

coherence, scale, and individuals as carriers of cultural biases. The first problem is that of the 

difference between levels (relationships, biases, and behavior). GG has proven much 

stronger in policy analysis and public administration to identify competing arguments and 

conflicting strategies, to produce competitive scenarios to assess problems and design 

policies to explain and predict failures (Hood, 1996; Hood, 1998). A Framework was made to 

Advances in Economics, Business and Management Research, volume 122

91



 

make a clear perspective about culture collideation between bureaucracy and e-Government 

(see Figure 2.1). 

 

Figure 2.1.  

Culture Collideation in G-G Framework 

 

 

 

 

 

 

 

 

 

 

 

Source: Modified from Jackson, 2011 
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the strong grid-strong group quadrant. On the contrary, group members who are not close 
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Fatalism can move to another quadrant (hierarchism, individualism) which therefore 

produce unexpected flows in organization culture typologies. 
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interpreted absolutely as a character that belongs to the bureaucracy alone or is otherwise 

owned by ICT alone. The four G-G quadrants have two polar properties in e-government 

implementation. These characters may be supportive or vice versa on the adverse side that 

can hamper the implementation process. In the implementation phase of e-government, it 

can be seen in several activity processes, where the four types can be both supportive and 

inhibiting. Therefore we can conclude that culture has two different sides, which under 

certain conditions can be either support or an obstacle to the successful implementation of e-

government.  

This article is the initial work of a series of studies conducted on the role of culture in 

e-government. Future research will be including initial data of e-government 

implementation variation in the organization. Deeper analysis at each stage of e-gov 

implementation and how the four types of culture, will affect the successful implementation. 

So it can be concluding that culture could be one of the determining factors in e-Gov stages. 

However, research that focuses on e-government nowadays still needed to understand how 

different individuals and groups socially construct meaning and how these different 

meanings have an effect for the implementation and management of e-government 

initiatives  
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