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Abstract

 This practicum sets out to address several challenges faced by a multinational 

corporation operating within a globalized marketplace through the reconsideration of 

its workplace design. The aim is to achieve a balance between cultural adaptation and 

standardized corporate identity in the design for the hypothetical multinational 

management consulting company, Torrent. The balance is pursued in order to 

support Japanese and Canadian national-work-cultures, the two cultures on which the 

practicum is based, while creating a strong, consistent, and recognizable visual identity 

across its different subsidiaries. The practicum asserts that cultural adaptation should 

be addressed through the physical structure, and standardized corporate identity

addressed through the symbolic artifacts of the workplace design. The practicum 

argues that if conflict occurs between these two themes in the design of a workplace, 

precedence should be given to spatial elements essential for responding to a 

national-work-culture over elements communicating corporate identity. This 

precedence is based on the predetermined nature of national culture and its basis in 

the human values of the company’s employees. The practicum’s overall objective is 

to demonstrate how both of these themes can be achieved simultaneously in order 

to create a balance that benefits both the multinational company as well as its host 

country. 

 The practicum’s outcome involves two design solutions developed for Torrent 

based on a single workplace, one responding to Japan’s national work culture, and the 

other to Canada’s. A standardized corporate identity is achieved through the 

communication of a consistent company identity in both workplace designs.  The 

practicum’s final design solution is based within the context of a newly constructed 

office building in downtown Winnipeg, Manitoba, Canada.  



Fi
nd

in
g 

a 
Ba

la
nc

e
Table of Contents

Acknowledgments                                                                                                               i

Abstract                                                                                                                                  ii

List of Figures                                                                                                                        vii

Chapter 1    Introduction                                                                                                    1        

                       1.1   Context and Rationale                                                                                       2    

                       1.2   Purpose of Study                                                                                                6         

                       1.3   User and Context                                                                                                8  

                                 1.3.1   National Contexts:  Japan and Canada                                              9

                                 1.3.2   Users: Torrent Inc.                                                                                 10

                                 1.3.3   Design Context:  Downtown Winnipeg Office Building                  11

                       1.4   Design Investigation Process                                                                            12

                       1.5   Definition of Terms                                                                                            15      

                       1.6   Limitations                                                                                                          17      

                       1.7   Overview of Document                                                                                    18

                                                                                       

Chapter 2   Literature Review                                                                                            21     

                    2.1   Cultural Adaptation in the Design of the Workplace                                                                    

                                2.1.1   Culture as a Mental Program                                                                                             

                                2.1.2   The Composition of Culture

     2.1.3   Differences Across National Cultures                                                                              

    2.1.3.1    Contributions of Cultural Research                                                                           

                                                             2.1.3.1.1   Foundational Cultural Research                                                   

                                                             2.1.3.1.2   National Cultural Research                                                              

                                            2.1.3.2    Developing a Framework of Cultural Research                                             

                                                             2.1.3.2.1   Contributions to a Framework of Cultural 
                                                                                Research                    
                                                             2.1.3.2.2   A Comparison of Contributions to a 
                                                                                Framework of Cultural Research                                                                                           
                         

iii

22

23

26

33

33

34

36

39

42

44



Finding a Balance
                                            2.1.3.3    A Framework of Japanese and Canadian Workplace 
                                                            Cultural Research   

                     2.1.3.3.1  A Framework of Japanese & Canadian 
                                                                               Workplace Cultural Research Charts

                                                             2.1.3.3.2   A Framework of Japanese Workplace Cultural      
                                                                                Research Chart 

                                                             2.1.3.3.3   A Framework of Canadian Workplace Cultural   
                                                                                Research Chart  

                                                             2.1.3.3.4   Criticisms and Limitations of Hofstede &
                                                                                Trompenaars and Hampden-Turner’s Cultural   
                                                                                Research                                    

                                2.1.4    Cultural Change                                                                                                                  

                                2.1.5    Overview of Section                                                                                       

                       2.2   Standardized Corporate Identity in the Design of the Workplace                                          

                                2.2.1    Corporate Identity                                                                                            

                                2.2.2    Corporate Visual identity                                                                                           

                                2.2.3    Standardization of Corporate Visual Identity                                                                           

                                           2.2.3.1    Representation of Corporate Identity                                                

                                             2.2.3.2    Unification of Company through Corporate Identity                     

                                2.2.4    Corporate Visual Identity in the Design of the Workplace                                           

                                2.2.5    Overview of Section                                                                                             

                       2.3   Achieving a Balance between Cultural Adaptation and Standardized 

                                Corporate Identity in the Design of the Workplace             

                                                                              

Chapter 3    Precedent Analysis                                                                                                             

          3.1  Nicola Valley Institute of Technology                                                                                   

                       3.2  Mother Advertising                                                                                                                

                       3.3  Starbucks Coffee Company                                                                                             

Chapter 4   Design Programme     

                       1.0   Introduction

                                1.1   Project Description      

                                1.2   Building & Site Description 

iv

46

53

61

55

68

73

74

75

75

76

78

79

80

82

84

85

89

90

94

97

101

102

102

102



Fi
nd

in
g 

a 
Ba

la
nc

e
                                1.3   Client & User Description

                                1.4   Project Goals

                       2.0   Site Analysis

                                2.1   Site Description

                                        2.1.1   Access to Site & Building

                                        2.1.2   Surrounding Business & Amenities   

                                2.2   Recent Trends 

                                2.3   Opportunities & Constraints of Site

                                2.4   Summary

                       3.0   Building Analysis

                               3.1   Building Description

                               3.2   Building Structure

                               3.3   Building Systems

                               3.4   Circulation

                               3.5   Benefits & Constraints of Building

                               3.6    Natural Light Studies

                               3.7    Views  from Building

                       4.0   Human Factors Analysis

                                4.1   Client Profile

                                         4.1.1   Core Values

                                         4.1.2   Torrent’s Clients & Services

                                         4.1.3   Current Needs & Future Goals

                                         4.1.4   Workplace Types   

                                         4.1.5   Organizational Structure: Torrent’s Global Organizational 
                                                     Chart

                                         4.1.6   Organizational Structure: Torrent’s Service Centre
                                                     Organizational Chart

                               4.2    User Profiles     

                                         4.2.1    Japan’s User Profile      

                                                     4.2.1.1   Primary Users: Torrent’s Employees in Japan:  
                                                                    Users & Activities  
   
                                                     4.2.1.2   Secondary Users: Torrent’s Clients, Potential 
                                                                    Clients & Potential Employees in Japan: 
                                                                    Users & Activities  
                                            

v

102

103

104

104

105

106

109

109

110

111

111

115

116

118

120

123

125

126

126

126

127

128

128

130

131

132

133

133

137



                                             4.2.1.3   Tertiary Users: Janitorial & Maintenance Staff in 
                                                              Japan: Users & Activities 

                                4.2.2    Canada’s User Profile   
   
                                             4.2.2.1   Primary Users: Torrent’s Employees in Canada:  
                                                            Users & Activities                                                                    
                                        
                                             4.2.2.2   Secondary Users: Torrent’s Clients, Potential 
                                                            Clients & Potential Employees in Canada: 
                                                            Users & Activities  
                                                                         
                                              4.2.2.3   Tertiary Users: Janitorial & Maintenance Staff in 
                                                             Canada: Users & Activities 

                       5.0   Spatial Requirements & Analysis

                                5.1   Functional & Aesthetic Spatial Requirements

                                5.2   Spatial Adjacency Matrix                      

                       6.0   Life Safety Requirements

                       7.0   Design Guidelines

Chapter 5   Design Outcomes

                       5.1   Culturally Adaptive Japanese Workplace Design

                       5.2   Culturally Adaptive Canadian Workplace Design

                       5.3   Standardized Corporate Identity in the Design of Torrent’s Workplace

                               5.3.1   Corporate Identity in the Design of Torrent’s Workplace

                               5.3.2   Standerization of Corporate Identity in the Design of 
                                           Torrent’s Workplace

                       5.4   Design Drawings

Chapter 6   Conclusion

References

List of Copyrighted Material

Appendices

 Appendix A   Hofstede’s ‘Cultural Dimensions’ Chart   

                                      Trompenaars & Hampden–Turner’s ‘Dimensions of Culture’ Chart  

              Appendix B    Furniture & Fixture Selection      

              Appendix C    Material Selection

                                                                                  

Finding a Balance

vi

137

141

138

138

141

142

142

151

152

156

163

165

168

171

171

175

179

196

200

206

210

220

226



Fi
nd

in
g 

a 
Ba

la
nc

e
List of Figures

Figure 1. Hofstede’s three levels of mental programming (Hofstede, 2005, p. 4). 
                 Property of Geert Hofstede.

Figure 2. Hofstede’s  ‘onion diagram’ of culture (Hofstede, 2005, p. 7). Property of       
                 Geert Hofstede.

Figure 3. Trompenaars and Hampden-Turner’s model of culture (Trompenaars and    
                 Hampden-Turner, 1997, p. 22). Property of The McGraw-Hill Companies, Inc.

Figure 4. Spencer-Oatey’s model of culture (Spencer-Oatey, 2000, p. 5). Property of  
                Continuum International Publishing Group.

Figure 5. Exterior view of the front of the building. Photograph property of Busby 
                 Perkins + Will Architects.    

Figure 6. Building’s interior courtyard. Photograph property of Busby Perkins + Will 
                 Architects.    

Figure 7. Exterior view of the building’s main entrance. Photograph property of Busby 
                 Perkins + Will Architects.    

Figure 8. Floor plan of building. Image property of Busby Perkins + Will Architects.    

Figure 9. Staircase integration with table to provide one continuous form. Photograph           
                 taken by Adrian Wilson, and property of Clive Wilkinson Architects.

Figure 10. Employees working at concrete table. Photograph taken by Adrian Wilson,   
                   and property of Clive Wilkinson Architects.

Figure 11. End of concrete table. Photograph taken by Adrian Wilson, and property of    
                   Clive Wilkinson Architects.       

Figure 12. Seating area & product display. Photograph taken by Lauren Bachynski.

Figure 13. Seating area. Photograph taken by Lauren Bachynski.

Figure 14. Ordering counter. Photograph taken by Lauren Bachynski.

Figure 15. Building Site Location in Downtown, Winnipeg, Manitoba. Image taken from  
                   ‘http://maps.google.ca’ and altered by Lauren Bachynski.

Figure 16. Building Site in Downtown Winnipeg, Manitoba. Image by Lauren 
                   Bachynski.

Figure 17. Day time view from Portage Ave. Image property of Manitoba Hydro.

Figure 18. Night time view from Portage Ave. Image property of Manitoba Hydro.

vii



Finding a Balance
Figure 19. Day time view from Graham Ave. Image property of Manitoba Hydro.

Figure 20. Night time view from Graham Ave. Image property of Manitoba Hydro.

Figure 21. Exterior view of the podium floors looking southeast. Image property of  
                   Manitoba Hydro.

Figure 22. Interior view of the atrium separating podium floors. Image property of 
                   Manitoba Hydro.

Figure 23. Podium Level One Floor Plan. Image property of Manitoba Hydro, and
                   altered by Lauren Bachynski.

Figure 24. Level Seventeen Activity Space Floor plan. Drawing property of Manitoba 
                   Hydro, and altered by Lauren Bachynski.

Figure 25. View on east side of building looking south. Photograph taken by Lauren  
                   Bachynski.

Figure 26. View of north atrium looking northeast. Photograph taken by Lauren 
                   Bachynski.

Figure 27. View of south atrium looking southeast. Photograph taken by Lauren 
                   Bachynski.

Figure 28. View on south side of the building looking east. Photograph taken by 
                   Lauren Bachynski.

Figure 29. Concrete ceiling beams. Photograph taken by Lauren Bachynski.

Figure 30. Double glass facade on west side of building. Photograph taken by Lauren 
                   Bachynski.

Figure 31. Building section displaying air ventilation in office space. Image property of 
                   Manitoba Hydro.

Figure 32. Portage Avenue building entrance.  Image property of Manitoba Hydro.

Figure 33. Graham Avenue building entrance.  Image property of Manitoba Hydro.

Figure 34. Level Seventeen Circulation Floor Plan. Drawing property of Manitoba 
                   Hydro, and altered by Lauren Bachynski.

Figure 35. Level Seventeen 3- Dimensional Floor Plan Looking East. Image by Lauren 
                   Bachynski.

Figure 36. Level Seventeen 3-Dimensional Floor Plan Looking South. Image by Lauren 
                   Bachynski.

Figure 37. North Exterior Building Elevation. Drawing property of Manitoba Hydro.

Figure 38. South Exterior Building Elevation. Drawing property of Manitoba Hydro.
viii



Fi
nd

in
g 

a 
Ba

la
nc

e
Figure 39. Interior Building Section of East Wing Looking West. Drawing property of    
                  Manitoba Hydro.

Figure 40. Interior Central Atrium Building Section Looking West. Drawing property of        
                  Manitoba Hydro.

Figure 41. View from south of building looking southeast. Photograph taken by Lauren 
                   Bachynski.

Figure 42. View from west of building looking southwest. Photograph taken by Lauren 
                   Bachynski.

Figure 43. View from east of building looking southeast. Photograph taken by Lauren 
                   Bachynski.

Figure 44. View from south of building looking northeast. Photograph taken by Lauren 
                   Bachynski.

Figure 45. View from south of building looking southeast. Photograph taken by Lauren 
                   Bachynski.

Figure 46. Organizational Structure: Torrent’s Global Organizational Chart. Image by 
                   Lauren Bachynski.

Figure 47. Organizational Structure: Torrent’s Service Centre Organizational Chart. 
                   Image by Lauren Bachynski.

Figure 48. Spatial Adjacency Matrix. Image by Lauren Bachynski.
                                                                                                            
                                                                                                                                        Finding a Balance
                                                                                                                                                                                     Chapter 1 . Introduction

ix



                                                                                                            
                                                                                                                                        Finding a Balance
                                                                                                                                                                                     Chapter 1 . Introduction

1



Fi
nd

in
g 

a 
Ba

la
nc

e
1.1 Context & Rationale

 Globalization has had a profound effect on the marketplaces of the world in 

the 20th century; an effect which continues to intensify in the 21st century. Thomas 

L. Friedman, an American author and journalist renowned for his writing on the topic, 

describes globalization as:

 the inexorable integration of markets, nation-states, and technologies to   
 a degree never witnessed before, and in a way that is enabling the world   
 to reach into individuals, corporations and nation-states farther, faster, 
             deeper and cheaper than ever before . . . . the spread of free-market 
             capitalism to virtually every country in the world. 

                         (1999, p. 9) 

Globalization, viewed in economic terms, is therefore an interrelationship between 

countries, their markets and economies and inherent technologies. This 

interrelationship has largely resulted from technological advancement and the spread 

of market-oriented economies around the world. The term “globalization” first came 

into use in the early 1980’s as companies engagement in foreign investment and trade 

began to significantly increase (Gilpin, 2001). Globalization has thus been the context 

in which the development and expansion of the multinational corporation has 

occurred. 

 The multinational corporation, also known as the transnational corporation, 

can be defined as a company possessing subsidiaries in two or more different 

countries, often for the purpose of expanding their market and acquiring local 

resources in an effort to derive greater profit margins. Robert Gilpin (2001), in his 

book, Global Political Economy; Understanding the International Economic Order, 

states that the foreign direct investment of these corporations, or investments by 

corporations in enterprises in countries other than their own, amounts to hundreds of 

billions of dollars. This investment has been significantly allocated to industries which 

2
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provide services (Gilpin). These corporations do not produce a product; rather they 

provide services which are sold in the marketplace to consumers and other 

businesses. The quality and efficiency with which these services are provided is largely 

dependent on the people who produce them. Consequently, these corporations place 

a high value on the people they employ, often referred to as a company’s “intellectual 

capital” (Stewart, 2001). 

 Within developed countries an increasing amount of competition for skilled 

employees exists, and corporations must compete to become “employers of 

[employee] choice” (Carr, 2004, p. 8). This is particularly true when industries deal 

with information technology, innovation, and research.  As a result, these 

corporations have placed an increasing emphasis on attracting and retaining talented 

and skilled workers (Carr), and on finding ways in which they can work more 

effectively. Multinational corporations face an even greater challenge, as they must do 

this within different cultural contexts. 

 Multinational companies within the service sector confront additional 

significant challenges within the context of globalization in regards to identification 

and differentiation within the marketplace. Multinational corporations face 

formidable competition in the globalized marketplace, competition that continues to 

increase as a greater number of corporations go abroad (Kirkman & Shapiro, 1997; 

Wells, Shuey, & Kiely, 2001). In order to survive in this competitive marketplace, 

companies need to create a strong, clear, and coherent identity that can be 

communicated in a variety of cultural contexts. As customers increasingly buy 

products and services based on the company (Sorrell, 1989) (as opposed to the servic-

es or products which it produces [Melewar & Saunders, 1999]), the company’s iden-

tity takes on a growing significance. This corporate identity should therefore express 

who the company is, and connect the multinational corporation’s subsidiaries (Sorrell) 

3
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to provide a consistent visual identity over these cultural contexts. Wally Olins (2003), 

a renowned expert, practitioner, and author on branding and corporate 

identity, states:

 As companies mutate into global coalitions with fluid management 
 structure, shifting boarders, alliances and business activities, brands
 increasingly emerge as the most significant spiritual and emotional 
 glue holding organizations together and representing their reputation 
 to all the worlds with which they deal. Brands become the prime 
 manifestation of corporate purpose. That is they are important not just
 for their customers, but for the people who work or deal with the 
 organization as employees, partners or investors. In a changing, 
 turbulent world in which everything else is opaque the brand’s status 
 as a symbol of the company and what it makes and sells becomes 
 central. Apart from having an internal, focusing, stabilizing role, the 
 brand is an outward symbol of continuity, clarity and coherence.
       
                (p. 115)

Strong corporate identities are of particular significance for multinational corporations 

within the service sector. As these corporations cannot rely on products to carry their 

brand, they must, in turn, find other means of communicating their identity. 

  Globalization and the expansion of multinational corporations have often been 

viewed as a threat to indigenous cultures around the world (Wells, Shuey, & Kiely, 

2001).  The majority of multinational corporations originate from Western countries, 

most notably the United States (Carr, 2004).  As these corporations expand into 

different countries, they bring with them the culture, goods, and products of their 

native countries. Within these corporations the organizational structure, 

management style, technologies, and practices are often also transferred into these 

new countries in an effort to achieve greater efficiencies and reduce costs 

(Trompenaars & Hampden-Turner, 1997).  Many believe that these corporations thus 

place increasing pressure on indigenous cultures, and fear that their continued 

expansion will result in loss of cultural diversity and identity (Wells, Shuey, & Kiely). 

It is feared that this loss could potentially lead to the creation of one homogenous 
4
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global culture based largely on Western values, and thereby deprive people of the 

traditions, values, and practices inherent to different cultures (Wells, Shuey, & Kiely). 

As a result, anti-globalization demonstrations have taken place in different parts of the 

world. These demonstrations have been carried out in order to create awareness and 

protest these and other issues pertaining to globalization. Multinational corporations 

are therefore also confronted with the challenge of demonstrating respect for the 

cultures of the countries in to which they expand, and helping to ensure each culture’s 

continued existence. These challenges must be met in order to reduce and prevent 

future backlash against the corporations, establish relationships of mutual learning 

and respect between cultures, and to maintain global cultural diversity which provides 

an added richness to our human experience.

 Design of the workplace interior is a strategy for addressing the challenges of 

the service-oriented multinational corporation operating within the context of 

globalization. This strategy would involve a workplace design that is responsive to the 

national culture of the country the corporation operates in. The implementation of 

this culturally adaptive design approach could potentially better support the values, 

understandings, behaviors, and practices inherent to the indigenous national-work-

culture. This cultural adaptation could also potentially increase employee satisfaction 

and result in more effective and efficient utilization of resources. Finally a culturally 

adaptive design could express respect for the culture, and support the integrity of the 

national culture within the workplace, and thus in the overall community. 

 The strategy would incorporate a design that communicates a 

standardized corporate identity.  The expression of a standardized corporate 

identity in culturally different workplaces would allow the corporation to have a 

stronger identity, thereby allowing the company greater recognition and 

differentiation in an increasingly competitive marketplace. I argue that reconsideration 
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of the workplace environment serves as an effective strategy in enabling multinational 

service oriented corporations to become more competitive in the global marketplace.

 The implementation of either cultural adaptation or standardized corporate 

identity in the design of a multinational corporation’s workplace however, should be 

carefully considered. On one hand, complete cultural adaptation has the potential for 

eroding a corporation’s identity and reduce its prominence in the marketplace. On the 

other hand, complete standardization of the workplace has the potential for creating 

ineffective workplaces and showing disrespect for the culture in which it is located. 

The presence of both elements together, however, would allow the desired benefits of 

each element to be better realized, while reducing potential disadvantages. 

Consequently, cultural adaptation and standardized corporate identity should be 

pursued together in the design of a multinational corporation’s workplace 

environment. 

1.2 Purpose of Study

 This practicum investigates the balance between cultural adaptation and 

standardized corporate identity in the workplace design(s) of a multinational 

company operating in the service sector of the economy. For the purposes of this 

practicum, “balance” is defined as, “something that offsets or counters the weight or 

influence of another element” (Encarta Dictionary, 2007).  The term, balance, is not 

used to suggest an equilibrium or harmony between cultural adaptation and 

standardized corporate identity, rather a simultaneous expression of these elements 

in the design, in order to maximize the benefits provided by each. The purpose of the 

practicum was to bring together these two distinct themes in the design of a 

workplace environment, in order to benefit both the multinational corporation and 

host countries.

6
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 The outcome of this practicum comprises a single workplace, designed in two 

different ways, for the hypothetical multinational management consulting company, 

Torrent. Cultural adaptation was pursued through design responding to the national 

workplace cultures of Japan and Canada, each country represented in one of the two 

workplace interiors. Standardized corporate identity was achieved through the 

communication of a consistent company identity in both workplace interiors. The 

practicum’s final design solution is based within the context of a newly constructed 

office building in downtown Winnipeg, Manitoba, Canada. 

 The practicum demonstrates: 1) how the interior of a workspace can be 

designed in a culturally responsive manner, 2) how the design of an interior 

workspace can communicate a consistent corporate identity, and 3) how cultural 

adaptation and standardized corporate identity can be expressed simultaneously 

through the design of the workplace environment.  Through the research and 

understanding gained in the investigation of these subjects, two designs were offered 

as solutions, one for each country.

 The practicum is based on an investigation of research based literature and 

theory which, after synthesis and analysis, has been applied to the development of a 

design. This process resulted in two original design solutions that surpasses 

conventional workplace design in supporting Japanese and Canadian national work 

cultures, and in expressing Torrent’s corporate identity. The intent of the practicum 

was to contribute to the knowledge base in the field of interior design with regard to 

culturally adaptive and standardized identity in workplace design.

 The continued acceleration of globalization in the world suggests a growing 

need for this base of knowledge. Globalization is important to this practicum because 

it is the context in which the “multinational-client-corporation” has emerged. Ben 

Bernanke, Chairman of the United States Federal Reserve, has suggested that the 
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impact of globalization on the world economy has a, “faster, broader, and deeper” 

presence in the world than ever before, and has asserted that this trend will continue 

in the future (Andrews, 2006). As globalization continues to accelerate, it is 

conceivable that the number of these multinational-client-corporations will also 

continue to increase.  As such, a need for interior designers with knowledge and 

expertise in the design of standardized corporate identity and culturally adaptive 

workplaces would also increase.

 The practicum aims to provide interior designers with an investigation process 

that can be applied to the design of various corporate workplaces in various countries 

around the world. The practicum aspires to increase the relevance of interior design in 

the 21st century as an instrument for helping to maintain cultural diversity and 

enhancing corporate strategy within the context of globalization. The practicum 

accomplishes these goals by demonstrating how through informed investigation, 

cultural adaptation and standardized corporate identity can exist, simultaneously, in 

the interior design of a workplace environment. 

1.3 Users and Context 

 The user groups within the practicum are comprised of employees and 

clients of the multinational corporation, Torrent. In a general sense, the public living in 

Japan and Canada belong to the user group as well.  A workplace has been designed 

in two different ways, each responding to the work-culture of either Japan or Canada. 

These workplaces hypothetically exist within each country, however a Winnipeg based 

office building provides the hypothetical physical context for each design. It is 

important to note that both the multinational corporation Torrent and the Winnipeg 

based office building serve only as examples in this practicum. As mentioned 

previously, the intention of this practicum is to utilize an investigative design 
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process that can be applied to the design of different corporate workplaces in 

countries around the world. As a result, Torrent and the Winnipeg based office 

building serve as a template for a design and research process which can be applied to 

a variety of multinational corporations and building contexts.

1.3.1 National Contexts: Japan and Canada

 The investigation focuses on the national cultures of two major economic 

markets in the world; Japan (Asia) and Canada (North America). These countries are 

both stable democracies with educated populations and similar available 

technologies. Although both are considered Western countries, the differences in 

culture between the two countries are quite profound. These differences carry over 

into the workplace, and therefore provide an excellent example of why the design of 

workplaces in different countries should respond to culture.  

 Culture can be analyzed at several different levels including “continental 

culture” (i.e., European culture), “national culture” (i.e., Japanese culture), and 

“regional/sub- cultures” (i.e., Afro- American culture, feminist culture). National 

culture was chosen as the level of analysis for this practicum’s culturally adaptive 

design for two primary reasons. First, a national level of cultural analysis is most 

appropriate for research pertaining to the multi-national corporation because it is 

defined as possessing subsidiaries within numerous countries, and not as possessing 

numerous subsidiaries within one country. For example, a company operates within 

three different subsidiaries within Japan, all located within Tokyo city. A regional 

cultural analysis would therefore be inappropriate for the study because the 

corporation only exists in one region within the country.  

 The second reason national level cultural analysis is appropriate for this study 

is because it is the level of analysis at which the most empirical research on cultural 
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differences exists (Hofstede, 1980; Trompenaars & Hampden- Turner, 1997; Schwartz, 

1994 ). This profusion of empirical research is largely due to the ease in which a 

person’s national culture can be identified (Dahl, 2004). A person’s identification with 

a regional and sub-culture is more complicated and problematic as an individual may 

belong to several sub-cultures at the same time (Dahl). National culture as a level of 

analysis, however, prevents redundant duplication and significantly reduces 

ambiguity in the process of research (Dahl).  The conception that different people 

coming from the same country largely possess the same values and norms has also 

received substantial support (Hofstede, 1991; Smith & Bond, 1998). National culture 

therefore serves as the most appropriate level of analysis for this practicum.

1.3.2 Users: Torrent Inc.

 Torrent is a global management company that provides business around the 

world with consultative advice on ways of improving performance. The company is  

hypothetical in nature, but has been based on an existing global management 

consulting company. In order to create a more realistic depiction of this type of 

company, information was obtained from this existing consulting company and used 

as a guideline to inform Torrent’s organizational structure, operations and 

requirements. 

 Torrent provides three main services: management consulting, technology 

services, and coordination of outsourcing client company operations. The company 

represents the multinational-client-company that has emerged through 

globalization. As such, Torrent has offices in eight countries including Japan and 

Canada, the countries on which the practicum’s cultural adaptations are based.  

Torrent’s service orientation in the marketplace assigns value to people, and not 

products. Therefore, improvements in employee productivity and communication of 
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corporate identity may prove to be more significant to its success than it would for a 

product based company. Further, because of the performance consulting nature of 

their business, design involving Torrent workspaces has the potential for impacting 

other companies. Torrent maintains a commitment to corporate citizenship through 

building mutually beneficial relationships with clients, employees, and the broader 

community. Torrent’s philosophy is based on core values for: 1) research based 

knowledge, 2) global community orientation, and 3) creating client value through 

improved business performance.

1.3.3 Design Context: Downtown Winnipeg Based Office Building

 The final design solution is based within the context of a newly constructed 

Manitoba Hydro office building in Winnipeg, Manitoba. The building was selected for 

a variety of reasons including visibility, accessibility, interior spatial qualities, 

amenities, and proximity to pertinent facilities and services.

 The building stands at 112.5 meters (369 feet) in height, contains 22 stories, 

and occupies 64,590 square meters (695,742 square feet) of space (Stoyko, 2007). The 

building is located between Portage and Graham Avenues, two of the busiest streets 

in terms of vehicular circulation in the city, and on several major bus routes. In an 

effort to increase pedestrian traffic at the street level, the building was 

intentionally set back from the street and incorporates numerous retail spaces located 

on its ground floor. The building is easily accessible by pedestrian and vehicular traffic, 

as well as by the city’s public transit system. Coupled with its size and central location, 

the building serves is a prominent and highly visible structure in downtown Winnipeg. 

 The building’s interior space also played a significant role in its selection for 

the practicum. Designed primarily as an office space, the interior has large open floor 

plates with high ceilings (3310 mm/ approximately 10 and a half feet in height). The 
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exterior of the building features floor-to-ceiling glazing, which maximizes daylight in 

the interior space. The interior space has been designed in order to facilitate future 

changes in business processes and technology. Environmentally sustainable design 

initiatives, an interior atrium space, and roof top terrace provide a healthy 

environment for employees.

 The office building also boasts a number of amenities including: 1) an outdoor 

courtyard and green space, 2) retail space located on the ground and the second floor, 

and 3) an enclosed skywalk that connects the building to other downtown buildings. 

Parking is available in an underground parkade and in surrounding lots at the street 

level. Conference facilities, restaurants, and fitness and daycare centers are also 

located in close proximity to the building.

 The building’s innovative state-of-the-art design, its central location in an 

urban center, and proximity to other businesses served as important criteria in the 

selection of this building as a workplace for the practicum’s client company, Torrent. 

The building expresses Torrent’s corporate identity in the form of a contemporary and 

functional design, as well as the company’s value for improved business performance 

(healthy work environment, design adaptable to future needs, proximity to other 

businesses). 

1.4 Design Investigation Process

	 The methods used in the design investigation included a literature review, 

informal observational studies, and precedent analysis.

 A review of literature was conducted on the two major themes of the 

practicum: cultural adaptation and standardized corporate identity in the interior 

design of the workplace. The literature reviewed on cultural adaptation is 

interdisciplinary in nature, as it is taken from the fields of anthropology, cross-cultural 
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communications, and management. The review of literature on cultural adaptation 

took place in two phases. The first phase was based on theoretical analysis of culture 

in terms of what it is, and how it informs the design of an interior workspace. The 

second phase was based on both qualitative and quantitative research of the cultural-

based value differences that exist between 

countries. 

 Research based literature identified five prominent contributions to 

cultural research in this area: 1) Edward T. Hall’s (1959, 1976) cross-cultural 

communication concepts, 2) Florence R. Kluckholn and  Fred L. Strodtbeck’s (1961)

“cultural value orientations,” 3) Geert Hofstede’s (1980) “cultural dimensions,” 4) Fons 

Trompenaars and Charles Hampden-Turner’s (1997) “dimensions of culture,” and 

5) Shalom Schwartz’s (1994) “culture-level value types.” Each of these research 

contributions outline a number of key differences across the national cultures of 

different countries. 

 In order to create a manageable and applicable framework for this practicum, 

a synthesis of these key differences was created. The synthesis was based on 

reoccurring themes and relevance to interior design of a culturally adaptive 

workplace. The synthesized framework identifies the aspects of culture that are most 

essential for responding to each national workplace culture in the interior design of 

the workplace. The framework was applied to Japan and Canada, and then further 

supported by current literature on the values and work cultures of both countries. 

Informal interviews and observations were also undertaken and used to further 

support this analysis. Conducted in 2007, these informal interviews and observations 

spanned one to four hours, and occurred within the workplaces of companies and 

governmental organizations in Japan and Canada. This research and interview process 

resulted in the development of two charts, one for each country, that present the 
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information in a concise and accessible way (see p. 55-67). For the purpose of 

demonstrating the application of research to the spatial design of a workplace, the 

charts also include potential design implications for each of the key differences in the 

work cultures. 

 The literature reviewed on standardized corporate identity was found in the 

disciplines of business management and architecture and interior design. The review 

begins with an analysis of the concept of corporate identity, and goes on to explain its 

expression in the design of the built environment. This is followed by an 

examination of the standardization of a company’s corporate identity in the interior 

design of its workplace environments, and its significance for a multinational company 

possessing culturally adaptive workplaces. The core values of the practicum’s client 

company, Torrent, are expressed through the design composition in order to 

communicate the company’s identity in its Japanese and Canadian workplaces.

 The literature review concludes with a discussion of how a balance can be 

achieved between cultural adaptation and standardized corporate identity in the 

design of the workplace.  This balance occurs through assigning priority to spatial 

elements which are essential for responding to national workplace culture over spatial 

elements communicating corporate identity. 

 The precedent analysis provides examples of the application of several of the 

practicum’s design concepts to existing environments and contexts.  These 

precedents suggest possible approaches and possible implications of these design 

concepts. Three precedents were examined, each relating to a different aspect of the 

final design. The first precedent, the “Nicola Valley Institute of Technology” located in 

British Columbia, Canada, provides an example of culturally adaptive design. It does 

this through consideration of traditional aboriginal cultural values and the application 

of traditional aboriginal designs and structures in the design of a commercial 
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building. The second precedent, “Mother”, an advertising firm located in London, 

United Kingdom, demonstrates how a company’s corporate identity can be 

communicated through the interior design of a service oriented company’s workplace. 

The third precedent, the “Starbucks Coffee Company”, is an example of a 

multinational company that expresses a consistent corporate identity through the 

interior design of it stores located throughout the world. 

 A design programme was completed outlining the contextual issues, human 

factors, spatial requirements, and objectives of the design. The programme included 

detailed information on Torrent’s employees and clients, the building and site, as well 

as the furniture, fixtures, and equipment needed in the space. The programme was 

used to inform the functional and aesthetic spatial requirements of the design.

 The final phase of the design process was design development. In this phase 

the development of a design strategy was based on the application of the qualitative 

and quantitative research, precedent analysis, and programmatic requirements of the 

corporation and building. This phase resulted in the practicum’s final design strategy.

1.5 Definition of Terms

 In order to provide an accurate understanding of the subject matter discussed 

in this practicum, operational definitions for four critical terms are provided. These 

terms include “culture” and three sub-concepts of culture including: 1) national 

culture, 2) organizational culture, and 3) workplace culture.

	 Culture is a broadly used word that describes several different concepts. 

Originating from the Latin word “colere” meaning “to cultivate,” culture has long been 

associated with the concept of human construct (Dahl, 2004). Although no universally 

recognized definition of culture exists, the word culture is most commonly used to 

describe art, music, and literature as well as other intellectual endeavors collectively 
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pursued within a society. In Western societies, the word culture is also used to refer 

to a level of civilization, development, or sophistication of an individual or society, and 

is often referred to in terms of “high or low culture” (Hofstede, 1991). This concept of 

culture is associated with “refinement of the mind,” achieved predominantly through 

education (Hofstede, p. 5).  Culture is also used more broadly to describe collective 

human processes, or processes shared by of a group of individuals (Hofstede). These 

human processes are comprised of a set of learned values, assumptions, beliefs, 

attitudes, and conventions that inform an individual’s rituals and behaviors.  This 

practicum deals with the third, broader concept of culture.

 Cultural researcher and author, Geert Hofstede (1991), suggests that the broad 

concept of culture can be broken down into several different layers of analysis. These 

layers are comprised of; “national level,” “regional level,” “gender level,” “generational 

level,” “social class level,” and “organizational/corporate level” (Hofstede, p. 10). Of 

relevance to this practicum, are the levels of national culture and organizational 

culture. National culture (also described as “culture” in the document) refers to a 

common value system and set of norms held by a population defined by the 

boundaries of a nation-state. Anthropologists Kroeber and Kluckhohn define culture 

as consisting of: 

 Patterned ways of thinking, feeling and reacting, acquired and transmitted 
 mainly by symbols, constituting the distinctive achievements of human 
 groups, including their embodiments in artifacts; the essential core of 
 culture consists of traditional (i.e.: historically derived and selected) ideas 
 and especially their attached values.

                         (Kluckhohn, 1951, p. 86, 5) 

Therefore, national culture is based on the ideas and values that inform the behaviors 

of a group of people living within the same national context.

 Organizational culture, also referred to as “corporate culture,” can be defined 

as “the specific collection of values and norms that are shared by people and groups 

16



Finding a Balance
in an organization and that control the way they interact with each other and with 

stakeholders outside the organization” (Hill & Jones, 2001, p. 435). Organizational 

culture also prescribes the “appropriate kinds of behavior by employees in particular 

situations and control the behavior of organizational members towards one another” 

(Hill & Jones, p. 435). Therefore, organizational culture is comprised of the values and 

assumptions that have been developed to deal with the varying circumstances 

encountered by the company, which in turn inform the behaviors of its employees. 

 While national culture and organizational culture are similar in that they are 

both based on values which inform subsequent behaviors, they are derived from very 

different sources and should not be confused. National culture as defined in this 

document, is central to this practicum’s investigation. Organizational culture is not a 

subject of the practicum’s investigation, but has been defined in so that it is 

understood in relation to national culture. 

 National culture informs another key term in the practicum, “national-work-

culture” which will also be referred to as “work-culture.” National-work-culture is a 

sub-concept of the greater concept of national culture, much as national culture is a 

sub-concept of the broader term of culture. It describes national culture specifically as 

it pertains to the workplace, meaning the values, assumptions, perceptions, and 

understandings in and of work, and how it is done. These, in turn, inform the 

behaviors, practices, processes, and interactions that occur in reference to work and 

the workplace. National-work-culture is an important concept in the practicum’s 

investigation, because the way in which it is influenced by national culture is the basis 

for the culturally adaptive design of the workplace. 

1.6 Limitations

 This practicum is a conceptual investigation, based on the application of theory 
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and research to design. The conclusions provide only a few possible solutions 

regarding obtaining a balance between cultural adaptation and standardized 

corporate identity in the interior design(s) of a multinational company’s workplace. 

Consequently, the practicum is not generalizable to all workplace design.

 A limitation of the practicum in the area of culturally adaptive design is that 

the practicum pertains specifically to employees that possess a national cultural 

background consistent with the culture of the country they are working in. The 

practicum’s design, therefore, does not accommodate employees who have come 

from other countries or national cultures, either on a temporary or permanent basis.

 The practicum is also limited by the qualitative research produced on the key 

cultural differences between countries. While quantitative research in this area 

suggests that countries adhere to these differences in varying degrees (i.e., weak 

power distance vs. strong power distance), the qualitative research provides little or 

no discussion on the degrees of difference. These differences are not defined or 

explained, and therefore are difficult to account for in the design. 

 Finally, the practicum’s theme of standardized corporate identity in the design 

of the workplace has been limited to hypothetical values developed for the 

hypothetical client corporation, Torrent. 

1.7 Overview of document

 The practicum consists of six chapters entitled: “Introduction,” “Literature 

Review,” “Precedent Analysis,” “Design Programme,” “Design Outcome,” and 

“Conclusion.” Chapter one provides an initial orientation and overview of the 

practicum project. It explains what the project is, why it is being done, and the 

limitations it is subject to. Chapter two consists of a literature review on the two 

major themes of the practicum: cultural adaptation and standardized corporate 

identity in the interior design of the workplace. The literature review provides the 
18
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theoretical basis that supports the design investigation. Chapter three consists of a 

precedent analysis in which themes explored in the literature review are 

demonstrated through real-life design examples. The precedents analyzed are as 

follows: 1) Nicola Valley Institute of Technology, 2) Mother Advertising, and 

3) Starbucks Coffee Company. Chapter four provides the functional and aesthetic 

spatial requirements of the design. The design programme draws from the practicum’s 

theoretical research, information provided by an existing global management 

company, and the design context of a Winnipeg based downtown office building. 

Chapter five summarizes the final design outcome for a balance between cultural 

adaptation and standardized corporate identity in the workplace(s) of the 

multinational company, Torrent.  Chapter six provides a conclusion and discussion of 

potential areas for future study.
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 The literature review provides the theoretical basis for achieving balance 

between cultural adaptation and standardized corporate identity in the interior design 

of a multinational corporation’s workplace environment. The review is thus comprised 

of two sections: Cultural Adaptation in the Design of the Workplace, and Standardized 

Corporate Identity in the Design of the Workplace. In order to systematically develop 

the topic, these two sections are further divided into several sub-sections. The 

literature review concludes with a brief discussion of how both themes could be 

integrated in order to achieve a balance in the design of a workplace environment.

2.1 Cultural Adaptation in the Design of the Workplace

 The literature reviewed on Cultural Adaptation in the Design of the Workplace  

informs two different workplace designs; one responding to the national workplace 

culture of Japan, the other to Canada.  The review commences with an explanation of 

culture as a “mental program,” a concept that informs a person’s thoughts and 

behaviors, and distinguishes people into different groups or categories. Through an 

examination of different theoretical models, the mental program of national culture is 

comprehensively examined in terms of its composition, including its foundations and 

how it is manifested within a society.  Important disparities in the foundations and 

manifestations of different cultures are explored through several significant research 

studies. These qualitative and quantitative research studies identify several 

fundamental differences that exist across cultures. Two charts pertaining to the 

national-work-cultures of Japan and Canada are based on two of these research 

studies. Differences in the national-work-cultures of both countries are synthesized 

and discussed in relation to possible spatial applications for two culturally adaptive 

workplace designs. Cultural change is also analyzed in order to examine how these 

workplace designs can remain culturally adaptive over time. The section concludes 
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with a discussion of the contrasts between Japan and Canada’s national-work-cultures 

and their application to design, thus revealing the importance of a culturally adaptive 

design within the workplaces of multinational corporations.

2.1.1 Culture as a Mental Program

 In order to understand how national culture influences peoples’ thoughts and 

behaviors in the workplace, it is first important to understand how culture functions 

within a person’s psychological composition. Geert Hofstede (1991), a seminal Dutch 

writer and researcher in the area of cross-cultural studies, developed a relatively 

simple conceptual framework which identifies culture as one of three elements in the 

human mind responsible for a person’s “patterns of thinking, feeling and potential 

acting” (Hofstede, p. 4).  Hofstede called this framework a “mental program.”  The 

term “mental program” is a construct, meaning that it is has been created to allow for 

better interpretation and understanding of people’s thoughts and behavior, but does 

not exist in actuality.  Hofstede uses the analogy of a computer to describe how the 

“program” functions within a person’s mind.  Like a computer, the human mind is the 

“hardware” from which programs operate. The “programming” of this “hardware” 

determines the way in which it functions. Hofstede, therefore, suggests that the men-

tal program (or “mental software”) possessed by each person largely determines their 

thoughts, feelings and behaviors. This mental program is comprised of three broad 

levels; “human nature,” “culture,” and “personality” (Hofstede, p. 5-6). 
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    Figure 1. Hofstede’s  three levels of mental programming. Retrieved from Cultures
                   and Organizations; Software of the Mind, 2nd ed. (2005, p. 4). Copyright 
    property of Geert Hofstede.

 Human nature is the most basic and universal level of a person’s mental 

programming (Hofstede, 1991). This universal level is shared not just among human 

beings but with the animal world as well. This mental program is inherited in a 

person’s genes, and is responsible for a person’s basic physical and psychological 

functions. Using the analogy of a computer, it is comparable to its basic “operating 

system.”

 Culture is the collective level of a person’s mental programming (Hofstede, 

1991).  It is not exclusive to an individual, rather it is shared among a larger group of 

people. This mental program is not inherited but is learned from the social 

environment in which a person grows up and from which they derive their life 

experiences. While this learning occurs throughout an individual’s life, the majority 

of it occurs within the first ten years, often through the transfer of collective mental 

programs between generations (Hofstede). The collective level of culture is largely 

responsible for forming an individual’s perception and interpretation of meaning, 

and thus acts to modify the physical and psychological functions produced by human 
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nature.

 Personality is the individual level of a person’s mental programming (Hofstede, 

1991). It is not shared with other people, and is thus unique to the individual. This 

individual level can produce a variety of different thoughts and behaviors that are 

independent of the universal and collective levels of mental programming. This 

mental program is both inherited as genetic characteristics and qualities and learned 

from a person’s social environment and personal experience (Hofstede). 

 Hofstede (1991) acknowledges that although a person’s mental program 

functions similar to that of a computer, unlike computers, humans also have the 

ability to digress from these programs and think and behave in new and unanticipated 

ways. Hofstede further acknowledges, however, that although a person can think or 

behave in unexpected ways, over time a person or group’s mental programming is 

perceived to be largely consistent. He suggests that mental programs therefore 

produce behaviors that are not random but, to some degree, predictable, and this 

predictability has allowed for the construction of social systems within a society.

 Within Hofstede’s (2001) framework, the level of culture is positioned between 

the levels of human nature and personality. The exact location of the borders between 

these levels remains a subject of debate in the field of social science. Agreement also 

does not exist regarding which phenomena belong to the collectivist level versus 

universalistic level of mental programming. Despite these uncertainties, several 

important insights can be derived from the framework with regard to culture. These 

include: 1) culture understood as a mental program that exists within the 

human mind and informs a person’s “patterns of thinking, feeling and potential act-

ing” (Hofstede, 1991, p. 4), 2) culture understood within the context of three levels of 

mental programming (human nature, culture, and personality)  which 

produce relatively predictable behaviors over time, 3) culture learned from the 
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environment and experiences a person encounters primarily during the early years of 

his or her  life, and 4) culture defined as a collective construct and thus shared by 

either a group or category of people (Hofstede, 1991, 2001). Hofstede’s framework 

thus provides a basic understanding of the relationship between culture and people, 

in terms of how culture is acquired, the psychological context in which culture exists, 

and the influence of culture on the collective functioning of people within a society.

 The collective function of culture is of particular significance to this practicum. 

Hofstede (1991) infers that the collective nature of culture brings together people who 

possess a similar mental program, and differentiates people who do not. He states, 

“culture is the collective programming of the mind which distinguishes the members 

of one group or category of people from another” (Hofstede, p. 5). 

Presumably then, different mental programs result in different cultural groups or 

categories of people, each containing their own patterns of thoughts, feelings, and 

behaviors; a perception supported by Newman and Nollen (1996): 

 National culture is a central organizing principle of employees 
             understanding of work, their approach to it, and the way in which they 
             expect to be treated.  National culture implies that one way of acting or 
             one set of outcomes is preferable to another. 
                                                                                                                               (p. 755)

 These different patterns of thoughts, feelings and behaviors, as they are 

expressed within the workplaces of different national cultures, are the basis of this 

practicum’s investigation. The practicum maintains that, because these patterns differ 

across the workplaces of different national cultures, so too must the design of 

workplaces in different national cultures. In this way, employees can be supported by 

their workplace environments.

2.1.2 The Composition of Culture

 A collective group’s “patterns of thinking, feeling and potential acting” 
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(Hofstede, 1991, p. 4), based on their common mental program of national culture, 

can be more comprehensively understood through the examination of several 

different models. These models present different concepts pertaining to the 

composition of national culture, each containing different levels and layers.  These 

levels and layers illustrate what culture essentially is based upon, how it is manifested 

within society, and how visible these manifestations are to those possessing different 

cultural programs. These models are important because they help us to understand 

how, and in what ways, cultures differ from one another, and why their layers must be 

consistent. Four different models of culture are explained, beginning with the “iceberg 

model” and followed with models by Geert Hofstede (1991), Fons Trompenaars and 

Charles Hampden-Turner (1997), and Helen Spencer-Oatey (2000). While each model 

pertains to national culture more generally, they can be applied to the examination of 

national-work-culture as a sub-concept of broader national culture. 

 The “iceberg model” is the most basic model of culture, and is comprised of 

only two levels (Dahl, 2004). Like an iceberg, this model contains a visible and 

invisible level. The visible level, or the portion of the iceberg above the water, 

constitutes aspects of the culture that are more explicit and easily observed (i.e., the 

cultures artifacts and behaviors). The invisible level, or the portion of the iceberg 

submerged beneath the water, consists of the aspects of culture that are not 

immediately visible (i.e., the cultures’ values). While simplistic, this model’s two 

fundamental levels of culture provided the ground work for the development of later 

cultural models.
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 Figure 2. Hofstede’s  ‘onion diagram’ of culture. Retrieved from Cultures and 
 Organizations: Software of the Mind, 2nd ed. (2005, p. 7). Copyright 
 property of Geert Hofstede.

 Geert Hofstede (1991) proposed a comprehensive model of culture based on a 

similar premise of visible and invisible levels. Similar to an onion, a central core is 

encompassed by three additional layers (see figure 2). The central core is comprised of 

the invisible level of values, representing the deepest and least visible layer of culture 

on which the other layers are based. Surrounding this core are the layers of “rituals,” 

“heroes,” and “symbols” which constitute the visible level of culture. Hofstede 

describes rituals as “collective activities, technically superfluous in reaching desired 

ends, but within a culture, are considered as socially essential” (Hofstede, p. 8). Some 

examples of rituals include greetings, methods of paying respect to others, and 

ceremonies. Heroes are defined as, “persons, alive or dead, real or imaginary, who 

posses characteristics which are highly prized in a culture, and who serve as models 

for behavior” (Hofstede, p. 8). The most peripheral layer is symbols, which represents 

the most obvious and superficial aspects of culture. Symbols describe the, “words, 

gestures, pictures or objects that carry particular meaning which is only recognized 

by those who share the culture” (Hofstede, p. 7). Hofstede’s model also incorporates 
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practices, visible behaviors which extend across the rituals, heroes and symbols layers 

of the model. Hofstede’s separation of the visible level into three different layers along 

with his inclusion of the practices layer, provides a more comprehensive 

understanding of culture than the previous model.

              

              

   Figure 3. Trompenaars and Hampden-Turner’s model of culture. Retrieved from Riding 
 the Waves of Culture; Understanding Diversity in Global Business (1997, p. 22). Copyright 
 property of The McGraw-Hill Companies, Inc.

  Fons Trompenaars and Charles Hampden-Turner’s (1997) model of culture 

consists of three layers (see figure 3). The model also uses an onion-like structure, 

however the invisible level is instead termed as “implicit” while the visible level was 

named “explicit.” The inner core is comprised of “basic assumptions.” These basic 

assumptions are for the most part consistent with Hofstede’s core level of “values.” 

The next layer “norms and values” is defined by Trompenaars and Hampden-Turner as 

the standards of good and bad, the social controls as well as the accepted and desired 

behavior within a society. Trompenaars and Hampden-Turner have further defined 

Hofstede’s layer of values into two layers of values, an intrinsic layer, and a more 

visible layer (Dahl, 2004). The outermost layer of the model are the “artifacts and 

products” of the culture, which include the language, buildings, food, fashion and art 

produced by the culture (Trompenaars & Hampden–Turner). 

29



Fi
nd

in
g 

a 
Ba

la
nc

e                                        

               

 Figure 4. Spencer-Oatey’s model of culture. Retrieved from Culturally Speaking; 
 Managing Rapport through Talk across Cultures (2000, p. 5). By kind permission 
                of Continuum International Publishing Group.

 Helen Spencer-Oatey’s (2000) model is both an adaptation and expansion of 

the models developed by Hofstede (1991), and Trompenaars and Hampden-Turner 

(1997) (see figure 4). Spencer-Oatey’s model contains four layers and also possesses 

an onion-like structure, however four adaptations have been made to the models 

explained earlier. The first adaptation involves combining “values” and “basic  

assumptions” into the single core layer. This allows for the differentiation of visible 

and more fundamental levels of values alluded to in Trompenaars and Hampden-

Turners model, yet recognizes them both as central to culture (Dahl, 2004). The 

second adaptation is the creation of the layer “beliefs, attitudes and conventions” 

which surrounds the core. The addition of this layer recognizes that these elements 

can change to some degree without significant changes in the core values (Dahl). The 

third adaptation was the addition of the “systems and institutions” layer which 

surrounds the “beliefs attitudes and conventions” layer. This level serves to 

differentiate the psychological aspects of the previous layer from their more physical 

manifestations in society. The fourth adaptation is the division of the peripheral level 

into two equal segments; one side of “artifacts and products,” the other of “rituals 
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and behaviors.” This division allows the behavioral aspects to be differentiated from 

more physical aspects in the most superficial manifestation of culture (Dahl). These 

adaptations and expansions provide a significantly more comprehensive and detailed 

model then the three models developed prior to it. 

 These four models each represent a different concept of culture in terms of 

content and structure. Among the models, however, are three key themes that can 

inform the design of a culturally adaptive workplace. First, each model contains at 

least two levels: an invisible level (or implicit level) and a visible level (or explicit level) 

of culture. The invisible level represents the aspects of the culture that are less 

tangible and are more difficult to observe or distinguish. The visible level is more 

easily distinguished and perceived by an observer. Hofstede’s (1991) concept of shared 

mental programs can be applied to this theme in order to distinguish whether an 

observer is inside or outside the culture being evaluated. 

 Second, within Hofstede’s, Trompenaars and Hampden-Turner’s (1997), and 

Spencer-Oatey’s models (2000), each of the visible and invisible levels contain one or 

more layers. The order of these layers show both a progression from the most 

invisible layer (the core layer) to the most visible layer (the peripheral layer), as well 

as how the layers influence one another, as internal layers influence those layers more 

external to them. 

 Third, “values” and “basic assumptions” constituted the most invisible layers of 

culture in all of the models. Therefore “values” and “basic assumptions” were 

identified, consistently, as providing the foundation on which the other layers of 

culture were based. These themes will be discussed further in relation to the model 

developed by Spencer-Oatey.

 Spencer-Oatey’s (2000) model, the most recent and developed of the four 

models examined, offers more defined layers of culture. With the introduction of the 
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“systems and institutions” layer, Spencer-Oatey’s model is most relevant to this 

practicum. If the workplace is regarded as an institution, presumably it should be 

influenced by the deeper, more internal layers of culture. The more visible 

institutional layer of the workplace should therefore be consistent with the invisible 

layers of “values and basic assumptions” as well as the “beliefs, attitudes and 

conventions” of the culture in which it exists. 

 If however, the institution is based on a different set of values and 

assumptions, derived from a different mental program (as is often the case with 

multinational corporations originating from different national cultures), then a 

conflict is created. Presumably this conflict would manifest within a portion of the 

model’s next layer “rituals and behaviors.” This manifestation would occur because 

both a person’s values and assumptions (Carr, 2004) and the physical workplace 

support and influence employee behavior (Becker & Steele, 1995; Drake, 2002). This 

conflict could result in resistance and tension in these behaviors, and thus inhibit full 

effectiveness in the work performed in the workplace. 

 This lack of effectiveness has been known to occur when management 

practices are applied within cultures other than those in which such practices were 

derived.  Application of these practices can result in employees feeling “dissatisfied, 

distracted, uncomfortable and uncommitted” (Newman & Nollen, 1996, p. 755). 

More notably, these practices can escalate to “resistance, sabotage, vocal protests 

or attitudes of withdrawal and reduced commitment to work” when these practices 

significantly conflict with the values or practices of the indigenous culture (Kirkman & 

Shapiro, 1997). Therefore, inconsistency in a culture’s values, assumptions and 

expected behavior can result in a reduction of an employee’s desire or ability to 

perform work capably. It has also been observed that:

 Management practices  that reinforce national cultural values are more
32



Finding a Balance
 likely to yield predictable behavior (Wright & Mischel, 1987), self efficacy
 (Earley, 1994) and high performance (Earley, 1994) because congruent 
 management practices are consistent with existing behavioral expectations  
 and routines that transcend the workplace. Employees are not distracted
 from work performance by management practices that ask them to behave
 in ways that are inconsistent with extant national values.

                                                                                         (Newman & Nollen, 1996, p. 755) 

 The influence of management practices on work performance parallels the 

influence of the work environment on work performance, as both management and 

the environment support and facilitate the way in which work is done within the 

workplace. Presumably then, in order for people to function most effectively in the 

workplace, the design of the workplace should be consistent with the values, 

assumptions, and behaviors within a national culture. 

2.1.3 Differences Across National Cultures

 In order for the design of a workplace to be consistent with the values, 

assumptions and behaviors of a national culture, the values, assumptions and 

behaviors must first be identified. A review of the qualitative and quantitative 

research on culture’s values, assumptions and behaviors is explained next. 

2.1.3.1 Contributions of Cultural Research

 While an interest in different cultures has most likely existed for centuries, it 

was not until the mid-twentieth century that formal research was conducted, 

analyzing differences between cultures (Dahl, 2004). Early studies were based 

primarily at the superficial level of observable behaviors and were not supported by 

quantitative data (Dahl). It soon became apparent that broader and more 

comprehensive studies of culture were required so that culture could be understood 

in greater depth. Since the 1950’s a significant amount of this research has been 
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produced in the fields of anthropology, cross-cultural communications, and 

management. These research contributions compare different cultures and identify 

universal differences that exist across them. Five prominent contributions to cultural 

research since this time, include the foundational research of Edward T. Hall’s (1959, 

1976) cross-cultural communication concepts, Florence R. Kluckhohn and Fred L. 

Strodtbeck’s (1961) “cultural value orientations,” followed by the national cultural 

research of Geert Hofstede’s (1980) “cultural dimensions,” Fons Trompenaars and 

Charles Hampden–Turners (1997) “dimensions of culture,” and Shalom Schwartz’s 

(1994) “culture-level value dimensions.” The research of these authors has been 

examined in order to identify themes over a fifty year period. Each of these research 

contributions are considered seminal in cross-cultural studies, and comprise some of 

the most highly cited work in the field of social sciences. 

2.1.3.1.1 Foundational Cultural Research

 Anthropologist Edward T. Hall’s work in cross-cultural studies was largely based 

on his work for the Foreign Service Institute (1951-1955) in the United States 

Department of State.  His work at the Institute with linguist George L. Trager, as well 

as other scholars also working in the area, paved the way for his seminal books, The 

Silent Language (1959), The Hidden Dimension (1966), and Beyond Culture (1976). 

The Silent Language was considered the foundational text of a new scholarly field of 

study: cross-cultural communication (also known as intercultural communication).  

The field brings together several different fields including anthropology, cultural 

studies, psychology, and communication, with the purpose of studying 

communication between people of different cultures. Hall’s work focused primarily 

on the study of non-verbal communication between different national cultures. Three 

of the major concepts he developed include: 1) high and low context culture (how 

34



Finding a Balance
information is communicated and understood in different cultures), 2) proxemics (how 

different cultures use space), and 3) polychronic and monochronic time orientation 

(how different cultures perceive and organize time). 

 During the same time period that Hall was working for the Foreign Service 

Institute, anthropologist Florence Rockwood Kluckhohn was studying culture related 

values. In 1950, Kluckhohn put forward the idea that different cultures could be 

compared based on their values. The “Values Project,” a comparative quantitative 

study of five different communities in the American Southwest, was undertaken by 

Florence Rockwood Kluckhohn and Fred L. Strodtbeck during the 1950s. The results 

of the study were subsequently published in Kluckhohn and Strodtbeck’s (1961) book 

Variations in Value Orientations in which five basic value orientations were identified. 

These value orientations were based on several basic assumptions. 

 Kluckhohn and Strodtbeck (1961) assumed that there were a small number of

universal problems that result from the human condition that all people must find 

solutions for. They believed that there exists a range of potential solutions for these 

problems, and that all societies have access to these different solutions at all times. 

Further, they assumed that societies prefer certain solutions over others, and these 

preferred solutions make up a dominant profile and substitute profile of value 

orientations. Both profiles rank the value orientations in order of preference by the 

society.  Kluckhohn and Strodtbeck state, “our most basic assumption is that there is 

systematic variation in the realm of cultural phenomena which is both definite and as 

essential as the demonstrated systematic variation in physical and biological 

phenomena” ( 1961, p. 3).  Kluckhohn and Strodtbeck’s five value orientations are 

each accompanied by three potential variations, and include the following: 1) human 

nature orientation (evil, mixture of good-and-evil, good), 2) man-nature orientation 
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(subjugation, harmony, mastery), 3) time orientation (past, present, future), 4) activity 

orientation (being, being-and-becoming, doing), and the 5) relational orientation 

(lineality, collaterality, individualism). These orientations were further supported by 

relatively consistent outcomes derived from qualitative research conducted within 

American Southwestern communities prior to Kluckhohn and Strodtbeck’s study 

(French, 1962).

2.1.3.1.2 National Cultural Research

 Dutch researcher Geert Hofstede developed the first set of extensive empirical 

data relating to cross-cultural values. His research is commonly regarded as the most 

influential contribution of cross-cultural research to the social sciences, “there are 

almost no publications, either from the disciplines of sociology, anthropology, history, 

law, economics, or business administration that does not refer to Hofstede’s work…..

when explaining correspondences and distinctions between cultures” (Institute for 

Research and Intercultural Cooperation, 2001).

 Hofstede’s research is derived from the database of one of the world’s 

largest multinational corporations, IBM. The database was developed from over 

116, 000 questionnaire surveys evaluating the work related values of the company’s 

employees in 72 different countries (Hofstede, 2001). The survey was first 

administered around 1968, and then a second time around 1972. IBM employees 

provided an ideal population sample as they constituted similar educations, 

occupations, ages, positions, and organizational culture. The primary area in which 

they differed was nationality. Subsequently, differences in national culture and values 

stood out clearly in the survey results.  Hofstede used these surveys to identify stable 

universal differences in the values possessed by national cultures of different 

countries. 
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 In his first publication Cultures Consequences; International Differences in 

Work Related Values (1980), revised more recently as Cultures Consequences; Com-

paring Values, Behaviors, Institutions and Organizations Across Nations (2001), 

Hofstede identified four of these primary differences which he calls “cultural 

dimensions.” These include: 1) individualism vs. collectivism (individualism to 

collectivism), 2) power distance (low to high), 3) uncertainty avoidance (low to high), 

and 4) masculinity vs. femininity (masculine to feminine). A fifth dimension was added 

in Hofstede’s subsequent book, Cultures and Organization; Software of the Mind 

(1991). This dimension was named “confucian dynamism” also known as “long-term 

vs. short-term orientation” (long to short term) (1991, p. 164). This dimension was 

based on the research of Canadian psychologist Michael Harris Bond on eastern 

countries. The nations included in the study were ordered along these five dimensions 

based on their national mean scores in order to classify their dominant value 

structures (Schwartz, 1994). Hofstede also plotted each of the countries in four 

dimensional models indicating their location within two of his dimensions. These five 

dimensions are widely accepted and have been the foremost research paradigm since 

they were published (DeCieri & Dowling, 1995).

 Dutch economist and cultural researcher Fons Trompenaars and management 

consultant Charles Hampden-Turner’s cultural research focuses on helping 

multinational companies manage their employees in a more culturally responsive 

manner in order to improve the company’s performance. They approach culture as 

“the way in which a group of people solve problems and reconcile dilemmas” (1997, 

p. 6). In Riding the Waves of Culture; Understanding Diversity in Global Business, first 

published in 1994 by Trompenaars, and subsequently republished in 1997 with the 

addition of Hampden-Turner, seven “dimensions of culture” are identified. These 
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dimensions are divided into three categories: 1) those that relate to relationships and 

people, 2) those that relate to time, and 3) those that relate to the environment 

(Trompenaars & Hampden-Turner, 1997). These dimensions include; individualism vs. 

communitarianism, universalism vs. particularism, achievement vs. ascription, neutral 

vs. affective, specific vs. diffuse, sequential vs. synchronic time, and internal vs. 

external control. The first three of these dimensions were based on Parsons and Shil’s 

General Theory of Action (1951), while the last two dimensions were based on 

Kluckhohn and Strodtbeck’s “time orientation” and “man-nature orientation” found in 

Variations in Value Orientations (1961). 

 The quantitative research on these dimensions was based on a questionnaire 

comprised of different dilemmas which evaluated respondents on their preferred 

behavior in several different contexts of work and leisure (Dahl, 2004). The 

questionnaire was given to 635 respondents across nine countries, two industries, 

and seven job categories, as well as in management training courses conducted in 30 

companies with departments in 50 countries. In 1997, the database of respondents 

included 50,000 cases from over 100 different countries (Trompenaars & Hampden-

Turner, 1997). Approximately 75% of the respondents questioned were at a 

management level, while the remaining 25% of respondents were primarily composed 

of administrative staff (Trompenaars & Hampden-Turner). 

 Like Hofstede, Trompenaars and Hampden-Turner’s dimensions function as 

continuums in which nations can be ordered based on their national mean scores. 

As a result of their work, Trompenaars and Hampden-Turner are considered 

authorities in cross-cultural research both within the field of organizational 

development and more broadly in the social sciences (Cambridge, 1998).

 Israeli psychologist Shalom Schwartz is credited for conducting the largest 
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value research project to date (Hofstede, 2001). Based on literature, Schwartz 

developed a 56 value survey instrument which he used to collect data between 1988 

and 1992. These surveys were administered to school teachers (grade 3-12), whom 

Schwartz considered to be  largely responsible for both the transmission and 

socialization of values, as well as university students, considered to provide the best 

indication of how culture is changing (Schwartz, 1994).

 In 1994, Schwartz had collected data from over 25,000 respondents in 44 

countries from every continent on the world (Hofstede, 2001). This research was used 

to categorize value differences both at the individual level and at the level of national 

culture. In order to categorize national culture value differences Schwartz separately 

calculated the mean scores of the teacher and student values for the 38 national or 

sub-national cultures from which he had collected data. This resulted in seven 

“culture-level value dimensions” which included: 1) conservatism, 2) hierarchy, 

3) mastery, 4) affective autonomy, 5) intellectual autonomy, 6) egalitarian 

commitment, and 7) harmony (Schwartz, 1994). He then ranked each of the 38 

cultures according to their “mean importance for cultural-level value dimensions” in 

order to allow for comparison of significant values both within and between the 

different cultures (Schwartz). Several of Schwartz’s culture-level value types were 

found to closely correlate with some of the dimensions identified by Hofstede.

2.1.3.2 Developing a Framework of Cultural Research

 The purpose of reviewing the five previously discussed research contributions 

was to identify themes and patterns pertaining to the differences in value systems 

across different cultures. This comparison provided a comprehensive approach in 

distinguishing these differences as it looked at data collected over several different 

time periods, obtained using different methods of research and analysis, and derived 
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from different population samples. The research was completed over a time period of 

fifty years, spanning from the 1950s to the 1990s. It was obtained using both 

qualitative and quantitative research in the form of observation, literature reviews, 

and questionnaire surveys. The data was derived from several different research 

sample populations, including: the general population of five different American 

Southwest communities, employees of one of the largest multinational corporations 

in the world, management and administrative staff of several multinational 

corporations around the world, as well as school teachers and university students 

from several different countries. Through this comparison, a number of cultural values 

are examined. Following analyses of these different cultural values, four prominent 

themes were identified based on a description of equivalent concepts in two or more 

of the dimensions or value orientations developed. These themes include the 

following:

1.  a culture’s orientation towards the individual vs. a collective group

2.  a culture’s tolerance and expectation of equality vs. hierarchy

3.  a culture’s orientation to time

4.  a culture’s tendency for a controlled vs. harmonious relationship with their  

     environment 

 These themes provide the basis for a framework which informs the culturally 

adaptive workplace designs for Japan and Canada (see p. 55-67). Hofstede’s as well 

as Trompenaars and Hampden-Turner’s cultural dimensions have been selected to 

represent each of these themes. Each of the above themes are found in one of 

Hofstede’s “cultural dimensions” and/or Trompenaars and Hampden-Turner’s 

“dimensions of culture,” and is therefore defined by one of their dimensions. One  

dimension has been chosen from either Hofstede or Trompenaars and Hampden-

Turner to represent each of these themes. This representative dimension has been 
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selected  based on two criteria. First, the existence of the dimension within the 

researcher’s list of cultural dimensions (i.e., Trompenaars and Hampden-Turner’s 

dimensions do not contain a dimension pertaining to “equality vs. hierarchy,” and 

therefore Hofstede’s “power distance” is selected as the representative dimension). 

Secondly, how representative the dimension is of the overall research on the theme 

(i.e., Hofstede’s “confucian dynamism” also known as “long-term vs. short-term 

orientation” and Trompenaars and Hampden-Turner’s “sequential vs. synchronic time” 

dimensions both deal generally with a cultures orientation to time. 

Trompenaars and Hampden-Turner’s “sequential vs. synchronic time” dimension, 

however, is thought to be more representative of the theme than Hofstede’s “long-

term vs. short-term orientation” dimension. This is due to the fact that Hofstede’s 

dimension is largely based on the Confucian values (i.e., tradition, value for truth and 

virtue, hierarchy and respect, etc.) which are not discussed in the other dimensions 

within the theme).

 In addition to the four chosen themes, two additional dimensions have been 

included in the framework which informs the culturally adaptive workplace designs for 

Japan and Canada. They include Hofstede’s “uncertainty avoidance” dimension and 

Trompenaars and Hampden-Turner’s “universalist vs. particularist” dimension. These 

dimensions were also each included for different reasons. Hofstede’s “uncertainty 

avoidance” dimension has received substantial support from several other cross-

cultural studies (please refer to Hofstede, 2001, p. 154 “Validating UAI Against Data 

from other Sources” for a list and description of these studies), and can therefore be 

described as an important value contributing to an employee’s functioning in a 

workplace. The ideas on which Trompenaars and Hampden-Turner’s “universalist vs. 

particularist” dimension is based, are frequently discussed in the literature reviewed 

on cultural values and practices of Japan and North America (Canada) (please see 
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Alston, & Takei, 2005; Davies & Ikeno, 2002; Hall, 1987; Nisbett, 2003). Both 

dimensions are also highly applicable to the design of a culturally adaptive 

workplace in both countries. As such, both dimensions have been included in the 

framework despite the fact they do not constitute either of the major themes in the 

research contributions examined.

 Hall’s concept of “high and low context cultures” has also been included in the 

framework informing the culturally adaptive workplace designs for Japan and Canada.  

This dimension, much like Hall’s concept of proxemics, has several possible 

implications for the spatial design of a workplace. Unlike proxemics, “high and low 

context cultures” is included in both Hofstede’s “individualism vs. collectivism” 

dimension and Trompenaars and Hampden-Turner’s “specific vs. diffuse” dimension. It 

is supported quantitatively within these dimensions, and therefore can be used in the 

framework to inform a culturally adaptive design. 

2.1.3.2.1 Contributions to a Framework of Cultural Research

 Hofstede and Trompenaars and Hampden-Turner’s cultural dimensions were 

chosen to form the basis of the framework because their research was gathered 

within the context of one (Hofstede) or several (Trompenaars and Hampden-Turner) 

multinational corporation(s). Combined, their research was obtained from 

employees and management working in 31 multinational corporations in over 70 

countries around the world. While not all of the survey questions used in this research 

pertained specifically to work or the workplace values, they are appropriate for this 

practicum’s investigation as they assess the values, assumptions, and behaviors of the 

same demographic of people who are impacted by workplace design in Japan and 

Canada. Hofstede’s, as well as Trompenaars and Hampden-Turner’s dimensions are 

also based on quantitative research from both countries, thereby providing a more 

42



Finding a Balance
objective basis for designs driven by the subjective concept of culture. 

  Although Hall’s concepts are easily understood in his various writings and 

publications, his work is limited by the fact that it refers to a small number of 

countries and is not supported by empirical data. For example although “proxemics” is 

highly applicable to this practicum’s investigation, it is only supported with 

quantitative research for American culture. Further, the United States, Latin America, 

Middle Eastern countries, Europe, and Japan are referred to very generally in the 

discussion of many of his concepts. Hall’s concept of “high and low context cultures,” 

has been used to inform the culturally adaptive workplace design of Japan and 

Canada. As previously discussed, this occurred due to the quantitative research 

provided by Hofstede and Trompenaars and Hampden-Turner.

 Kluckhohn and Strodtbeck’s value orientations are comprehensive in nature. 

However, their research was conducted at the regional cultural level of Southwestern 

American communities. These value orientations are useful in identifying themes in 

the values structures found across different cultures, but cannot be used to inform the 

culturally adaptive workplace design of the national cultures of Japan and Canada. 

 Schwartz’s culture-level value dimensions were also not included in the 

framework. Schwartz’s research is based on the values of teachers and university 

students in several different countries, and is therefore less appropriate to inform the 

design of a  culturally adaptive workplace than research derived from respondents 

working within multinational companies (for reasons previously mentioned). 

Schwartz’s qualitative research was also gathered within Japan, but not within 

Canada, and therefore cannot be used to inform the culturally adaptive workplace 

design of both countries. 
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2.1.3.2.2 A Comparison of Contributions to a Framework of Cultural Research

 This chart displays the different sets of cultural dimensions or value 

orientations developed by each researcher(s) in order to better allow for a 

comparison of their similarities and differences. Of note are Schwartz’s seven 

individual value types, which have been grouped into two contrasting values in the 

chart (i.e., hierarchy vs. egalitarian commitment) in order to allow for consistency to 

be maintained in the representation of the researcher’s cultural dimensions and value 

orientations. This consistency enables comparisons between the dimensions to be 

made more easily. Each of the researchers are displayed chronologically according to 

the date of their research publication, in the top-most row of the chart. Their 

dimensions or value orientations are each displayed in the columns below their 

names. Dimensions or value orientations that contain consistent themes have been 

placed in rows and are represented in blue colored boxes. The two additional 

dimensions identified are represented in single green boxes. The additional concept 

used in the framework, developed by Edward T. Hall, is represented in pink colored 

boxes. The dimensions which have been extracted and applied to the subsequent 

Framework of Japanese and Canadian Workplace Cultural Research are represented 

with bold text. 
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2.1.3.3  A Framework of Japanese and Canadian Workplace Cultural Research

 The seven cultural dimensions identified in the Comparison of Contributions in 

Cultural Research Chart provide a framework on which to base the design of two 

culturally adaptive workplaces for Japan and Canada. The dimensions explore the way 

in which people from different national cultures interact and relate with other people, 

perceive inequality, tolerate uncertainty, approach time, relate to their environments, 

and value relationships. These dimensions are each be examined specifically in 

reference to Japan and Canada and their workplaces in order to provide a more 

comprehensive understanding of the values, assumptions, and behaviors that inform 

both of the designs.

1. High Context vs. Low Context Cultures

 Edward T. Hall (1976) introduced the concept of “high and low context 

cultures” in his book, Beyond Culture. He suggested that the way a person 

communicates and understands information within a given context is largely 

determined by their culture.  He defined the concept as follows:

 A high context (HC) communication or message is one in which most of 
 the information is already in the person, while very little is coded, explicit,  
 transmitted part of the message. A low context (LC) communication is just  
 the opposite; i.e., the mass of the information is vested in the explicit code.

                                                                                                                                        (p. 79) 

In high context cultures less information is required, as much of the information is 

embedded within the person and context itself, for instance the environment, 

atmosphere, participant’s status, body language, facial gestures, and intuitive 

understandings. These forms of communication are thus relied more heavily upon 

than more direct forms of communication such as the written or spoken word. In high 

context cultures, continuous communication of information is important in the 
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workplace, which most often occurs through face-to-face interactions, in order to 

ensure people are informed about the business and what is happening in the 

company (Hall, 1987). This form of communication is more prevalent in group 

oriented cultures in which relationships take precedence (Hall). In low context cultures 

more information is communicated through explicit forms of communication, as less is 

derived from the surrounding context. More background information is required 

before completing a task or making a decision. In these cultures information in the 

workplace is more compartmentalized and communicated on a “need-to-know basis” 

(Hall). 

 Hall identifies Japan as a high context culture (Hall, 1987, p. 8-11) which is 

further supported by Japans ranking in Hofstede’s “individualism vs. collectivism” 

dimension and Trompenaars and Hampden-Turner’s “specific vs. diffuse” dimension. 

Hall does not specify Canada’s cultural context, however Canada is identified as a low 

context culture based on its rankings within Hofstede’s and Trompenaars and 

Hampden-Turner’s dimensions. 

2. Individualism vs. Collectivism

 This dimension is the most prevalent of Hofstede’s five dimensions, and is 

frequently referred to and discussed within intercultural research (Dahl, 2004). 

Hofstede defines it as follows:

 Individualism pertains to societies in which the ties between individuals 
 are loose: everyone is expected to look after himself or herself and his or
  her immediate family. Collectivism pertains to societies in which people 
 from birth onwards are integrated into strong, cohesive groups, which   
 throughout peoples’ lifetime continue to protect them in exchange for 
 unquestioned loyalty.

          (1991, p. 51)

 Countries are ranked within the dimension as either “individualist” or “collectivist” 
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based on scores obtained from survey questions accessing their “work goals” (1991, 

p. 51). Based on these scores, Hofstede identified Japanese culture as “collective” 

(1991, p. 54). Within the context of the workplace of a collectivist culture, an 

emphasis is placed on the collective group.  Maintaining the relationships and 

harmony that supports these groups are also considered very important. As such, the 

majority of work is done by people working together in groups or teams, the 

employee is expected to put the interest of the group above their own individual 

interests, and recognition and responsibility is given to the group and not an 

individual (Hofstede). 

 Hofstede identifies Canadian culture as “individualistic” based on these same 

scores (1991, p. 54), placing a greater emphasis on the individual within the 

workplace. As a result, employees tend to work more independently and base 

decisions and actions predominantly on self-interest. Tasks are frequently prioritized 

over personal relationships, and recognition and responsibility is often given to 

specific individuals within “individualist” cultures (Hofstede). 

3. Power Distance

 Hofstede (1991) defines this dimension as, “the extent to which the less 

powerful members of institutions and organizations within a country expect and 

accept that power is distributed unequally” (p. 28). Based on survey questions on how 

inequality in the workplace is dealt with between people, countries are ranked on this 

dimension from low to high (Hofstede). The dimension largely evaluates the 

dependency relationships between employees and managers in a national culture. 

Japan was identified as possessing “high power distance,” meaning significant 

inequality and dependency exits between employees and their superiors. This 

acceptance of inequality and hierarchy is often learned at a young age within the 
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context of the home and school, and is carried into the workplace as a learned 

behavior (Hofstede). These hierarchies can be seen in an unequal distribution of 

power and resources which are often visibly displayed in the workplace 

environment. They also result in employees who expect to be given a lot of direction, 

and are closely supervised in the workplace (Hofstede). 

 Canada was identified as having “low power distance,” meaning that a more 

balanced relationship characterizes the interactions between employees and their 

superiors. Hierarchies still exist, but for more practical and functional reasons than in 

high context cultures, and the positions within these hierarchies change more easily 

(Hofstede). Visible displays of superiority of this hierarchy in the workplace are

received with more negativity then “high power distance” cultures (Hofstede). As well, 

power is generally more decentralized and decision making involves more 

consultation and participation of employees in the workplaces of “low power 

distance” cultures (Hofstede).

4. Uncertainty Avoidance 

 Hofstede (1991) describes this dimension as “the extent to which the 

members of a culture feel threatened by uncertain or unknown situations” (p. 113). 

Within this dimension countries are ranked from low to high based on survey 

questions dealing with stress in the workplace and long-term commitment to the 

company (Hofstede). Japanese culture ranked within this dimension as possessing 

a “high uncertainty avoidance” meaning uncertainty, ambiguity, risk and innovation 

were typically met with anxiety and aversion (Hofstede). Familiar risks are generally 

tolerated, however, unfamiliar risks and uncertain situations are a source of 

discomfort (Hofstede). Rules, structure, and predictability on the other hand, reduce 

this discomfort. 
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 Canadian culture ranked as having “low uncertainty avoidance,” meaning they 

are generally comfortable and accepting of uncertainty and ambiguity, which are not 

considered a source of stress and anxiety (Hofstede). Innovation is often encouraged, 

as is finding new ways of solving problems without relying on conventional systems or 

rules (Hofstede).

5) Sequential vs. Synchronic Time 

 This dimension pertains to three major aspects relating to how different 

cultures perceive and use time. These aspects include; how people structure their 

activities, their orientation to past, present and future, and whether they perceive 

time as short or long term (Trompenaars & Hampden-Turner, 1997). Trompenaars and 

Hampden-Turner’s ranked countries on this dimension as possessing a 

“sequential time orientation” or a “synchronic time orientation.” A country’s rank was 

based on questions pertaining to the importance of past, present, and future, as well 

as long or short term time horizons (Trompenaars & Hampden-Turner, 2004). Japan’s 

“synchronic time orientation” is derived from their long-term approach to time and 

overlapping conceptions of past, present and future.1  Synchronic cultures perceive 

time as “cyclical and repetitive, compressing past, present, and future by what these 

have in common: seasons and rhythms” (Trompenaars & Hampden-Turner, 1997, 

p. 126). As opposed to a sequential time orientation, in which activities are completed 

in a linear sequence, synchronic time oriented cultures often perform several 

interchangeable activities at once in order to achieve a final objective (Trompenaars 

 

1  Dimension derived based on characteristics possessed by country identified as pertaining to 
dimension, as  assignment of  dimension was  not explicitly stated in the text (Trompenaars & 
Hampden–Turner, 2004, p. 128), past present future orientation based on figure 9.1 (IBID., 1997, p. 
130), long term orientation derived from figure 9.2 (IBID., 1997, p. 131).
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& Hampden-Turner). Planning tends to be long-term however, proper work process 

takes precedence over adhering to schedules closely (Hall, 1987). Significance given to 

the past, present, and future mean both the past and future are considered in 

determining present decisions and behaviors. 

 Canada, a “sequential time orientated culture” possesses a short term time 

horizon and an orientation to the present and future.2  Sequential time orientated 

cultures perceive time as progressing linearly, and complete tasks in a scheduled and 

planned order often in an effort to maximize efficiency (Trompenaars & Hampden-

Turner, 1997). Planning is primarily short term (Trompenaars & Hampden-Turner). 

Canada’s present and future orientation significantly influences decision making and 

actions taken.

6) Universalist vs. Particularist

 Trompenaars and Hampden-Turner (1997) measure the importance given to 

rules versus relationships in this dimension by different national cultures. A 

“universalist culture” denotes, “an obligation to adhere to standards which are 

universally agreed to by the culture in which we live” (Trompenaars & Hampden-

Turner, p. 31). A “particularist culture” values relationships over the society’s rules and 

standards, as well as obligations to these relationships under exceptional 

circumstances. For the purposes of this practicum, the importance given to 

relationships will be emphasized within this dimension, as it is more applicable to the 

design of a workplace. Japan is identified by Trompenaars and Hampden-Turner

2  Dimension derived based on characteristics possessed by country identified as pertaining to 
dimension, as  assignment of  dimension was  not explicitly stated in the text (Trompenaars & 
Hampden –Turner, 2004, p. 128) past present future orientation based on figure 9.1 (IBID., 1997, 
p.130), short term orientation derived from figure 9.2 (IBID., 1997, p.131).
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as a “particularist culture,” meaning it places a great deal of importance on 

relationships in the workplace. This is evident in the significant amount of time taken 

in establishing relationships with potential business partners and clients before 

entering into a contractual agreements (Trompenaars & Hampden-Turner). It is also 

evident in relationships between employers and employees in the workplace, as this is 

often considered to be an important form of fulfillment for employees (Trompenaars 

& Hampden-Turner). 

 Canada is identified as a “universalist culture,” meaning precedence is given to 

rules, codes, and standards, over relationships (Trompenaars & Hampden-Turner). As 

a result, rule based behavior, outlined agreements, and meeting performance 

requirements are generally considered to be very important in the workplace. This 

dimension closely relates to Hofstede’s “individualism vs. collectivism” dimension in 

terms of the importance given to relationships in the workplace.

7) Internal vs. External Control

 Trompenaars and Hampden-Turner (1997) state a culture possesses either an 

“inner-directed” or “outer-directed” orientation to nature. “Inner-directed” describes 

cultures that “believe that they can and should control nature by imposing their will 

upon it” (p. 145). “Outer-directed” cultures on the other hand, describes cultures that 

“believe that man is part of nature and must go along with its laws, directions and 

forces” (p. 145). This orientation to nature can also be applied to the thoughts and 

behaviors within the workplace and in daily life (p. 151). Based on questionnaire 

surveys, Trompenaars and Hampden-Turner identify Japan as possessing an “outer 

directed” orientation to nature, meaning they generally want to live in harmony with 

their external environment and circumstance, and adapt their behaviors and actions 

accordingly. Outcomes are largely viewed as a result of environmental factors which 
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cannot be controlled. 

 Canada however, is identified as possessing an “inner directed” orientation to 

nature. This means that domination, manipulation and/or control over the external 

environment is often viewed as necessary in order to obtain desired outcomes 

(Trompenaars & Hampden-Turner). Outcomes are largely perceived as determined by 

an individual’s actions and behaviors.

2.1.3.3.1  A Framework of Japanese and Canadian Workplace Cultural Research Charts

 The seven cultural dimensions identified provide a framework on which to 

base the design of two culturally adaptive workplaces for Japan and Canada (see 

p. 55-67). These culturally adaptive workplace designs are not informed by how the 

workplaces in both countries currently exist and are structured, as this practicum is 

not intended to simply replicate the workplaces that currently exist in both countries. 

Rather, the practicum proposes two original workplace designs that are both informed 

and responsive to the underlying values, assumptions, and behaviors of the national-

work-cultures of Japan and Canada. 

 In order to inform these two culturally adaptive workplace designs, two charts 

were developed, one examining the cultural dimensions in relation to Japan, and the 

other in relation to Canada. Both charts are structured in the same way. The first 

column contains each of the seven dimensions as well as the researchers who 

identified them. The second column provides a short description of each dimension. 

The third column contains the empirical score/rank of either Japan or Canada on each 

dimensions continuum, as identified by the researcher. For the purpose of providing 

context, the range of scores/rankings of the other countries are also provided. In 

Hofstede’s dimensions, the mean of the countries scores/ranks is provided to 

allow for comparison. These mean scores, however, do not represent the point in 
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which the dimension is divided into its two corresponding parts (i.e., where 

individualism changes to collectivism on the “individualism vs. collectivism”

dimension), as this point is different for each dimension. Hofstede identified these 

means in his work, whereas Trompenaars and Hampden-Turner did not, and 

subsequently these mean rank/scores are not included for their dimensions. 

 The fourth column contains the classification of the country under a 

dimension as a result of the empirical scores/ rankings. Page numbers are referenced 

in which the researchers stated either countries dimension within their written text. 

The fifth column provides current supporting workplace research on either country. 

This research supports the existence of the dimension in the country and 

demonstrates how it informs the work culture. Recent trends in  each countries work 

culture have also been included in this column. The sixth column contains a 

synthesis of key points derived from the countries dimension classification and 

supporting workplace research that represent the national-work-culture of either 

country. The seventh column represents potential ways in which the interior design 

of the workplace in either country could be adapted to support this national-work-

culture. Overall, the chart shows a progression from the seven cultural dimensions, 

to the qualitative and quantitative research supporting each dimension, to finally a 

design solution that supports each dimension as it pertains to a Japanese or Canadian 

workplace.
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The two charts are offered as summaries of the research conducted on the national 

work cultures of both Japan and Canada. When compared, they identify significant 

differences between the national-work-cultures of both countries. These differences 

are based in the empirical standings of each country on the charts seven cultural 

dimensions, and are supported through the current workplace research. The 

identification of these differences is important, as they demonstrate the need for a 

culturally adaptive workplace environment in each country. The potential design 

implications displayed in the chart (and derived from each of the seven dimensions 

and supporting workplace research) provides a set of guidelines that informed the 

design of these culturally adaptive workplaces.

2.1.3.3.3 Criticisms and Limitations of Hofstede & Trompenaars and Hampden-
                 Turner’s Cultural Research

 Hofstede and Trompenaars and Hampden-Turner’s work, although prominent 

in the field of cross-cultural studies, both contain limitations. Many of the criticisms 

discussed in reference to Hofstede’s work have been derived from outside sources, 

while many of the criticisms of Trompenaars and Hampden-Turner’s work have been 

observed during the course of this research. These criticisms and limitations will be 

discussed separately for each researcher(s), followed with brief discussions on why 

the work is still relevant to this practicum’s investigation.

Five main limitations or criticisms of Hofstede’s work include the following:

1) The Potential for More Cultural Dimensions

 Hofstede, in his book, Cultures Consequences; International Differences in 

Work-Related Values (1980), acknowledges that the four cultural dimensions he 

identified may not constitute the only cultural dimensions that exist between national 
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cultures. He states, “other dimensions related to equally fundamental problems of 

mankind which were not found….because the relevant questions simply were not 

asked” (p. 313-314). Schwartz (2004) further discusses this limitation, stating “without 

an a priori theory of the fundamental issues that confront humankind, it is difficult to 

specify the items needed to reveal all significant value dimensions of cultural 

variation” (p. 88). Hofstede’s dimensions are therefore not exhaustive, due to the 

difficulty in identifying a complete set of dimensions without knowledge of all the 

different issues or problems that faced by mankind. The Comparison of Cultural 

Research Chart (see p. 45) identifies a number of unique dimensions or concepts 

developed by a researcher and not shared by the others, which would suggests this 

limitation is encountered broadly in cross-cultural research. 

2) The Potential for Different Cultural Dimensions

 Hofstede has been criticized for limiting his research to one large multinational 

corporation operating in different countries. It has been suggested that using a more 

diverse sample population in each of these countries would have derived different 

cultural dimensions and/or different country rankings within these dimensions 

(Schwartz, 2004). While this may be true for research looking at culture more 

generally, this sample population is appropriate for this practicum as it provides 

cultural dimensions consistent with the primary users of the designed workplace.

3) Cultural Dimensions containing a Western Bias

 Hofstede’s theoretical dimensions have been criticized for possessing a 

Western bias as they are based on empirical data which was collected and analyzed

by researchers from Western Europe and the United States (Magala, 2005, p.77). It 

has been suggested that dimensions possessed by local cultures may have been 
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overlooked or encompassed in already existing dimensions as a result of this bias 

(Magala). It has also been suggested however, that instead of overlooking cultures, 

Hofstede’s dimensions have increased awareness in the differences that exist between 

cultures. Further, his development of “intellectual instruments” has potentially 

enhanced identification and understanding of these different cultures (Magala, p. 79). 

4) Methodological Problems in Research

 Hofstede’s methods of research have also been called into question. The 

appropriateness of Hofstede’s surveys to the study of culture, as well as the 

reliability of the sample populations which completed them, have been disputed 

(Tayeb, 1996). The influence of IBM’s organizational culture, as well as specific 

occupational cultures within the company on the sample population have also been 

challenged (McSweeney, 2002). Hofstede has refuted many of these questions in his 

second publication of Cultures Consequences; Comparing Values, Behaviors, 

Institutions, and Organizations Across Nations (2001) as well as in more recently 

published articles (Hofstede, 2002).

 Further, six replications of Hofstede’s studies done between 1990-2002 

corroborated Hofstede’s dimensions (please refer to Hofstede, & Hofstede, 2005, 

p. 26 for list of studies), and over 400 substantial correlations have been found 

between other studies and Hofstede’s research. More recent studies have also shown 

no decrease in the validity of Hofstede’s five dimensions, indicating they are relatively 

stable over time (please refer to Hofstede, 2001, p. 503-520). 

Four main limitations or criticisms of Trompenaars and Hampden-Turner’s work 

include the following:
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1) Lack of Academic Rigor and Detail

 Trompenaars and Hampden-Turner’s book, Riding the Waves of Culture; 

Understanding Diversity in Global Business (1997) was written primarily for a business 

audience as appose to an academic audience. As such, it does not apply the same 

degree of rigor in its descriptions and discussions of its cultural dimensions, which 

consequently lack somewhat in detail and clarity (Chanchani & Theivanathampillai, 

2002). In addition, many of the dimensions are supported through anecdotal evidence 

rather than through other literature or further discussion of the conducted research 

(Chanchani & Theivanathampillai).

2) Methodological Problems in Research

 In some instances, the dilemma survey questions used to rank the different 

countries within the dimensions did not encompass all of the aspects defined under 

the dimension. Often these definitions were complex and multifaceted but were not 

explored through the surveys. An example of this is Trompenaars and Hampden-

Turners  (1997) “sequential vs. synchronic time” dimension, in which the concept of 

past/present/future orientation was explored through the survey questions, but not 

the concept of how tasks are accomplished in relation to time. This raises questions 

as to whether entire dimensions are empirically supported by the survey questions 

administered.

3) Explicit Assignment of Dimensions to Countries

 Trompenaars and Hampden-Turner rank countries on dimensions based on 

their responses to dilemma survey questions. However in their book, Riding the 

Waves of Culture; Understanding Diversity in Global Business (1997), countries are not 

explicitly assigned a dimension (i.e., China assigned as a collectivist culture on the 
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“individualism vs. collectivism” dimension). Subsequently the reader must rely on 

references in the written text to determine the dimension orientation a country 

possesses. This in-text reference system proved to be inefficient when attempting 

to find information on the different dimensions orientations. For some dimensions, 

specific countries were not discussed in the text, which proves to be problematic in 

applying the research.

4) The Potential for Different Cultural Dimensions

 Similar to Hofstede, Trompenaars and Hampden-Turner’s decision to limit their 

research to respondents working within different multi-national corporations could be 

questioned.  A more diverse sample population in each country may have resulted in a 

different country ranking within the dimensions, or a different set of cultural 

dimensions altogether. However, like Hofstede, this sample population serves the 

objectives of this practicum’s research more specifically then a more diverse sample 

population would have, and thus this criticism does not apply to this investigation.

 

 Despite these criticisms, Trompenaars and Hampden-Turner’s research was 

used in the section’s investigation based on three criteria. These criteria are as 

follows: 1) the research was both quantitative and cross-cultural in nature, 2) the 

research was based in the workplace and derived from multinational companies, and 

3) the research has been widely acknowledged and sited within the field of cross-

cultural communications, and more broadly in the social sciences. The research 

produced by Trompenaars and Hampden-Turner met each of these requirements, in a 

way that other research did not. The utilization of the research was thus deemed 

appropriate in the practicum’s investigation.
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2.1.4 Cultural Change

 Cultural change is an outcome of internal and external influences (Ferraro, 

1998), and is an important consideration when designing culturally adaptive 

workplaces. It is generally accepted that continuous change occurs in all cultures over 

time (Ferraro). This cultural change was compensated for in the practicum’s 

investigation through the identification of themes in cultural research that had been 

obtained over a period of fifty years. The identification of these themes was done 

with the intent of providing a more stable and enduring set of dimensions that would 

inform the design of culturally adaptive workplace. 

 The issue of cultural change is also significant to this practicum in terms of 

changes that could occur in the future.  In order to serve the objectives of increasing 

productivity and maintaining cultural integrity within a country, the design must 

respond to the current work-culture that exists within a country now and in the 

future. A culturally adaptive workplace design should not be implemented and then 

left indefinitely. Rather it must be reexamined at regular intervals to ensure its 

relevance. In order for this reexamination to occur, the quantitative data 

informing country rankings on Hofstede and Trompenaars and Hampden-Turner’s 

country rankings must be updated according to the changes that occur within 

cultures. This practicum suggests that this should occur at approximately ten year 

intervals, as this would be a feasible amount of time to conduct research while 

remaining attentive to this cultural change. Further, these updates would provide a 

record of cultural change within countries, which could potentially enable future 

changes in the culture to be predicted more easily. This ten year increment is also 

consistent with the suggested life span of an interior space, as workplace interiors are 

generally recommended to be refurbished every eight to ten years. Therefore strategic 

planning of the interior design in accordance with the updating of cultural research 
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would allow for a workplace to remain culturally adaptive in the long-term. 

2.1.5 Overview of Section

 The literature review on Cultural Adaptation in the Design of the Workplace 

began with an examination of Hofstede’s theoretical framework of the “mental 

program.” It was discovered that the mental programs of different national cultures 

each possess their own patterns of thoughts, feelings, and behaviors.  This 

examination inferred that the expression of these patterns in the workplaces of 

different national cultures should be supported by culturally adaptive design.  

 Four models of culture were identified in order to more comprehensively 

examine the compositions of the mental programs of national culture. Spencer-

Oatey’s (2000) model, with its inclusion of the “systems and institutions” layer, 

positioned the workplace within this framework of national culture. It was concluded 

that a design of a workplace that is consistent with the values, assumptions, and 

behaviors of a national culture, would allow people to function most effectively, thus 

enabling productivity to be increased within the workplace. 

 A review of the qualitative and quantitative research of Hall, Kluckhohn, 

Hofstede, Trompenaars and Hampden-Turner, and Schwartz was done in order to 

create a framework that would examine the national-work-cultures of both 

countries.  Seven cultural dimensions were identified for this framework which 

included: 1) high context vs. low context culture, 2) individualism vs. collectivism, 

3) power distance, 4) uncertainty avoidance, 5) sequential vs. synchronic time, 

6) internal vs. external control, and 7) universalism vs. particularism. These seven 

dimensions provided the foundation for two charts, one examining Japanese 

national-work-culture, the other examining Canadian national-work-culture. These 

charts provided two functions; they offered a comparison of the two national-work-
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cultures in order to access the need for culturally responsive design in the workplace, 

and they were used to inform the workplace designs for both countries.

 The two charts identified significant differences between the national-work-

cultures of Japan and Canada. Upon review of these charts, it becomes apparent that 

these two work-cultures ideally should not both be supported through the

implementation of one standard workplace design. 

2.2 Standardized Corporate Identity in the Design of the Workplace 

 The literature review on Standardized Corporate Identity in the Design of the 

Workplace informed two different workspace environments: one for Japan, and one 

for Canada.  The review will begin with an overview of corporate identity; in terms of 

what it is and why it is important to an organization. The visual component of 

corporate identify, also known as “corporate visual identity,” is then examined in 

reference to the design of the built environment.  This is followed by a discussion of 

the standardization of this corporate visual identity in the workplace, and the 

functions and advantages it provides for a multinational company possessing a 

culturally adaptive workplace design. The application of this standardized corporate 

visual identity in the workplace of the practicum’s client company, Torrent, is then 

examined in order to provide a rationale for the practicum’s final design. 

2.2.1 Corporate Identity 

 Corporate Identity is the communication of an organization’s identity to its 

various stakeholders.  While there exists no one definition of corporate identity 

(Alessandri, 2001; Balmer, 2001;  Hatch & Schultz, 2000), Sue Westcott Alessandri 

(2001), a professor and researcher in the School of Public Communications at Syracuse 

University, conceptually defines corporate identity as:
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 A firm’s strategically planned and purposeful presentation of itself in 
 order to gain a positive corporate image in the minds of the public. A
  corporate identity is established in order to gain a favorable corporate
 reputation over time. 

                                                                                                                             (p. 177)

 A corporate identity is therefore a planned and controlled representation of an 

organization in order to gain long-term benefits. These benefits often take the form of 

a positive organizational image and an increase in market share and profit margins. A 

corporate identity is created based on how the organization desires to be perceived, 

and therefore represents an ideal condition (Napoles, 1988).

 The term “corporate identity” is often confused with “corporate image,”

however the two terms possess very different meanings. A corporate image is the 

result of both planned and unplanned visual and verbal elements as well as external 

influences (Gregory & Wiechmann, 1999). The image is a reflection of how an 

organization is viewed in actuality, and therefore is based in reality. Therefore, a

corporate identity is controlled by the company, whereas a corporate image is not.

 Unlike the brand of a product or service which represents only one aspect of a 

company to an external consumer audience, a corporate identity communicates the 

overall identity of the organization to all of its different stakeholders, both internally 

and externally (Olins, 1990; Hatch & Schultz, 2008). These stakeholders often include: 

customers, employees, investors, partners, suppliers, distributors, governments, and 

the surrounding community (Hatch & Schultz, 2008). 

2.2.2 Corporate Visual identity

 Two schools of thought have been identified within the broader concept of 

corporate identity. These include the “verbal identity model,” also known as the 

“strategic school” (Balmer, 1995), and the “visual identity model,” also entitled the 
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“visual school” (Balmer, 1995; Borja De Mozota, 2003). The verbal identity model is 

primarily concerned with the organization’s purpose, vision, and philosophy (Olins 

1990; van Reil, 1995), and is more closely associated with organizational theory 

(Melewar & Saunders, 2000). This model is studied predominantly in business schools 

(Borja De Mozota, 2003), examining corporate identity at a more theoretical level, 

with the objective of identifying both what the organization is and what it desires to 

become (Hatch & Schultz, 2000). The visual identity model is primarily concerned with 

the “visible and tangible manifestations of what a company is” (Hatch & Schultz, 

p. 13). It includes the design of both graphic and spatial elements such as the 

organizations name, logo, color, style, and slogan as well as design of its buildings, 

products and packaging (Borja De Mozota, 2003).

 The visual identity model of corporate identity, also known as a “corporate 

visual identity,” is the focus of this section as it deals with the visual communication 

of a company through architecture and interior design. One of the first examples of 

the expression of corporate visual identity in the design of a company’s buildings was 

the Allgemeine Elektrizitats-Gesellschahaft (AEG) in the beginning of the twentieth 

century. German architect, Peter Behrens, was selected as the “design advisor” for the 

German electrical company in 1907, and with a design team which included Walter 

Gropius and Mies van der Rohe, developed a coherent corporate visual identity for 

the company. This identity was expressed consistently in the design of AEG’s buildings, 

communication materials, and products, and allowed the company to further expand 

in the market both locally and internationally (Woodham, 1997). The company was 

destroyed during the First World War (Olins, 1990), however it’s coherent corporate 

visual identity influenced companies such as Olivetti and International Business 

Machines (IBM) (Woodham). These companies have been widely recognized for the 

expression of their corporate identities in their products and buildings.
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 Following the end of the Second World War, corporate identity became a more 

important segment within the design profession, largely due to the development of 

multinational corporations (Woodham). Many of these corporations recognized design 

as part of a strategy in creating a global presence, and began implementing corporate 

design programmes (Woodham). In recent years corporate architecture has become a 

more prominent element within a corporation’s corporate identity strategy 

(Messedat, 2007). As such, the physical environment is increasingly being used to 

express an organization’s mission and values (Messedat). This is appropriate as the 

built environment possesses a strong capability to communicate the values of the 

organizations that inhabit them (Duffy, 1997). It has been suggested that this 

communication occurs, whether conscious or unconscious, by an organizations built 

environment (Lambert, 1989).  A strong corporate visual identity could allow an 

organization to use this environment more consciously to its advantage. 

 Interior design allows a corporate identity to be expressed more dynamically 

then many other forms used (i.e., letterhead or brochures). This more dynamic 

expression is derived from its three dimensional form and use of different mediums. 

For example, if an organization’s identity valued environmental sustainability, this 

could be expressed through the materials, fixtures, and equipment selected in the 

interior design of its workplace. Values for environmental sustainability could also be 

expressed through different design approaches, for example, integration of the 

exterior natural environment with the interior work environment, or the use of 

symbolic organic forms.  As such, interior design provides an ideal means for the 

communication of a company’s corporate identity in the workplace.

2.2.3 Standardization of Corporate Visual Identity

 The expression of a standardized corporate visual identity for a company is 
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important in ensuring the communication of a clear coherent message to the 

company’s stakeholders (Olins, 1990). This standardized identity, however, is even 

more significant when a multinational company desires to have culturally adaptive 

workplaces. The cultural adaptation alone would produce very different workplace 

environments around the world, and result in little coherence or unity for the overall 

company. A standardized corporate visual identity provides two significant benefits for 

these companies: 1) the visual representation of the company’s identity through the 

design of its interior workplace environment, and 2) the provision of  regularity and 

consistency in the company’s workplaces that help to unify them as part of a greater 

whole. 

2.2.3.1 Representation of Company Identity

 The expression of a corporate identity through the design of a company’s 

workplaces could facilitate a better understanding of  the company in terms of who it 

is, what it values, and therefore how it differs from its competitors, for both its 

internal stakeholders (employees) and external stakeholders (clients, potential clients, 

and potential employees). The following benefits are said to result from a company’s 

expression of a corporate identity more generally: 1) increased recognition of the 

organization (Smith, 1990), and 2) increased awareness of the organization’s business 

capabilities, the products and services it offers, and how these products and services 

differ from others available in the marketplace (Downey, 1986). These benefits are 

increasingly important for multinational corporations who must compete in a global 

marketplace. It has been suggested that over the long-term, the intense 

competition in the global marketplace will result in increasingly similar products as 

only the best designs are able to survive (Olins, 1990). As well, the increasing rate of 

change in products and technology are resulting in ever shorter shelf-lives (Balmer, 
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1995).  As a result, a company’s identity is becoming an increasingly larger 

determinate in consumers purchasing decisions (Olins). Consumers are no longer 

buying a product or service, rather, they are buying the company who produces them 

(Melewar & Saunders, 2000). 

 A strong corporate identity can also provide many benefits to the company 

internally.  Increased identification of employees with the company could occur if the 

employee’s values and aspirations are consistent with those of the company 

(Bouchikhi & Kimberly, 2008). It has been suggested that this identification could 

encourage employees to become ambassadors of the company and increase loyalty 

and commitment to the company over the long-term (Bouchikhi & Kimberly). In 

addition, a study conducted by Belt and Paolilb (1982) found that corporate identity 

enhanced a company’s recruitment of highly competent staff and enhance overall 

moral in the company (Melewar & Saunders, 1998). Gray and Smeltzer (1987) have 

gone on to note that easier recruitment and retention of staff as well as enhanced 

overall moral are associated with higher company sales, and  assert that a strong 

corporate identity can therefore significantly contribute to enhanced profitably of a 

company (Melewar & Saunders).  

2.2.3.2 Unification of Company through Corporate Identity

 Standardization of a corporate visual identity in a company’s workplace is 

important to ensuring the consistent communication of this identity to the company’s 

different stakeholders. Standardization ensures that the same identity and values are 

communicated in the same way in each of the company’s workplace environments. 

This enables the transmission of one clear and coherent message to the company’s 

stakeholders in all different parts of the world. It also reduces possible exclusions and 

contradictions in the message, both in, and between a company’s different  
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subsidiaries. This coherence would be of particular significance to a company’s  

multi-national-client companies, which may utilize several of the company’s  

subsidiaries operating within different countries. This coherence would also promote 

a stronger global presence for the company among the general public, especially as 

people increasingly travel internationally. 

 In addition, the consistency provided by  standardization enhances the 

company’s corporate identity as it prevents the company from appearing 

“fragmented, confused and disorganized” (Dickinson, 2000, p. 76).  Rather, it allows 

the company to communicate a more capable and sophisticated image. Paul 

Dickinson, author and Director of Research at brand and digital media consultant 

company Rufus Leonard based in the United Kingdom, states, “achieving absolute 

consistency in the implementation of a corporate design style demonstrates that the 

corporation is disciplined and organized and pays real attention to detail” (2000, p. 

76).

 Standardization of the corporate visual identity also serves to unite the 

company’s different workplaces together into a unified whole (Olins, 1990). This is of 

particular significance to a multinational company, and provides it with several 

benefits both externally and internally. Cees B. M. van Riel and John M. T. Balmer, 

professors of corporate marketing and communication as well as prolific writers on 

the topic of corporate identity, have also noted that externally, this consistency in 

visual communications can enable a company to develop a “reliable, recognizable, and 

distinctive portrait” of the company to its stakeholders (Hatch & Schultz, 2000, 

p. 14).  Additionally, a study on the standardization of a “Corporate Visual Identity 

System” (CVIS), a system of the graphic design used to support the firm’s visual 

identity, suggested that standardization increased consumer awareness of the 

company as well as its products (Melewar & Saunders, 1998).  It was also perceived 
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that consumers held more favorable perceptions of the company and were more 

receptive to the company and the products it provided as standardization increased 

(Melewar & Saunders, 1998). The study’s outcomes were based on the perceptions of 

senior level employees in several different multinational companies. This unification 

helps the multinational company create a global presence through greater awareness, 

recognition, and receptivity to a company and its offerings in the marketplace. As a 

result it is able to increase its prominence in the marketplace. 

 Internally, this unification can create a sense of community for the employees 

working for the company. In turn, employees can develop feelings of belonging and 

membership to the company, which could ultimately result in increased loyalty and 

commitment (Bouchikhi & Kimberly, 2008). Standardization can also provide a 

multinational corporation with more control and stability in its workplaces, as it can 

serve as a regulating element in the companies different subsidiaries. 

Standardization of corporate identity is often centrally controlled within the company 

(Melewar & Saundars, 1998).  

 Standardized corporate identity therefore provides a counterbalance to the 

cultural adaptation within the design of the workplace, allowing the company to 

respond to the cultures in which it operates, while expressing its identity and 

maintaining a connection with the company’s greater whole. 

 2.2.4 Corporate Visual Identity in the Design of the Workplace 

 The expression of corporate identity in the design of the workplace must serve 

two objectives: 1) to visually represent the identity of the company, and 2) to 

standardize this visual representation across the company’s interior work 

environments. The visual representation of a company’s corporate identity can be 

done in several ways. A company’s identity can be represented through the display of 
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its logo, typography, and slogan in its workspace. This approach, however, is 

somewhat limited in its expression of the company’s identity and values, and is easily 

replicated. A more comprehensive approach involves the intentional expression of the 

company’s core values in the design of the work environment. 

 In order to visually represent the identity of the company, the design of 

Torrent’s workplace involves both the expression of it’s logo as well as it’s core values 

in the workplace design. As previously mentioned, Torrent’s core values include: 

1) global community orientation, 2) research based knowledge, and 3) creating 

client value through improved business performance.  While the expression of 

Torrent’s logo in the workplace is somewhat straight forward, the expression of the 

company’s values is more complex. In order to express these values in the interior 

work environment in a conceptual manner, representation and symbolism are used to 

communicate these value’s central concepts (community, research, and performance) 

through the physical composition of the space. This  physical composition can be 

better understood through an examination of the design elements and principles 

identified by Allen, Jones, & Stimpson (2003). These design elements and principles 

include: space, line, shape and mass, texture, color, light, pattern, scale and 

proportion, balance, rhythm, emphasis, and harmony. A number of these design 

elements and principles are used to communicate the previously identified central 

concepts in the final design outcome. The design of these elements results in a unique 

workplace environment and atmosphere that expresses Torrent’s core values, and 

distinguishes the company from its competitors. 

 The second objective in the expression of corporate identity in the design of 

the workplace involves the standardization Torrent’s identity across the company’s 

interior work environments. This will be achieved through a uniform application of the 

company logo as well as designed spatial elements that express the company’s core 
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values in each of Torrent’s workplace environments. This will insure the consistent 

communication of Torrent’s core values in the design of the workplace, and provide a 

similar aesthetic and atmosphere in each of these spaces.

2.2.5 Overview of Section

 The literature review on Standardized Corporate Identity in the Design of the 

Workplace began with an examination of the term “corporate identity.”  It was  

established that corporate identity is the planned and controlled expression and  

representation of an organization to its different stakeholders. The purpose of  

corporate identity is to encourage favorable perceptions from these stakeholders, and 

to increase the company’s financial returns. 

 Two models pertaining to the study of corporate identity have been identified, 

the “verbal identity model” and the “visual identity model.” This investigation is 

primarily concerned with the visual model, also known as “corporate visual identity,” 

as it deals more directly with the expression of corporate identity in the built 

environment. The expression of corporate identity within architecture and design has 

existed since the beginning of the twentieth century, however only more recently has 

this expression taken a more prominent role as a business strategy. 

 Standardization of a company’s corporate visual identity is of particular 

significance in this practicum, as it provides a counter balance to the culturally 

adaptive workplace of a multinational company. As such, it provides two important 

functions: 1) communication of a company’s identity in the design of its workplaces, 

and 2) unification of these workplace designs in the company’s different subsidiaries 

around the world. 

 In order to communicate the corporate identity of the multinational client 

company, Torrent, the company’s three core values have been communicated through 
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the design of its interior workplace environments. Further, this corporate identity is 

standardized through the consistent communication of these core values in the design 

of Torrent’s Japanese and Canadian workplaces. 

2.3 Achieving a Balance Between Cultural Adaptation and Standardized Corporate  
      Identity in the Design of the Workplace

 Borja de Mozota in her book Design Management; Using Design to Build Brand 

and Corporate Innovation (2003) discusses two elements encompassed in the design 

of the work environment in which she calls “physical structure” and “symbolic 

artifacts.” The physical structure of the workplace “influences interactions, 

relationships and behaviors” (p. 154). This structure includes the organization of the 

space and furniture. Symbolic artifacts comprise “aspects of the physical environment 

that individually or collectively guide the interpretation of the social space” (p. 154). 

These artifacts can enhance an understanding of the nature of work that occurs in the 

space and the people who work there (Borja de Mozota). These artifacts can exert 

an influence on the recruitment of employees and behaviors within the space (Davis, 

1984).

 The identification of these two elements is important as they allow us to better 

comprehend the purpose of cultural adaptation and standardized corporate identity in 

the design of Torrent’s workplace. The culturally adaptive design serves as the 

“physical structure” in the workplace as it is largely responsible for how people 

behave, interact and function within the workplace. The standardized corporate 

identity serves as the “symbolic artifacts” as it provides a more interpretive role that 

allows people to understand the company. Therefore, the two themes each perform 

distinct purposes within the design of the workplace.

 In order to achieve a balance between the themes of culturally adaptation and 
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standardized corporate identity in the design of the workplace, a sequence of 

priorities must be developed.  The reason for this is that both themes are based on 

values: in cultural adaptation the values are those of the national-work-culture, in 

standardized corporate identity the values are those of the overall company. This 

practicum asserts that cultural adaptation should take precedence over standardized 

corporate identity in the design of the workplace. This precedence is based on the 

predetermined nature of national culture and its basis in the human values of the 

company’s employees. Comparatively, corporate identity is more flexible in its 

determination as it is based on the fabricated values of a company, and exists 

externally from the values of the employees working within it.

 The spatial elements which are essential for responding to national workplace 

culture are therefore given precedence over elements communicating corporate 

identity in the design of the workplace. Further, it is suggested that the cultural 

adaptation theme should be only addressed through the “physical structure” of the 

space, rather than the “symbolic artifacts” which are often used to express a 

culturally responsive design.  The use of physical structure allows the potential of  

increased productivity in the workplace as the design of the workplace supports the 

existing human values and behaviors of the people that work there. This assignment 

of priority and restriction to physical structure removes unnecessary conflicts in the 

design of the workplace. The integration of cultural adaptation and interior design is 

also most appropriate, as design is also based on the advancement of human value 

(Borja de Mozota, 2003). 

 The practicum further suggests that the establishment of the company’s core 

values and the incorporation of a standardized corporate identity into the workplace 

design should occur subsequent to cultural adaptation. The company’s core values 

should be chosen in reference to the seven dimensions provided in the cultural 
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framework chart (see p. 55-67) in order to ensure that conflict between the two sets 

of values does not occur. This is important both in the design of the workplace, as well 

as  more generally in the company’s management and structure, in order to avoid 

disrespect and failure in the host countries in which it is located. The standardized 

corporate identity should also be designed secondarily to the culturally adaptive 

physical structure of the workspace to insure they also do not interfere with one 

another in the design of the workplace. While corporate identity is often evident in 

the physical structure of a company’s workplace, it must be restricted to the symbolic 

artifacts of the space, so that a balance between the two themes can exist. 

 A balance between the two themes was achievable, and insured that the 

benefits gained from both themes were realized for a multinational company. It 

should also be noted that design of the workplace is only one opportunity to express 

cultural adaptation and standardized corporate identity. For cultural adaptation, other 

opportunities would include implementation in the management and structure of a 

company. For standardized corporate identity other opportunities would include all 

visual and verbal model elements. The design outcomes of this literature review will 

be further explained in chapter five.
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3.1 Nicola Valley Institute of Technology                                                                                       

Client: Nicola Valley Institute of Technology/ University College of the Caribou                 

Architect: Busby Perkins + Will                                                                                                              

Size: 4, 500 square meters (48,437 square feet)

                     

                                                             

                                                                               
        
 
 

 Completed in December of 2001, the Nicola Valley Institute of Technology 

(NVIT) is an example of how traditional aboriginal cultural values and architectural 

structures can inform the design of a modern commercial building.

 NVIT reveals its cultural context not as an assemblage of symbols and
 metaphors, but through the embodiment of intrinsic cultural values. 
 Equally important, it reinterprets traditional architecture archetypes not
 simply as formal elements but as functional systems. 

                                                                                                       (Taggart, 2002, p. 1-2)

 The three storey building is located on a south facing slope of a forty-three 

acre campus on the periphery of Merritt, British Columbia, Canada.  The 7.6 million 

dollar building encompasses classrooms, faculty offices, labs, social spaces, a cafeteria, 

bookstore, and library.

 NVIT’s culturally adaptive design is expressed in two primary ways: 1) through 

Figure 5. Exterior view of the 
front of the building.    

Figure 6. Building’s interior 
courtyard.  

Figure 7. Exterior view of the 
building’s main entrance.    
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consideration given to traditional aboriginal cultural values, and 2) through 

application of traditional aboriginal structures and designs. These will each be 

discussed in greater detail.

 Traditional aboriginal cultural values were considered both in the buildings 

overall form and organization and in its relationship with its environment. The 

architects of the building affirm “the Institute’s semi-circular shape is the first gesture 

towards a circular master plan that was chosen because of the cultural significance of 

the circle” (Busby Perkins + Will, 2008). The buildings overall orientation and layout 

also takes into consideration traditional aboriginal culture. The building is orientated 

on the compasses four cardinal access points, and possesses a main entrance on the 

east axis in order to signify the significance of the sunrise in aboriginal culture. Beyond 

this entrance, in the interior of the building, a central circular fireplace serves as both 

a focal point and gathering area for students and staff, while symbolizing the 

aboriginal tradition of gathering around a fire. Cultural values for stewardship of the 

land and the resources it provides are demonstrated in the environmentally 

sustainable design of the building. This design incorporates strategies for energy 

efficiencies in terms of ventilation, heating and cooling, and thermal insulation. Value 

for harmonization with the natural environment is evident in the buildings integrated 

design into the slope of the land and in the buildings partial roof garden of native 

plants and shrubs.

                                    

                                       

                                                                  

Figure 8. Building’s floor plan.
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 Traditional aboriginal structures and materials were also applied in the design 

of the NVIT. Structures such as the “teepee” and “pit house” as well as materials such 

as wood and animal skin were used in the design of the overall building and its 

interior spaces. The teepee structure allowed for effective ventilation of interior 

spaces. Without duplicating the aesthetic form of the teepee, principles of this 

structure were applied in the design of the building to provide it with a more natural 

and energy efficient ventilation system. Environmental principles where also taken 

from the pithouse and informed the building’s design in terms of its southern 

orientation and  land mass coverage,  in order to reduce thermal heat loss in the 

winter. 

 The Nicola Valley Institute of Technology informs Torrent’s workplace design 

with regards to cultural adaptation in the built environment. Cultural adaptation is 

expressed in the design of the NVIT building through consideration of traditional 

aboriginal cultural values and the application of traditional aboriginal structures and 

designs. The precedent however is most valuable to this practicum in its 

demonstration of how cultural values are expressed within a commercial built 

environment. 

 Through this application of the cultures values to the modern design of the 

building, traditional cultural behaviors are recreated. This can be seen in the design of 

a central fireplace in creating a meeting and gathering place for people, and in 

environmentally sustainable building that brings people closer and in greater 

harmony through its integration into the landscape and its use of more natural 

building systems. The design of the NVIT therefore demonstrates how the design of 

a building based on cultural values can support and facilitate the culture’s behaviors. 

The NVIT also serves as an example of how cultural respect and the preservation of 

cultural beliefs and traditions can occur through the design of the built environment, 
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two of the primary objectives of this practicum.

 While a culturally adaptive design based on modern day national-work-

culture and their values and behaviors would have been more relevant in informing 

the practicum’s design on this theme, no work on this subject was found relating to 

the disciplines of architecture or interior design. These findings, or lack thereof, may 

indicate the innovative nature of this topic of study, and further, support the need for 

this research to be undertaken.
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3.2 Mother Advertising Agency

Client:  Mother                                                                                                                         

Architects/ Designers: Clive Wilkinson Architects 

Size: 3,902 square meters (42,000 square feet)

   

 

 Mother’s London office is an example of how the corporate identity of a 

company can be expressed through its interior workplace environment.  Mother, a 

prominent advertising agency based in London, moved into their new workplace in 

2004. The new workplace occupies three floors in an existing warehouse building in 

Shoreditch, on the east side of London. As the space was designed specifically for 

Mother, it provided an opportunity for an original design solution that expressed the 

identity and values of the agency.  

 The third floor of the warehouse was chosen to be the center of Mother’s 

operations due to its high ceilings (thirteen feet in height) and open space concept. 

A large concrete table was constructed as the focal point on the floor, and circulates 

Figure 9. Staircase 
integration with table to 
provide one continuous 
form. Photograph taken by 

Adrian Wilson.            

Figure 10. Employees working 
at concrete table. 
Photograph taken by Adrian Wilson.            

Figure 11.  End of concrete 
table. Photograph taken by 

Adrian Wilson.            
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through the space in one continuous oval form.  Visual continuity is maintained in 

the form, despite breaks in the table that allow for circulation and the integration of 

a staircase, through the continuation of concrete from the table onto the floor. The 

table, 76 meters (250 feet) in length, was inspired by the renowned 1910 race track 

located on top of the Fiat factory in Turin, Italy (Myerson & Ross, 2006). The table 

represents the “speed and mobility” of work-life at the agency (Myerson & Ross, 

p. 50). The table also symbolizes the “kitchen table ethos” of the agency 

(Myerson & Ross, p. 50), which was implemented in its beginnings in the 1990’s, and 

speaks to concepts of  family as well as a communal and collaborative work 

process. The table’s scale and concrete construction of 7.6 centimeters (3 inches) thick 

cast-in-place slabs, was chosen to express durability and longevity in the firm, within 

the unpredictable and continually changing industry of advertising and 

communications (Myerson & Ross). 

 Above the table, lamp shades hang to provide the space with adequate light-

ing and sound absorption. Each 2.1 meter (7 foot) long shade is constructed of a 

brightly colored bold vintage fabric, originating from the 1950’s and 1960’s (Cohen, 

2005). The shades express a playfulness, warmth, and creativity in the agency through 

their 

display of bright colors and whimsical designs.  The lamp shade design coupled with 

use of fabric helps to offset the robust cool concrete structure below. 

 A large open space with ample natural light and clean white surfaces provides 

the back drop for these bold elements creating an art-studio like atmosphere (Cohen). 

This atmosphere in turn expresses the artistic nature of the advertising industry and 

what the agency does. White leather ottomans and random vintage furniture pieces 

create a breakout area in the interior of the oval table, and display an unconventional, 

informal, and modern dimension to the space (Cohen). Folding oak doors are used to 
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conceal storage and electronics along the perimeter of the workspace, maintaining a 

simple clean aesthetic (Cohen).

 Mother serves as a precedent for this praticum’s final design because it utilizes 

different design elements and principles within its workplace in a representative 

and symbolic capacity to  communicate the company’s corporate identity. For 

example, Mother’s desire for a family like atmosphere and collaborative work process 

are expressed through the large oval concrete table located centrally in the 

workspace. Mother’s durability and longevity in the marketplace are symbolized 

through the tables large solid concrete construction. Mother’s playful, warm, and cre-

ative character are expressed through the vibrant and whimsical fabric design of the 

lamp shades that hang over the workspace. The design therefore informs the design 

of Torrent’s workplace by demonstrating how different design elements can 

communicate a company’s corporate identity.
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3.3 Starbucks Coffee Company

Client: Starbucks Coffee Company                                                                                   

Architect/Designer: Starbucks Coffee Company                                                                                  

Size: ranges from 304.8 – 457.2 square meters (1,000 – 1,500 square feet) (Thompson 

& Gamble, 1997)

   

 

 Starbucks is an example of a multinational company that expresses a 

standardized corporate identity through the interior design of its stores. The company 

currently possess over 4,500 stores in 47 countries (Starbucks, 2008), and is the 

largest specialized coffee brewer in North America,  with a market value of 

approximately 23 million dollars (Fortune 500, 2007). Starbucks does very little 

advertising yet has expanded quickly into different national markets and enjoys high 

levels of awareness and recognition (Thompson & Gamble, 1997). This can be largely 

attributed to the company’s efforts in expressing a consistent corporate identity 

through the design of its store environments.

 In order to ensure that these stores express a uniform corporate identity 

across the company’s different locations, Starbucks established an in-house group of 

 Figure 13. Seating area.    Figure 14. Ordering  counter.  Figure 12. Seating area 
& product display.  
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architects and designers in 1991 (Thompson & Gamble, 1997). The stores are each 

custom designed due to the fact that the company buys or leases space in existing 

buildings, rather than constructing new buildings to house their stores (Thompson & 

Gamble, 1997). Each of the stores however, possess a number of standardized design 

elements that provide the company with a unified identity and image. “Its [Starbucks] 

biggest success lies in the standardization of its ambiance. Standardized design 

elements allow Starbucks to retrofit to all retail space and sizes” (Alvarez & Gilsdorf, 

2007, p. 13).  This standardization has been done with the intention of creating a 

consistent experience for the customer across its different geographic locations. 

Howard Schultz, the company’s CEO, and Dave Olsen, head of store operations, 

describe this experience as follows:

 An authentic coffee experience that conveyed the artistry of espresso 
 making, a place to think and imagine, a place where people could gather
 to meet over a great cup of coffee, a comforting refuge that provides a 
 place of community, a third place for people to congregate between work 
 and home, a place that welcomed and rewarded people for coming, and   
 a layout that could accommodate both fast service and quite moments. 

       (Thompson & Gamble, 1997)

 This experience is accomplished through a consistent overall layout of space, 

materials and furnishings. The layout of these spaces typically include a main counter 

as the focal point in the space, similar types and configurations of furniture; consisting 

of tables and chairs as well as oversized comfortable seating usually positioned in 

collective seating arrangements, and product displays containing coffee and coffee 

related merchandise. In terms of materials and furnishings the stores are also very 

consistent, containing materials comprised largely of wood, stone, and comfortable 

textiles such as velvet and leather, a color pallet composed primarily of warm earth 

tones, soft dim lighting, and artwork and signage relating to coffee and its production. 
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 Starbucks was chosen as a precedent for the practicum’s final design for two 

reasons. First, it serves as an example of a multi-national service company which has 

achieved a strong global presence in part through the standardization of corporate 

identity in the design of it’s store environments. Secondly, similar to the 

practicum’s hypothetical company Torrent, Starbucks leases space within existing 

buildings located in different countries.  Therefore, Starbucks serves as an example of 

a company who has implement a consistent corporate identity within a range of 

different buildings and interior spaces.

 While Starbucks serves as a good example of a company whom possesses a 

strong standardized corporate identity in the design of its stores, it does not provide 

an example for culturally adaptive design.  Further investment and exploration in 

this area could provide several benefits to Starbucks in terms of employee moral and 

productivity, as well as the demonstration of cultural respect to the countries in which 

it operates in.  It could also be argued, however, that culturally adaptive design plays 

a more significant role in companies and industries that rely on more intellectually 

based work. This is due to the greater impact of the way in which this work is done on 

a more varied outcome. 
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1.0 Introduction

1.1 Project Description

 Two workplaces will be designed for the multinational corporation, Torrent.  

Each workplace design responds to the work-culture of either Japan or Canada, and 

expresses a standardized corporate identity for the company.  While these workplaces 

exist hypothetically within each of these countries, the Winnipeg based Manitoba 

Hydro office building provides the context for both designs. Within this office building, 

the workplaces occupy leased space within a new construction, and will inhabit one 

full floor of the building.  

 One design programme has been created for the design of Torrent’s workplace 

in both Japan and Canada. However, due to differences that exist in the needs and 

requirements of these two countries, certain sections of the programme have been 

subdivided in order to be specific to each country. These subdivisions will be indicated 

in a short paragraph at the beginning of each pertinent section.

1.2 Building & Site Description

 The office building in which the design is based is located at 360 Potage 

Avenue in downtown Winnipeg, Manitoba, Canada. The newly-constructed office 

building is 695,742 square feet in size and is classified as “Class A” real-estate office 

building.  

1.3 Client & User Description

 Torrent, the client company, is a hypothetical global management consulting, 

technology services and outsourcing company that provides businesses around the 

world with services that enable them to improve their performance. These services 
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include; management consulting and research, technology services, and outsourcing 

of client company operations. Torrent’s headquarters is based in Chicago, Illinois.

1.4 Project Goals

 The practicum has two primary goals for the design of Torrent’s workplace. 

These goals are as follows:

•   Cultural adaptation: cultural adaptation in the design of the two workspaces will   

     be based upon the Framework of Workplace Cultural Research charts developed   

     for both Japan and Canada in the literature review (see Chapter 2). The “potential 

     expression of cultural dimensions in the design of the workspace” column in both 

     charts will be used as guidelines for the design of the culturally adaptive 

     workplaces for both countries. The objective of this design is to produce a 

     workplace that responds to and supports the cultural values, assumptions, and   

     behaviors within each of these national-work-cultures. Potentially, this approach   

     will produce a more productive and respectful workplace for employees.

•   Standardized corporate identity:  a standardized corporate identity in the design of 

     the two workspaces will be based on a consistent expression of Torrent’s three   

     core values in the company’s two culturally adaptive workspaces.  This standardized 

     corporate identity will serve two purposes. First, to communicate Torrent’s identity 

     and values to its internal and external stakeholders. Second, to unify the company’s 

     different global subsidiaries in order to create a greater sense of community among 

     its employees, and to increase recognition and awareness of the company in the 

     global marketplace.
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Figure 15. Building Site Location in Downtown Winnipeg, Manitoba

2.0 Site Analysis

2.1 Site Description

 The design is based in a newly-constructed building located between Portage 

Avenue (north), Carlton Street (east), Graham Avenue (south), and Edmonton Street 

(west). Portage and Graham Avenues, two of the busiest streets in Winnipeg in terms 

of vehicular and public transit circulation, enable the site to be easily accessed by 

vehicle and Winnipeg transit. The site is also easily accessible by pedestrian traffic 

as cross walks and sidewalks are located on all streets and intersections surrounding 

the building. The site is located in close proximity to a variety of facilities and services 

such as conference centers, hotels, restaurants and cafes, fitness facilities, child care 

facilities, and healthcare centers.
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2.1.1 Access to Site & Building

•   Public transport:  The building is surrounded by some of the most highly serviced 

     transit routes in  Winnipeg. Four Winnipeg Transit stops are located directly 

     adjacent to the building on Portage and Graham Avenue (please see Figure 16 for   

     these locations).

•   Vehicular & Parking:   Portage Avenue and Graham Avenue serve as two major 

     vehicular channels through the city, thereby providing ample access to the site and   

     office building. Sufficient parking to meet the requirements of the office buildings 

     users is provided by surrounding parkades and surface area parking. In addition, 

     underground parking for one hundred and fifty two cars is available beneath the 

     building. 

•   Pedestrian: Outdoor and indoor pedestrian access is available to the site and           

     building. 

 o      Outdoor crosswalks can be found on all four intersections surrounding  

                      the buildings site. These crosswalks connect the sidewalks of the 

                      buildings four surrounding streets. Due to the prevalence of sidewalks on    

                      the majority of Winnipeg’s downtown streets, employee pedestrian 

                      transportation can occur easily to and from downtown residences and   

                      surrounding businesses and amenities. 

 o      An indoor pedestrian “skywalk” can be found on the northeast corner of  

                      the building’s second floor. This enclosed skywalk connects the building  

                      to Portage Place, one of the city’s main shopping centers.  Further indoor 

                      pedestrian access is available to surrounding businesses and buildings  

                      through Portage Place.
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•    Proximity to Airport: Approximately 16 minute drive from the Winnipeg 

      International Airport.

2.1.2 Surrounding Business & Amenities

•     Conference Centers: conference centers located within a 5 minute drive of the 

        office building include:

 o     The Winnipeg Convention Centre - 375 York Ave, Winnipeg, MB

 o     The Millennium Centre - 389 Main Street, Winnipeg, MB

 o     The Radisson Hotel -  288 Portage Avenue, Winnipeg, MB

Figure 16. Building Site in Downtown Winnipeg, Manitoba
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•    Hotels: hotels located within a 5 minute drive of the office building include:

 o   The Radisson Hotel -  288 Portage Avenue, Winnipeg, MB

 o   The Fort Garry Hotel - 222 Broadway, Winnipeg, MB

 o   Delta Winnipeg - 350 St Mary Avenue, Winnipeg, MB

 o   The Marlborough Hotel - 331 Smith St, Winnipeg, MB

 o   Place Louis Riel - 190 Smith St, Winnipeg, MB

 o   Holiday Inn Hotel & Suites - 360 Colony Street, Winnipeg, MB

 o   Best Western Charterhouse Hotel Downtown Winnipeg - 330 York Ave, 

      Winnipeg, MB

 o   The Fairmont Winnipeg - 2 Lombard Place, Winnipeg, MB

 o   Inn At The Forks - 75 Forks Market Road, Winnipeg, MB

•   Restaurants & Cafes: restaurant(s) and café(s) are planned to occupy some of the 

     leasable space on the ground floor of the office building. Other alternatives located 

     within a 10 minute walk of the office  building include:

 o   Tim Hortons (coffee & deli) - Portage Place Shopping Centre, Winnipeg, MB

 o   Starbucks (café)- Portage Place Shopping Centre, Winnipeg, MB

 o   Second Cup (café) - 254 Edmonton St, Winnipeg, MB

 o   Volia Café - 252 Edmonton St, Winnipeg, MB

 o   Twist Cafe - 392 Graham Ave, Winnipeg,

 o   The Fyxx Espresso Bar (café) -  110-330 Portage Avenue, Winnipeg, MB

 o   The Computer Lounge - 251 Vaughan Street, Winnipeg, MB

 o   Subway - Portage Place Shopping Centre, Winnipeg, MB

 o   Rink Side Restaurant - 354 Portage Avenue, Winnipeg, MB

 o   Paragon Restaurant & Bar - 220 Carlton Street, Winnipeg, MB

 o   MTS Center:  Moxie’s Restaurant, Charlie Biggs, Gondola Pizza, TCYB (ice    
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     cream & frozen yogurt), The Exchange Restaurant & Beer Market, Tavern United 

     Pub -300 Portage Avenue, Winnipeg, MB

•   Fitness facilities: fitness facilities located within a 6 minute drive of the office

     building include:

 o   Broadview Fitness 2000 - 120 Donald St, Winnipeg, MB

 o   Assiniboine Athletic Club - 401-83 Garry Street, Winnipeg, MB

 o   Focus Fitness & Conditioning Inc. - 200 River Avenue, Winnipeg, MB

 o   Winnipeg Winter Club - 200 River Avenue, Winnipeg, MB

•   Child care: a daycare is planned to occupy leasable space in the southwest corner    

     of the office buildings second floor. Other alternatives within a 5 minute drive of   

     the building include:

 o   Day Nursery Centre - 355 Kennedy St, Winnipeg, MB

 o   Sister MacNamara Preschool and Infant Daycare Inc. - 126-460 Sargent

      Avenue, Winnipeg, MB

 o   Yours & Ours Child Care Inc. - 500 Balmoral Street, Winnipeg, MB

 o   Knox Day Nursery - 406 Edmonton Street, Winnipeg, MB

•    Healthcare: health clinics/centers and hospitals located within a 6 minute drive of  

      the office building include:

 o    Women’s Health Clinic - 419 Graham Avenue A, Winnipeg, MB  

 o    MFL Occupational Health Centre - 102-275 Broadway, Winnipeg, MB

 o    After Hours Medical Clinic - 878 Main Street, Winnipeg, MB

 o    Nine Circles Community Health Centre - 705 Broadway, Winnipeg, MB

 o    Health Sciences Centre -820 Sherbrook Street, Winnipeg, MB
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 o    St. Boniface General Hospital - 409 Tache Avenue, Winnipeg, MB

2.2 Recent Trends 

•   Reduction in vehicular dependency due to increasing environmental concerns and 

     rising oil prices is resulting in an increasing reliance on public transit, pedestrian, 

     and bicycle transport to and from the workplace.

•   The revitalization of Winnipeg’s downtown has gained increasing attention in 

     recent years.

2.3 Opportunities & Constraints of Site

Opportunities:

•   High visibility of building due to location on one of Winnipeg’s busiest streets, 

     Portage Avenue.

•    Close proximity to other businesses and services and amenities.

•    Highly accessible by public, vehicle, bicycle and pedestrian transport.

•    Assists in the revitalization of Winnipeg’s downtown core by bringing over 2,150  

      employees into the area on a daily basis and supporting existing retailers in the 

      area (Manitoba Hydro, 2007).

Constraints:

•    Increased security requirements for both the building and employees due to  

      downtown location.

•    Little or no opportunity for future building expansion.

•    Commute times increased due to downtown rush hour traffic.
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2.4  Summary 

 Overall, the site offers an ideal location for Torrent’s workplace in Winnipeg, as 

it provides the company with several advantages and opportunities. The sites central 

downtown location, easy accessibility by various forms of travel, and close proximity 

to numerous relevant facilities and services (i.e., daycare, fitness, healthcare) may help 

Torrent be more competitive in attracting skilled employees. The site’s high visibility, 

and close proximity to other business in downtown Winnipeg may help the company 

in acquiring new clients, outsourcing services more efficiently, and accessing facilities 

and resources more easily (i.e., conference centers, hotels for employees travelling, 

restaurants for business lunches, etc.).  In addition, the sites central downtown 

location and high visibility may assist in increasing Torrent’s public awareness and 

recognition.

110



Finding a Balance
3.0 Building Analysis

3.1 Building Description

 Construction of the Manitoba Hydro building began in August of 2005 and 

is expected to be completed in spring of 2009. The new skyscraper is comprised of 

twenty-two stories as well as an underground parkade. The first three stories of the 

building are called “podium floors” and are comprised of both retail and office space. 

From the exterior, these floors have been scaled to street level in order make the 

buildings surroundings more pedestrian friendly. In the interior, these floors are 

divided into two parts by a three floor atrium that runs from the north to south end

of the building. These two parts are connected by two concrete walkways that run 

across the atrium from east to west on the buildings second and third floors.

Figure 17. 
Day time view from
Portage Ave.

Figure 18. 
Night time view from
Portage Ave.

Figure 19. 
Day time view from
Graham Ave.

Figure 20. 
Night time view from
Graham Ave.

Figure 22. 
Interior view of atrium separating podium floors.

Figure 21.
Exterior view of podium floors looking southeast.
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Figure 23. 
Podium Level One Floor Plan

North Entrance

Leasable Retail / Office Space

Leasable Retail / Office Space

Atrium

South Entrance

Greenspace

Entrance to Loading
           Docks

 The ground level floor will be used primarily as retail space. This space will be 

occupied by the Royal Bank of Canada as well as other retailers, restaurants, and 

cafes. The second floor will contain both office and retail space. This floor contains 

two outdoor terraces which will be used seasonally by the buildings employees, as 

well as the pedestrian “skywalk.” The Third floor will be comprised of a corporate 

meeting centre as well as office space.
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 Eighteen “tower floors’ are located above these three podium floors. These 

floors, consisting of floors four to twenty-three (floor thirteen was eliminated from the 

building during its design development phase), are narrower in size from east to west. 

Floors four to twenty-two and are comprised entirely of office space and have an open 

floor plan with a central enclosed core. This core encompasses elevators, stairs, and 

washrooms, as well as the building’s primary plumbing stacks and electrical, data, and 

mechanical rooms. Each of the floors also contain a north and south atrium. These 

atriums are shared among three floors, and are accessed either directly off the 

workspace (they are located on the same floor) or by a stairway (they are located on a 

different floor). Each floor also has a raised flooring system and a double façade. Floor 

to ceiling glazing, combined with the buildings high ceilings (3310 mm/ approximately 

10 and a half feet on the tower floors), maximizes the amount of daylight in the space.  

The buildings highest floor, the twenty-third floor, is used to house mechanical 

equipment. 
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Figure 25.
View of east side of building looking south 

Figure 26. 
View of north atrium looking northeast 

Figure 27. 
View of south atrium looking southeast

Figure 28. 
View on south side of the building looking east

 The exterior of the building features a solar tower on its northwest side. This 

tower, in combination with a geothermal heat pump, is responsible for supplying 

the building with passive ventilation heating and cooling systems. Consequently, the 

building’s energy requirements will be 60% lower than the Model National Energy 

Code for Buildings (Stoyko, 2007).  A landscaped green space and courtyard will also 

be located on the exterior of the building’s south side off of Graham Ave. This space 

was designed to be used both by the buildings users as well as the general public.

 The practicum’s two designs will be situated on the seventeenth floor of the 

building. This floor was selected because it contains only one elevator unit (instead 

of two, as is the case on several other tower floors) and has north and south atriums 

located at floor level (atriums are not located on all floors because they are shared by 

three floors). As a result, the seventeenth floor contains more floor space in which to 

base the practicum’s design. The floor is approximately 2597.8 square meters or 27, 

963 square feet including the north and south atriums. 
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Figure 30. 
Double glass facade on west side of building.

Figure 29.
Concrete ceiling beams.

3.2 Building Structure

•   Foundation: the building has a caisson foundation made of concrete.

•   Exterior building envelope: a double glass façade provides an energy efficient 

barrier to outdoor temperatures. The interior wall of the façade contains operable 

windows, allowing for access to natural ventilation. The glass is encased in steel 

framing, and is low in iron to enhance clarity.

•   Interior wall assembly:  constructed from wood frame and plaster facing.

•   Ceiling assembly:  ceiling is composed of exposed radiant concrete in order to help 

maintain temperatures in the building. Concrete slab beams run east to west between 

the building’s enclosed core and structural columns. These slab beams drop down 

approximately 10 inches below ceiling height.
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•   Roof assembly: 

 o   The podium floors roof assembly is primarily a green-roof system in which 

                   plant material is grown on top of a concrete slab. 

 o    The tower floor roof assembly is also comprised of a concrete slab base 

       which is covered with a rubberized asphalt membrane, a rigid insulation  

       layer, gravel ballast, and covered with a wood deck on sleepers. 

 o   The roof assembly over the south atrium is made from steel deck and 

      structural steel framing, tapered insulation, rubberized asphalt membrane, 

      a rigid insulation layer, with a topmost layer of gravel ballast. 

 o   The mechanical penthouse is made from steel deck and structural steel  

      framing, tapered insulation, rubberized asphalt membrane, a rigid insulation 

        layer, protection boards, and the topmost layer consists of pavers.

3.3 Building Systems

•   Electrical: electricity comes into the building through the basement and runs  

     through the core of the building to a generator on the twenty-third floor. 

     Electrical and data rooms are located in the interior core of each floor of the 

     office tower. Electrical and data wiring is distributed from these rooms under an 

     18 inch raised floor of concrete tile.

•   Mechanical:

 o   Heating & cooling systems: 

  A geothermal heat pump is located beneath the building. During the  

  winter it extracts heat from the ground to heat the building. During the

  summer it returns this heat to the ground in order to cool the building.  

  The heated or cooled air is distributed in the building through floor  

  vents. 
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  The geothermal heating and cooling system is further supplemented  

  during  winter months with natural gas boilers located on the twenty- 

  third floor of the building. The heat or cooling produced is distributed  

  by piping through exposed radiant concrete ceilings on each floor. 

  Solar heat gain on the south side of the building is also used to 

  passively warm air which is brought up through the south atrium. 

  The heat is circulated  through the building and exhausted through  

  the buildings solar chimney. Heat is taken from the exhausted air in  

  the solar chimney and used to pre-heat the air entering the atriums  

  and parkade during colder months.

         Ventilation system: 

  Fresh air is collected in the south atrium and then circulated through  

  the raised flooring system and is distributed into the different spaces  

  through floor vents. The air is then exhausted through the solar 

  chimney. 

•     Plumbing: 

 o    Four plumbing stack runs through the core of the building.

Figure 31.
Building section displaying air ventalation in office space. 

o
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       They are as follows:

   1 plumbing stack runs through the mechanical room

   1 plumbing stack runs through the janitor rooms

   1 plumbing stack runs through the men’s washroom

   1 plumbing stack runs through the women’s washroom

 o     Plumbing  also services two coffee areas on the floor which include:  

              1) located on the north wall of the core opposite the north atrium

	 	 					2) located between the south wall of the core opposite the south   

           atrium

 o    The south coffee station uses the plumbing stack in floors mechanical   

      room. The north coffee station uses a plumbing stack located in the janitor’s  

      room.

 o    The buildings podium and tower floors are sprinklered throughout.

 

3.4 Circulation

•    Entrances:

 o     Primary entrances/exits: Two primary entrances exist on the north and  

                    south ends of the building. These entrances are connected by an atrium   

                    that extends to the height of the buildings three podium floors.

Figure 32.
Portage Avenue building entrance.

Figure 33. 
Graham Avenue building entrance.
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 o    Secondary entrances/exits:  Four secondary entrances also provide 

       access from the building. Two are located on the east side of the building,  

       and two are located on the west side of the building. Only the exit located  

       near the south corner of the west side of the building also provides access  

       into the building.

 o    Loading Dock: Three loading docks are accessible by a ramp located near  

                    the south corner of the east side of the building.

•    Elevators: There are two units of elevators (5 elevators in each unit, and 10 

      elevators in total) that are accessible from the atrium space located on the ground     

      level.  A security desk and turn-styles restrict access to these elevators and the    

      floors they access. The two sets of elevators provide access to different floors;

 o   “high elevators”: located towards the northern side of the building and 

                   provide access to the podium floors 1-3 and tower floors 14-22.

 o   “low elevators”: located towards the southern side of  the building and 

                   provide access to tower floors 1-14.

•    Stairways: There are nine stairways located throughout the building. They are as   

      follows:

 o    Two main stairways run through the core of the building, the south 

                   stairway is  accessible by all of the podium and tower floors 1-22 , the north  

                   stairway is accessible by floors 3- 22 only.

 o    Four stairways access the exterior of the building and are accessible by the  

       podium floors (1-3).

 o    Two stairways run through the north and south atriums of the tower floors 

        (4-21).
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 o    One stairway located by the main north entrance of the building provides 

                   accesses the podium floors (1-2) as well as the underground parkade.

3.5 Benefits & Constraints of Building

•    Benefits:

 o    Sustainable building consistent with Torrent’s value for “global community        

                   orientation.” 

 o    State of the art modern building design is consistent with Torrent’s values   

                    for research and performance, and provides company  with prominence  

                    and high visibility in downtown center.

 o    Universally accessible design throughout building. 

 o    Large floor plates with few columns accommodate a variety of spatial       
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Figure 35.
Level Seventeen 3- Dimensional Floor Plan  Looking East.

Figure 36.
Level Seventeen 3-Dimensional Floor Plan Looking South.

                   designs and functions.

 o    Maximized natural daylight and natural ventilation provided a healthy  

                    working environment in workspace for employees, consistent with 

                    Torrent’s objective for creating a productive workplace environment.

 o    Atriums and outdoor green space provide environments for informal 

        gatherings, alternative work areas, or break areas in which employees can  

        regenerate.

 o    Good views of downtown Winnipeg available from seventeenth floor. 
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Figure 39.
Interior Building Section of East Wing Looking West.

Figure 40.
Interior Central Atrium Building Section Looking West.
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Figure 37.
North Exterior Building Elevation.

Figure 38.
South Exterior Building Elevation.
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3.6 Natural Light Studies

 Each day the sun follows a path from east to west on the south side of the 

building (please see figure 16).  Winnipeg boasts over 2,300 hours of sunshine per 

year (Environment Canada, 2007). 

Seasonal Light Studies of the 17th Floor:

January 3:00pm April 3:00pm

July 3:00pm October 3:00pm
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Daytime Light Studies of the 17th Floor:

July 9:00am July 12:00pm July 4:00pm

January 9:00am January 12:00pm January 4:00pm
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Figure 41.
View from south of building looking southeast.

Figure 42. 
View from west of building looking southwest.

Figure 43.
View from east of building looking southeast.

Figure 44.
View from south of building looking northeast.

Figure 45.
View from south of building looking southeast.

3.7 Views from Building
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4.0 Human Factors Analysis

4.1 Client Profile

 Torrent is a hypothetical global management consulting, technology services, 

and outsourcing company. Torrent’s mission is to assist its client companies in 

improving their performance, thus increasing their value, market share, and 

profitability in the marketplace. Torrent has developed a set of core values in order to 

better assist its client companies, as well as itself, in improving overall business 

performance.

4.1.1 Core Values

 Torrent’s decision making, strategic planning, and growth are guided by three 

core values. These values are as follows:

1) Research Based Knowledge- Consulting services to be informed by leading edge 

research in order to provide relevant and tested solutions for Torrent’s client 

companies. Conducted by an internal research department comprised of 

researchers with academic backgrounds in business and related fields. Research is 

conducted in the areas of business strategy, IT, marketing, organization and culture, 

workplace environment studies, and talent and leadership development. 

    

2) Global Community Orientation- To operate internationally in different parts of the 

world as part of a greater global community of companies, non-profit organizations, 

and people. To operate from a global mind set in which initiatives that benefit the well 

being of the global community are supported, and in which cultures and  people are 

respected, valued and utilized in order for their full potential to be realized.
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 3) Enhanced Business Performance- Continual improvement of business processes 

in order to perform and provide services in a more effective, efficient and productive 

manner.

4.1.2 Torrent’s Clients & Services

 Torrent currently has offices in 33 cities and eight different countries 

throughout North America, Europe, and Asia. Torrent’s clients are also located within 

these geographic regions. These clients predominately include companies in the 

following industries; automotive, banking, communications, energy, electronic and 

high-tech, financial and insurance services, and transportation. These companies tend 

to be large and complex organizations, many of them are also multinational 

companies that derive services produced by Torrent in several of its different global 

subsidiaries. The services provided by Torrent include:

•    Management consulting & research services:

 o    Development of corporate strategy 

 o    Financial management

 o    Supply chain management

•    Technology services:

 o    Technological support and maintenance, upgrades, streamlining systems  

                    and applications 

•    Outsourcing services:  (for client company operations)

 o    Finance & accounting (accounts payable, accounts receivable, general 

                   accounting, taxation)

 o   Workforce (performance management, recruitment, education and 

      development, compensation and benefits)
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 o    Human resource management

4.1.3 Current Needs & Future Goals

•     Current needs:

 o   Workspace where employees can work effectively and efficiently.

 o   Meeting and waiting spaces for the company’s existing and potential clients.

 o   Interview and waiting spaces for potential employees of the company.

•    Future goals:

 o   Continued expansion of company, particularly throughout Asia.

 o   Increased hiring and retention of valuable skilled employees.

 o   Enhanced employee productivity and improved business processes.

 o   Increased awareness and recognition of company in the global marketplace.

4.1.4 Workplace Types 

 The company has two workplace types that vary in terms of location, size, 

services provided, and cost of operation. These workplace types allow the company to 

operate efficiently and cost effectively in different types of marketplaces around the 

world. These two workplace types include: 

•    Consultation Center

 o   Located predominately in large markets (more than 2,000,000 people) 

                  typically in urban business centers where company is highly visible and in     

                  close proximity to other businesses (i.e., New York, Tokyo, London, 

                  Shanghai, Toronto).

 o   Approximately 30,000 - 50,000 square feet in size.

 o   All three of Torrents main services; management consulting and research,  

      technology services, outsourcing services for client company operations are  
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      provided in this workplace type.

 o   High operation cost.

•   Service Center

 o   Located in medium to small markets (2,000,000 to 500,000 people) in urban  

      business centers where company is highly visible and in close proximity to  

      other businesses.  Alternatively, location can be based on close proximity  

      to a important client company that is both valuable and well established  

      (i.e., Calgary, Denver, Sendai, Hamburg).

 o   Approximately 10,000 - 30,000 square feet in size.

 o   Technology services and outsourcing services for client company operations  

       are provided in this workplace type.

 o    Relatively low operation cost. 

The “service center” workplace type will provide the basis for the  workplace design 

for Torrent. This selection was based on the information obtained from an existing 

global management consulting company as well as the scope desired for the 

practicum’s spatial design.
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4.2 User Profiles

 Two user profiles have been developed; one for Japan, and the other for 

Canada, and are represented in a chart format in the sections that follow. The 

employee positions and activities remain largely consistent, as they would be across 

all of Torrent’s subsidiaries around the world. The user’s behavioral needs, however, 

are different in each country.
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6.0 Life Safety Requirements

 Access and life safety requirements, as outlined in the National Building Code 

of Canada (12th ed., 2005), were reviewed prior to the development of the 

practicum’s workplace designs. The Building Code is issued by the Canadian 

Commission on Building and Fire Codes and the National Research Council of 

Canada.

Finding a Balance  24 
 

6.0 Life Safety Requirements 

Access and life safety requirements, as outlined in the ‘National Building Code of 

Canada’ Twelfth Edition (2005), were reviewed prior to the development of the practicum’s 

workplace designs. The Building Code is issued by the ‘Canadian Commission on Building and 

Fire Codes’ and the ‘National Research Council of Canada’. 

Requirement Requirement Specifications Requirement as
Applied In Current
Office Building

Major Occupancy 
Classification 
 

-‘Business and personal services occupancies’ 
(3.1.2). 
 

Major occupancy 
classification Group ‘D’ 
(‘Division –‘). 

Occupancy Load 

 

- 9.30 square meters per person (offices) (3.1.17.1). Approx. 200 occupants
at full capacity based 
on an estimated 
1,865.8 square meters 
of usable space. 
 

Building Fire 
Requirements 
(floor area sprinklered 
throughout) 

Fire Exits: 
 
-Floors intended for occupancy must contain at least 
2 fire exits (2.4.2.1). 
 
-Door swings on these exits must be located on the 
vertical axis and open in the direction of exit travel 
(3.4.6.11). 
 
-45 minute to 2 hour fire separations must separate 
these exits from the rest of the building (3.4.4.1).  
 
Minimum Distance Travelled to Fire Exits: 
 
-Minimum travel distance between 2 exits on a floor 
is one half the maximum diagonal dimensions of the  
floor area, however; 
         - not more than 9 m if located on a  public    
           corridor (3.4.2.3). 
         - not less than 9 m in all other areas (3.4.2.3). 
 
-A maximum of 40 m travel distance from any 
location on the floor to the nearest exit re required 
in “Business and personal services occupancies” 
(3.4.2.5). 
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Fire Alarm & Detection Systems:
 
-A single or two stage fire alarm and detection 
system is required (3.2.4.1). 
 
-Smoke detectors are required in each public 
corridor and exit stair shaft (3.2.4.11). 
 

Lighting & Emergency 
Power Systems 

-Emergency lighting to provide a minimum 
illumination of 101 x at floor or tread level (3.2.7.3). 
 
-Emergency lighting must be available by/in;  
        -exits 
        -principle circulation routes enabling access to    
         an exit 
        -open areas and service rooms 
        -corridors  accessible by classrooms 
        -public corridors (3.2.7.3) 
 
-Lighting provided in all public areas is to be 
controlled by wall switches or wall panels (9.34.2.7) 
 
-Emergency power supplied by batteries or a 
generator must last a minimum of 30 minutes 
(3.2.7.4). 
 
-Emergency power is to be provided for the fire 
alarm system, and must provide supervisory power 
for a minimum of 24 hours, and full emergency 
power for a minimum of 30 minutes (3.2.7.8). 
 

Washroom 

Requirements  

 

-3 plus 1 water closet stall is required for every 50 
people in addition to 50 people, for each sex 
(3.7.2.2). 
 
- Two thirds of these water closets stalls can be 
substituted with urinals in male washrooms 
(providing more than two water closets are 
required) (3.7.2.2). 
 

4 water closets stalls 
(two of which can be 
urinals in the men’s 
washroom) are 
required for each sex, 8 
water closets stalls are 
required in total. 

Public Corridors  -Corridors must be a minimum of 1,100 mm or 3.6
feet in width (3.3.1.9). 
 
-Obstructions located within 1980 mm of the floor 
cannot horizontally project more than 100 mm into 
the public corridor (3.3.1.9). 
 
-Obstructions located within 680 mm or 2.2 feet of 
the floor cannot project more than 100 mm 03 0.33 
feet into the public corridor (3.3.1.9).  
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Transparent Doors & 
Panels 
 
 
 

-Doors must contain non-transparent hardware and 
be visually apparent (3.3.1.19). 
 
-Must be constructed of laminated tempered safety 
glass or wired glass (3.3.1.19). 
 

Barrier-Free 
Requirements 

Barrier- Free Path of Travel (3.8.1.3)
 
-Required on all floors that are served by an elevator 
or other type of lifting device. 
 
-Unobstructed width of not less than 920 mm or 
3 feet.     
   
-Contain no opening that will permit a sphere more 
than 13 mm in diameter. 
 
-Contain no elongated openings orientated 
approximately perpendicular to direction of travel. 
 
-Should be stable, firm, and slip-resistant. 
 
-Ramps, elevators, and elevating devices must be 
used in areas where changes in level occur. 
 
-Ramps and sloped floors to be used when change in 
level exceeds ½ inch. 
 
-Maximum slope of ramps or sloped floors is 1 in 2 
at changes in level not more than ½ inch. 
 
Doorways & Doors (3.8.3.3) 
 
 -Doors located on a barrier free path of travel must 
have a minimum width of 800 mm or 2.6 feet when 
open. 
 
Water Closet Stalls  
 
- A minimum of 1 stall is required to be barrier- free 
(1500 mm  or 4.92 feet wide by 1500 mm or 4.92 
feet deep, minimum door width of 800 mm  when 
open, outward door swing, equipped  with grab 
bars, seat located between 400 mm  and 460 mm 
above floor) (3.8.3.8). 
          
- A minimum of 1 barrier-free urinal in male 
washroom (wall mounted, rim located between 488 
mm and 512 mm above floor level) (3.8.3.10). 
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Counters  (3.8.3.14)
 
-Counters longer than 2 m that serve the public 
must have a barrier-free section that is a minimum 
of 760 mm and centered over a knee space. 
 
-The counter should not be located higher than  
865 mm above the floor level. 
 
-Counters used as a work surface must include a 
knee space that is 760 mm wide, 685 mm high, and 
485 mm deep. 
 

 

 

 

6.0 Spatial Requirements & Analysis 

(insert spatial adjacency chart) 

(insert bubble diagrams for both countries) 
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7.0 Design Guidelines

 The design guidelines in this section pertain to the two primary goals stated 

earlier in the programme; cultural adaptation and standardized corporate identity. 

The design guidelines pertaining to cultural adaptation are discussed in two different 

sections; one for Japan, and one for Canada. The design guidelines pertaining to 

standardized corporate identity comprise only one section, as these guidelines will 

apply to both the Japanese and Canadian workplaces.

8.1 Guidelines for Cultural Adaptation in the Design of the Japanese Workplace

1) Issue: Cultural Adaptation; High Context Culture

    Objective: The workplace designs should allow for visual communication between  

    employees.

    Concept: Consider using an open plan that reduces the visual separations between   

    employees while working.

    Concept:  Consider the use of circulation paths and informal gathering spaces to   

    encourage face-to-face communication between employees.

2) Issue: Cultural Adaptation; Collectivist Culture

    Objective: The workplaces design should encourage collective work practices as   

    well as decision making based on consensus and consultation with others.

    Concept: Consider grouping together workstations to enable work to be done in a  

    collective and team oriented manner.

    Concept: Consider increasing the number of meeting and conference spaces to   

    facilitate consensus based decision making.
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3) Issue: Cultural Adaptation; Power Distance

    Objective: The workplace design should reflect the presence of hierarchy within the   

    workplace, as well as limited employee autonomy and self-management.

    Concept: Consider variations in the size and materials used in the workstations for   

    different levels of employee seniority in company.

    Concept: Consider a workplace design that facilitates supervision of employees by    

    management.

4) Issue: Cultural Adaptation; Strong Uncertainty Avoidance

    Objective:  The workplaces design should accommodate the avoidance of 

    uncertainty in daily life in an effort to reduce employee anxiety.

    Concept: To reduce unpredictability in workplace, consider the possession of 

    permanent workstations by individual employees.

    Concept: To reduce uncertainty in workplace, consider a clear and predictable 

    layout of the workspace.

5) Issue: Cultural Adaptation; Synchronic Time Orientation

    Objective: The workplace design should reflect a view of time and activities that are   

    structured in a more cyclical and non-linear way.

    Concept: Consider an open plan in which boundaries between different activities   

    and spaces are less defined.

6) Issue: Cultural Adaptation; Particularist Culture

    Objective: The workplace design should encourage the development and 

    maintenance of relationships within the workplace.

    Concept: Consider integrating social, meeting, and gathering spaces within 
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    workspace.

    Concept: Consider the use of circulation paths in facilitating informal employee        

    interaction.

    Concept: Consider open workstations that allow for employee interaction to easily   

    take place.

    Concept: Consider providing spaces where socialization can occur between clients   

    and employees.

7) Issue: Cultural Adaptation; Internal Control Orientation

    Objective: The workplace design should facilitate harmonization of employees with   

    their surroundings. 

    Concept: Consider providing limited control and personal individualization of work  

    stations by employees in order to maintain uniformity.

8.2 Guidelines for Cultural Adaptation in the Design of the Canadian Workplace

1) Issue: Cultural Adaptation; Low Context Culture

    Objective: The workplaces design should allow for visual separations between 

    employees, as visual communication between employees is not critical.

    Concept:  Consider the use of visual separations between working stations (as 

    necessary). 

2) Issue: Cultural Adaptation; Individualist Culture

    Objective: The workplaces design should primarily facilitate employee work and 

    decision making done individually, but also accommodate work done as part of a   

    group. 

    Concept: Consider providing both individual and grouped workstations to allow   
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    employees to work either independently, or as part of a group.

    Concept: Consider using only the required number of meeting and conference 

    spaces in the workspace.

3) Issue: Cultural Adaptation; Small Power Distance

    Objective: The workplace design should reflect equality within the workplace, while   

    encouraging employee autonomy and self-management.

    Concept: Consider using the same size and materials for workstations regardless of   

    employees’ level of seniority within the company.

    Concept: Consider a workplace design that enables employees to act autonomously,    

    and not require supervision by management. 

4) Issue: Cultural Adaptation; Weak Uncertainty Avoidance

     Objective:  The workplaces design should accommodate uncertainty, as it is largely   

     accepted by employees in daily life.

     Concept: Consider temporary unassigned workstations to be reserved by 

     employees on an as-needed-basis.

     Concept: Consider a less predictable and more dynamic layout of the workspace.

5) Issue: Cultural Adaptation; Sequential Time Orientation

    Objective: The workplace design should reflect view of time and activities that are  

    structured in a linear and sequential way. 

    Concept: Consider a design in which boundaries between different activities and   

    spaces are more strongly defined.
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6) Issue: Cultural Adaptation; Universalist Culture

    Objective: The workplace design should emphasis a precedence given to rules and    

    standards in the workplace over relationships.

    Concept: Consider the separation of social, meeting, and gathering spaces from    

    workspaces.

    Concept: Consider the use of circulation paths to reduce unnecessary informal 

    employee interaction.

    Concept: Consider workstations that allow for employee to control their degree of  

    interaction with others. 

7) Issue:  Cultural Adaptation; External Control Orientation

    Objective: The workplace design should allow employees a degree of control over   

    their work environment.

    Concept: Consider employees ability to individualize workstations in order to 

    provide a sense of empowerment and autonomy.

    Concept: Consider providing a range of different workstations and areas in which   

    employees can choose to work.

8.3 Guidelines for Standardized Corporate Identity in the Workplace

1) Issue: Corporate Identity; Research based knowledge

    Objective: Expression of core value “research based knowledge” in the design of the  

    workplace.

    Concept: Consider creating an atmosphere similar to that of a place in which 

    research is typically done (i.e.: laboratory, library).

    Concept: Consider expressing qualities and characteristics associated with ‘research’   

    in the design of the workplace (i.e.: utilitarian, serious, practical, professional).
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2) Issue: Corporate Identity; Enhanced business performance

    Objective: Expression of core value “Enhanced business performance” in the design    

    of the workplace.

    Concept: Consider expressing qualities and characteristics associated with 

    ‘performance’ in design of workplace and selection of materials and furniture 

    (i.e.: progressive, serious, intelligent, state of the art, modern, professional).

3) Issue: Corporate Identity; Global community orientation

    Objective: Expression of core value “global community orientation” in the design of   

    the workplace.

    Concept: Consider expressing qualities and characteristics associated with 

    community in the design of the workplace (i.e. interconnection, belonging, warmth,  

    and part of a greater whole).

    Concept: Consider use of global imagery on surfaces and walls within workplace  

    (i.e., reception area).

4) Issue: Corporate Identity; Standardization

    Objective: Expression of standardized corporate identity in the design of the 

    workplace.

    Concept: Consider consistent use of unique design features and atmosphere in all  

    workplaces.

    Concept: Consider consistent use of color palette in all workplaces.

    Concept: Consider consistent use of materials in all workplaces.

    Concept: Consider consistent use of furniture scale in all workplaces.
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5.0 Design Outcomes

 The practicum’s final design solution has been based on the investigation of 

research based literature, precedent analysis, and the programmatic requirements 

of the building and client corporation, Torrent.  The intention of this solution was to 

demonstrate how cultural adaptation and standardized corporate identity could be 

achieved simultaneously in the interior design of a workplace environment. In order 

to illustrate how this balance can occur for a multinational corporation possessing 

work environments in different national cultures, two designs were completed, one 

for Japan, and one for Canada.

 The final design solution was derived from two phases in the designs 

development. The first phase, pre-design, involved the selection of the site and 

building, and the application of programmatic information to a preliminary design. 

This phase resulted in the overall spatial adjacencies and design layout. This layout 

is consistent for the designs of both countries as it is based on the user, spatial, and 

functional requirements of the multinational client company, Torrent. Further, design 

layout was used to carry the corporate identity, and therefore, would remain largely 

consistent for all of Torrent’s workplaces around the world.

 The second phase of design development involved the application of 

theoretical research on the practicum’s two themes, cultural adaptation and 

standardized corporate identity, to this preliminary workplace design. At this point, 

the two designs diverge based on the theme of cultural adaptation. The degree of  

divergence for Japan and Canada was significant, as the countries differed on each 

of the dimensions included in the Framework of Workplace Cultural Research Chart 

developed in chapter two (see p. 55-67). These differences are primarily manifested 

within the workspaces, however, also influence the design of various other spaces 

within each country’s workplace design.
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 Consistent with the previous chapters, cultural adaptation and 

standardized corporate identity have been examined separately in their application to 

the practicum’s final design solutions. The theme of cultural adaptation is comparative 

in nature, and its design outcomes are discussed separately for Japan and Canada. The 

theme of standardized corporate identity is consistent in both designs, and therefore 

is discussed only once. It is important to note that these design solutions serve as only 

one of many possible solutions, and should not be considered absolute in their 

determination.

5.1 Culturally Adaptive Japanese Workplace Design

 A culturally adaptive design for Torrent’s Japanese workplace has been based 

upon the seven cultural dimensions outlined in the Framework of Japanese Workplace 

Cultural Research Chart (see p. 55-60) A discussion of this design centers primarily on 

the workspace, in which work is conducted, but goes on to encompass Torrent’s 

overall workplace. 

 The workspace within Torrent’s Japanese workplace was designed as an open 

plan in which visual barriers were minimized and separate rooms were enclosed in 

transparent glazed walls. An open plan concept responded to a number of cultural 

dimensions outlined in the previously mentioned framework developed in chapter 

two. Within this framework, Japan was identified as a high context culture, relying 

primarily on context and non-verbal cues for the communication of information.  An 

open plan workspace was designed to facilitate visual connections between 

employees allowing for implicit communication of information based on non-verbal 

cues (i.e., body language, facial gestures, and intuitive understandings).  The open plan 

design also responds to Japan’s collectivist orientation within the cultural 

framework, as it allows for consultation and communication to occur more easily 

165



Fi
nd

in
g 

a 
Ba

la
nc

e
between employees, and thus supports a more collective work environment. The 

open plan design also supports Japan’s particularist orientation, in which relationships 

are valued more highly than rules or societal codes. It encourages frequent 

interactions between employees which could foster the building and maintaining of 

relationships in the workplace.

 Within this open plan, the workstations were grouped and located around a 

central circulation path. The organization of workstations into groups 

supports Japan’s collective orientation in which work, decision making, responsibility, 

and recognition are largely group and/or team based.  Furthermore, these 

workstation groups were designed so that different groups, or parts thereof, could 

connect together to create larger groupings if, for example, a project changes in scale. 

Within these groupings, the workstations were positioned diagonally from one anoth-

er in order to provide more face-to-face contact, and to encourage a greater degree of 

communication between employees.

  A central circulation path was designed through these groupings of 

workstations, in order to create one main circulation route, as opposed to several 

smaller routes, through the space.  Informal gathering areas were placed where this 

main path intersects with the pathways leading into the room. Both of these 

design gestures create opportunities for interaction and relationship building 

consistent with Japan’s particularist orientation. In addition to these informal 

gathering areas, two conference rooms were integrated into the workspace, further 

supporting the particularist and collectivist dimensions. These gathering areas and 

conference rooms are in addition to the number of meeting spaces required by the 

company, and provide additional spaces in which group work, consultation, and con-

sensus based decision making can take place. The integration of these different types 

of activity spaces within the overall workspace is consistent with Japan’s 
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synchronic time orientation, in which time is viewed more cyclically and tasks and 

activities are done in a more interchangeable and concurrent manner. 

 The workspace also responds to the dimension of uncertainty avoidance, in 

which a lack of comfort is associated with uncertainty, ambiguity, and unpredictability 

in daily life. Primary circulation paths through the workspace were clearly delineated 

by ribbons of wood that run on either the ceiling or floor of the space. Moreover, 

groups of workstations were divided into sections laid out along the central circulation 

path, at regular intervals. These design gestures help to reduce unpredictability when 

navigating through the workspace. The standardization of workstations across levels 

of seniority in the company, as well as the assignment of workstations to individual 

employees, further decreases unpredictability and uncertainty in the workplace. In 

addition, the standardization of workstations helps to maintain uniformity and 

harmony with the overall workplace environment, which also supports Japan’s 

internal control orientation.

 The organization and selection of workstations also pertain to Japan’s large 

power distance orientation. Management workstations have been located centrally 

in the workspace in order to facilitate the supervision of employees.  The senior 

executive’s workstation was enclosed in floor to ceiling transparent glazing to allow for 

increased acoustic privacy, while not obstructing supervision.  The mangers 

workstations are located on either side (north and south sides) of the senior 

executive’s workstation, in order to allow for their supervision by the senior executive. 

This position also allows them to supervise the consultants and analysts, as well as 

human resource, marketing, accounting and administrative personnel.  The 

allocation of space and quality of materials provided for these workstations were also 

based on these levels of seniority within the company (i.e., senior executive, 

management, other remaining employees). 
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 Many of the design interventions used in the workspace were also used in 

other areas of the overall workplace. The gathering areas located on the north and 

south sides of the building also possesses an open floor plan in which visual barriers 

have been minimized and fixed seating and tables are positioned in collective 

configurations. The media library also utilized an open plan with fixed furniture in 

collective seating and working configurations. The secure work room was

designed consistently with the larger workspace, utilizing an open floor plan, group/

team workstations, and smaller informal gathering spaces. This area also contains a 

printing station, in order to maintain the confidentiality of information in this space. A 

client social space was adjoined to the client conference room, so that 

employees and potential or existing clients could engage in informal relationship 

building, before moving into the boardroom. The social space supports Japan’s 

particularist cultural orientation.

5.2 Culturally Adaptive Canadian Workplace Design

 Similar to Japan’s culturally adaptive workplace design,  a culturally adaptive 

design for Torrent’s Canadian workplace was achieved by responding to each of the 

country’s cultural dimensions outlined the Framework of Canadian Workplace Cultural 

Research Chart (see p. 61-67). The design of Torrent’s Canadian workspace is 

examined next, followed by a discussion of the company’s overall workplace.

 The design of Torrent’s Canadian workplace is more segregated in its layout 

and organization than in the Japanese workspace. The workspace is comprised almost 

entirely of workstations. Informal gathering areas were located externally from the 

workspace in order to support Canada’s universalist orientation in which work, rules, 

and standards take precedence over relationships. This separation of workspace from 

other activity spaces is consistent with Canada’s sequential time orientation, in which 

168



Finding a Balance
time is viewed more linearly, and activities are performed separately from one 

another.  Canada’s individualist orientation supports a more independent work 

process then would be found in a collectivist country such as Japan. This individual 

work process involves greater independent initiative and decision making, individual 

assignment of responsibility and credit, and less supervision by senior levels of 

management. This work process is supported in a number of ways in the design of 

the Canadian workspace. Enclosed individual workstations provide a degree of visual 

and acoustic separation, reduce interactions with other employees, and encourage 

work to be completed on a more individual basis. The identification of Canada as a 

low context culture, in which information is communicated more explicitly (i.e., often 

in written or spoken form), does not restrict the use of visual separations as it does in 

the Japanese workspace. The enclosed workstations also reduce employee 

supervision by more senior management, in part due to the visual and acoustical 

separation of the enclosure. This reduction in supervision is consistent with Canada’s 

small power distance orientation, in which hierarchy and inequalities in the workplace 

are largely rejected. The primary circulation path was placed around the 

perimeter of the workspace in order to reduce interactions with working employees.   

Two “work rooms” were included in the workspace design, as a spatial 

requirement of the company, and provide small four person meeting spaces which can 

be used on an as-needed-basis. 

 The workstations within Torrent’s Canadian workplace environment are 

consistent in terms of space allocation, and the types of materials used in their 

construction, across all levels of company seniority. The senior executive’s workstation 

is an exception to this consistency in terms of spatial allocation, as it is larger in size 

then the other workstations. This exception, however, has been based on the need for 

increased storage space, rather than an expression of hierarchy in the workplace.  

169



Fi
nd

in
g 

a 
Ba

la
nc

e
Overall, the consistency in workstation design responds to Canada’s small power 

distance orientation. This consistency is also important as the workstations are not 

assigned to individual employees (with the exception of management and support 

staff), and must be reserved over Torrent’s computer system on an as-needed-basis. 

 Consistency in the workstations helps to insure that this reservation process 

occurs smoothly, as one workstation is less likely to be desired over another. This 

reservation system is in keeping with Canada’s low uncertainty avoidance orientation, 

in which unpredictability in life does not result in stress or anxiety. This reservation 

system also provides employees with a degree of autonomy and control, as they are 

able choose where they work in the workspace, and therefore supports Canada’s 

external control orientation, in which control over ones environment is desired. A 

degree of control is also provided within each workstation, as each is equipped with a 

translucent sliding door and window coverings which can be open or closed 

depending on the user’s desired degree of interaction and privacy. The orientation of 

theses workstations was configured randomly in order to create a more dynamic 

layout, and less predictability in the workspace, in response to Canada’s small 

uncertainty avoidance orientation.

 Canada’s culturally adaptive design further extends into other areas of the 

overall workplace. The gathering spaces contain mobile partition walls and furniture 

that provide users with a degree of control over their interactions with others, and 

control over the space itself. The media library also possesses mobile seating, so that 

reading or work can be done in solitude or with others, as well as a work surface 

comprised of individual workspaces where independent work can be done. The design 

of the secure workspace is consistent with the larger workspace, and includes 

enclosed randomly configured individual workstations and perimeter circulation path. 

This area also contains a printer to maintain the confidentiality of the information and 
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work in this space. 

 Spaces which include file storage, service center, security room, interview 

room, phone rooms, mail and storage rooms remain largely consistent in the 

culturally adaptive Japanese and Canadian workplace designs, as they are intended 

to serve specific functions and are utilized for only short periods of time. The training 

room and assembly room are comprised entirely of mobile furniture which is regularly 

changed based on how they are being used (i.e., conferences, seminars, computer/

technology training, social gatherings, etc.). The design of the reception and 

conference rooms are also consistent based on the function they serve, and the 

standardized corporate identity they are intended to communicate. This 

standardized corporate identity is the subject of the next section.

5.3 Standardized Corporate Identity in the Design of Torrent’s Workplace

 The design of a workplace which expresses a standardized corporate identity 

for the multi-national corporation Torrent, has been based upon the company’s three 

core values. These values included: 1) global community orientation, 2) research 

based knowledge, and 3) enhanced business performance. An examination of the 

design will begin with a discussion of how these three core values have been 

communicated through the interior design of Torrent’s workplace, and follow with an 

overview of the aspects of the design that should be standardized in all of Torrent’s 

workplace environments.

5.3.1 Corporate Identity in the Design of Torrent’s Workplace

 The practicum’s precedent of the London based advertising firm Mother, 

provided an example of how the design of interior spatial elements, materials, 

textures, and colors can communicate a company’s identity through their workplace 
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environment. Torrent’s core value for a global community orientation is expressed 

through a prominent design element that takes the form of rectilinear ribbon of wood 

that runs continuously throughout the workplace. The workplace can be said to be 

comprised of three main parts: the east wing, the core, and the west wing. These 

parts can be distinguished by their different orientations as well as how they extend 

from the building. A “ribbon” constructed of Brazilian cherry wood plays a unifying 

role in the workplaces design, as it connects these different parts, as well as the 

different rooms and spaces within them. Moreover, the floors, walls, and ceilings 

within these rooms are also connected by the ribbon as it weaves through the space 

transitioning between the ceiling and floor. The integration of the ribbon in the design 

of the workplace is intended to communicate the concept of community through the 

conceptual expression of the qualities of connection, unification, and commonality. 

Like a community, the ribbon acts as a common thread woven between individual 

elements in order to form a greater whole.

 The concept of community is further supported by the material from which 

this ribbon is constructed. Wood was selected for the construction of the ribbon 

based on its unique qualities, as no two pieces of wood are identical in their grain, 

composition, and distribution of color. More specifically, jotoba, commercially known 

as Brazilian cherry, was chosen to highlight this distinction as it contains a significant 

variation in color. When put together, Brazilian cherry possesses a mélange of distinct 

and identifiable pieces.  This characteristic was important in the design, as the ribbon 

conceptually expresses the different unique individual elements that comprise a larger 

community. The warmth of a community is also expressed through the woods deep 

shades of red and brown, which are further emphasized when contrasted with the 

neutral color pallet found in the space. 

 The direction in which the ribbon’s wood runs also acts as a unifying element 
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in the space, further supporting  the concept of community. The planks and grain of 

the wood runs east to west, in keeping with the direction of the three main circulation 

pathways that connect the three different parts of the workplace. The direction of the 

wood’s planks and grain are consistent throughout the workplace, regardless of the 

buildings different orientations. This direction also provides a standard orientation for 

the furniture, walls, and circulation within the workplace. As such, the ribbon provides 

continuity in the overall workplace design, a quality shared with the concept of 

community.

 The ribbon also supports the concept of community through its use in the 

entrances of rooms in which people gather or meet (i.e., conference rooms, training 

room, assembly room, and workspace). The walls of these and other rooms that face 

the reception area of the building, are constructed of a glazing comprised of a mylar 

window film. Two feet (650 mm) of this glazing is transparent on the lower and 

upper parts of these walls, providing a view of the ribbon interweaving through these 

different spaces. The center part of these walls contain the mylar film, which provides 

a semi-translucent visual barrier into these spaces. This was done in order to allow the 

natural light to penetrate into the building, while maintaining a degree of privacy from 

the public reception space.  A partial mylar film glazed display wall is also located in 

the reception area, and conceptually depicts an image of different countries in order 

to further communicate Torrent’s value for a global community orientation.

 Torrent’s value for a global community orientation is also expressed through 

other aspects of the workplaces design. Flooring materials found in the reception 

space “bleed” into surrounding rooms in order to further strengthen the connection 

of the overall space. Lines are carried from different materials used in the space to 

reinforce an overall continuity. Consideration has been given to the selection of 

environmentally sustainable materials where possible. For instance, the ribbon is 
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constructed from engineered wood with a no-VOC finish, and certified by the Forest 

Stewardship Council. Many of the carpets and fabrics selected for the workplace have 

either a reduced environmental impact or are made from recycled materials. Surface 

materials such as 3Form 100% made from 100 percent post-consumer recycled 

products were also specified for the workplace.

 

 Torrent’s core values of research based knowledge and enhanced business 

performance are communicated in the workplaces design through a spatial aesthetic 

characteristic of an environment in which research is done. This aesthetic is expressed 

through a simplistic, utilitarian, and modern design which includes hard smooth 

surfaces, a cool neutral color pallet, and simple rectilinear lines. Furniture, fixtures, 

and materials found in a research laboratory environment have been used throughout 

the workplace design in order to strengthen the connection to these values. These 

furniture, fixture, and materials include raised laboratory bench surface and seating 

areas, which have been integrated into both the employee kitchen and into the

 informal work/meeting space (located at the end of the workplace’s north corridor). 

Stainless steel counters, used in labs for their sanitary and durability, have been 

integrated into the design of the guest beverage service area (located in the reception 

area on the south side of the coat storage), in the informal work/meeting space 

(located at the end of the north corridor), in the employee kitchen, and along the 

west wall of both the Japanese and Canadian workspace.  Stainless steel laboratory 

sink faucets and fixtures have been specified for the employee kitchen and water 

closets. Stainless steel workstation backings, also often found on the wall of 

laboratory workstations, have only been used in the Canadian workstations, as the 

Japanese workstation is not enclosed.
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5.3.2 Standardization of Corporate Identity in the Design of Torrent’s Workplace

 As demonstrated in the Starbucks precedent, a standardized corporate identity 

can be achieved in the design of interior space, even when located in different 

buildings around the world.  This standardized corporate identity can be attained 

through the display of a uniform brand name, as well as the consistent 

implementation of design elements, colors, materials, furniture, fixtures, and 

equipment in the design of the workplace. 

 In the case of Torrents workplace design, it is important to specify the design 

elements which should be standardized over its different workplace environments. 

The reception area, in terms of its furniture, materials and spatial organization,  

should remain as consistent as possible within the contexts of the different buildings 

where they are located. The display of the company’s brand name upon entering the 

building should remain consistent in terms of the style, size, and materials in which it 

is constructed. The glazed partial wall displaying the world’s different countries should 

also be used in the reception area of Torrent’s different workspaces.

 The ribbon is an important design element that should be applied to each of 

Torrent’s workplaces in a consistent way. This would include its use in major 

circulation pathways, its connection through different spaces through the floor, wall, 

and ceiling planes, as well as its use in entrances of rooms used as gathering or 

meeting spaces. The width of the ribbon should also remain consistent, as should its 

construction from jatoba Brazilian cherry wood. The transparent/semi-translucent 

glazed walls providing a view of the ribbon on the different rooms should also 

standardized in the design of Torrent’s different workplaces.

 Steelcase was specified as the manufacturer for the majority of the furniture 

found in Torrent’s workplace. This was done for two reasons. First, Steelcase in an 
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international furniture systems, technology and lighting company with over six 

hundred dealer locations around the world. The company’s headquarters are in North 

America, however it also services the Europe and Asia Pacific regions in which 

Torrents subsidiaries are located. This will insure that the same furniture pieces can 

be accessed and used consistently across Torrent’s different workplace environments. 

Secondly, acquiring the majority of its furniture from one manufacturer is beneficial 

for Torrent both in terms of efficiency and overall cost.

 Materials, fixtures and equipment used in the different workplaces should also 

be consistent in terms of color, texture, and overall aesthetic. If certain brands are not 

available in some countries, brands equivalent in cost and quality can be 

supplemented, but must first be reviewed by the company. Equipment such as 

computers, projection screens, printers, and fax machines, should be consistent 

where possible, however this is not imperative.

 Beyond the interior design of the workplace, it is important that the company 

develops a set of guidelines regarding the type of buildings it will occupy.  This is

important if a similar interior atmosphere is to be created in each of Torrent’s 

workplaces. These guidelines might include criteria such as high ceilings, large 

windows and ample natural light in the interior space, and a contemporary building 

design. A building which is sustainable and energy efficient would also be beneficial 

in supporting the company’s values. The layout of space within the building would 

be determined by the culturally adaptive design required for the national culture in 

which it was located.

 It would be expected that Torrent would have a design office in which it would 

commission the design of all its workplaces worldwide. The use of a consistent design 

office would help to insure consistency in the communication of corporate identity in 

their workplace environments. However the development of a set of design standards 
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for the company would also be useful in this respect. Ideally, the design office would 

work in conjunction with local designers whom are more closely acquainted with the 

culture, to develop the culturally adaptive portion of the design. This would help to 

achieve an even greater level of cultural adaptation in the workplace, and respond 

more immediately to changes within the country’s national culture.
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e  Within the context of globalization, a multi-national client company has 

emerged and, with it, a new set of challenges have been created within the ever more 

competitive global marketplace. This practicum set out to address several of these 

challenges through a reconsideration of the design of the workplace environment. 

This reconsideration involved a design that adapted to the cultures in which the 

company was located in order to better support their indigenous values, 

understandings, behaviors and practices. The design also involved the 

communication of a standardized corporate identity in order to improve the 

company’s recognition and differentiation within this increasingly large and 

competitive marketplace. The objective of the practicum was to demonstrate how 

both of these themes could be achieved through the design of a workplace 

environment, and further, to demonstrate the balance that must be struck, in order to 

achieve these themes simultaneously.

 An analysis of research in the areas of anthropology, cross-cultural research 

and management resulted in the development of two charts, one for each of the 

national cultures of Japan and Canada. These charts served two purposes: they 

compared and identified significant differences between Japanese and Canadian 

national work cultures, and they provided a synthesis of quantitative and qualitative 

research used to inform the culturally adaptive workplace designs in both countries.

 An examination of research in the areas of management, architecture and 

interior design identified the visual identity model or corporate visual identity as the 

expression of corporate identity within the built environment. The standardization of 

this corporate visual identity served two primary objectives: 1) the communication 

of a company’s identity in the design of its workplace, based on the company’s core 

values, and 2) the unification of the company’s multi-national subsidiaries. 
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 Two design solutions were developed for the multinational company Torrent. 

These solutions were based on research-based literature, precedent analysis, and the 

design programme. Each design solution demonstrates a balance between cultural 

adaptation and the standardized corporate identity. Further, the design solutions 

provide a comparison of two culturally adaptive designs, and demonstrate the 

difference in workplace design when a country’s cultural values are supported. The 

designs also demonstrate that regardless of how different this culturally adaptive 

design is between workplaces, a company’s corporate identity can still be 

communicated in a consistent and recognizable way. It is important to note however, 

that these designs provide only one of several possible solutions regarding the 

expression of cultural adaptation and corporate identity. Further areas of research on 

this subject matter would include the design of transition spaces which could help 

employees from other cultures integrate into the new work culture and culturally 

adaptive workplace environment.  Also, further research is needed on the degree to 

which these environments affect employee productivity.

 In achieving a balance in the design of Torrent’s workplace, this practicum 

created a scenario in which all parties could potentially benefit. For the interior 

designer, it provides an opportunity to play an important and relevant role in the ever 

changing landscape of commercial workplace design. For the employee, it could 

enable a greater sense of belonging, comfort, and well-being when at work. For the 

host country, it demonstrates cultural respect and promotes the endurance of 

indigenous national culture. Finally, for the multinational corporation, this balance 

provides the potential for increased competitiveness in the global marketplace.
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Figure 33. Graham Avenue building entrance. Image property of Manitoba Hydro.
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                   http://www.hydro.mb.ca/projects/downtown/downtown_design/index.
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Figure 34. Level Seventeen Circulation Floor Plan. Drawing property of Manitoba 
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Figure 37. North Exterior Building Elevation. Drawing property of Manitoba Hydro.    
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Figure 38. South Exterior Building Elevation.  Drawing property of Manitoba Hydro.
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                  Manitoba Hydro. Copyright permission obtained July 8, 2008.

Appendix A. Hofstede’s ‘Cultural Dimensions’ found in the Japanese and Canadian   
                      ‘Framework of Workplace Cultural Research Chart(s)’ and identified in 
                       terms of influence within the workplace. Copyright permission obtained         
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Appendix A. Trompenaars & Hampden–Turner’s ‘Dimensions of Culture’ found in the   
                       Japanese and Canadian ‘Framework of Workplace Cultural Research 
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                       Copyright permission obtained July 31, 2009 from The McGraw-Hill 
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Furniture & Fixtures Selection 

Seating
Manufacturer: Think Global
Product: Wind
Location: reception
Attributes:
-for commercial use
-clean simple design
-stainless steal detailing

Task chair
Manufacturer: Steelcase
Product: Think
Location: workspace (Japan & Canada), management & Sr. executive 
 workstations (upholstered in leather - Japan), conference rooms, client 
conference room (upholstered in leather), technology work room, security 
room, file room, training room
Attributes:
-several ergonomic features include a back flexors track, adjustable arms, 
flexible seat edge, comfort settings dial

Work surface
Manufacturer: Steelcase
Product: Ellipse
Location: workspace (regular workstations in laminate, 
management worktations in wood veneer- Japan), 
training room
Attributes:
-technology routed directly to user with integrated wire 
and cable management
-side-by-side and ninety-degree connections, and junc-
tion tops create a range of training room configurations
configurations
-ergonomic adjustability through crank height-adjustable 
work surfaces

Under work surface storage 
Manufacturer: Steelcase
Product: Currency
Location: workspace (Japan)
Attributes:
-fixed under work surface storage
-lockable drawer
-clean simple design
(*selection differs somewhat from image)
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Lateral file storage
Manufacturer: Steelcase
Product: Currency
Location: workspace (Japan)

Storage
Manufacturer: Steelcase
Product: Currency
Location: workspace (Japan)

Lounge seating
Manufacturer: Steelcase
Product: Circa
Location: workspace (Japan)
Attributes:
-pieces can connect to one another
-available with side tables of different heights

Workstation
Manufacturer: Steelcase
Product: Unsion
Location: Sr. executive workstation (Japanese workspace)
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Conference table
Manufacturer: Steelcase
Product: E-Table
Location: conference rooms (Japan & Canada)
Attributes:
-technology routed directly to user with
integrated wire and cable management

Workstation
Manufacturer: Steelcase
Product: Kick
Location: workspace (Canada)
Attributes:
-slidding door:
-provides user control over privacy
-integrated handle 
-reduces amount of space required
-lockable

Mobile pedestal storage
Manufacturer: Steelcase
Product: Kick
Location: workspace (Canada)
Attributes:
-mobile with handle
-lockable drawer
-soft top surface for seating

Stackable chair
Manufacturer: Steelcase
Product: Max Stacker
Location: assembly room
Attributes:
-stackable for easy storage
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Raised seating
Manufacturer: Steelcase
Product: Kart
Location: assembly room, training room, hallway 
seating, hallway kitchen
Attributes:
-pneumatic height adjustment
-mobile

Lounge seating
Manufacturer: Steelcase
Product: Archipelago
Location: media library, gathering spaces, secure 
workroom (Japan)
Attributes:
-available with either casters or legs
-available with upholstered arm option or tablet 

Storable meeting table
Manufacturer: Steelcase
Product: Workgroup storable meeting table
Location: assembly room
Attributes:
-mobile wheels and collapsible for easy storage
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Pendant lighting
Manufacturer: Lightolier
Product: FD02 Pendant with Outerglass
Location: client conference room
Attributes:
-used with dimmable highly energy efficient MR-161R 
inferred lamps

Down lighting
Manufacturer: Lightolier
Product: Nelio Lycaster MR-16 downlights
Location: reception area, workspace (Japan & Canada)
Attributes:
-used with dimmable highly energy efficient MR-161R 
inferred lamps

Polished chrome-plated double laboratory faucet 
Manufacturer: Zurn AquaSpec
Product: Z826B2
Location: Employee kitchen, water closets
Attributes:
-vandal-resistant color-coded metal four arm handles
-furnished with a 2.2 GPM [8.3 L] pressure compensating 
aerator
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Appendix C
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Material Selection 

Material Board for Japan’s & Canada’s Workplace Design.
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Material Location in Japan & Canada’s Workplace Design

1.  Reception wall

2.  Reception walls , workspace walls

3.  Reception walls, support space walls, 
     workspace walls

4.  Reception seating

5.  Reception floor, assembly room floor, file   
     room floor, training room floor, phone rooms)   
     floor, media library floor

6.  Reception wall, workspace wall(s)

7.  Reception seating

8.  Reception display wall

9.  Ribbon

10.  Reception counter top 

11.  Reception desk

12.  Phone room work surface, file room work surface

13.  Employee kitchen cabinets

14.  Employee kitchen counter top , hallway space work surface, reception beverage  
        area, work space west wall work surface

15.  Conference room seating, workspace work room seating (Canada)

16.  Water closet counter

17.  Reception floor, support space floor, workspace floor

18.  Workspace seating, workspace informal gathering space seating (Japan)

19.  Water closet floor, janitorial room floor, storage room(s) floor, service center floor, 
        mail room floor

20.  Reception glazed walls, support room(s) glazed walls, workspace glazed walls

21.  Reception glazed walls, support room(s) glazed walls, workspace glazed walls

22.  Workstation floor, gathering area(s) floor

23.  Workspace floor

24.  Water closet(s) walls
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