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Abstract 
This study asks a novel question regarding the impact of Hofstede’s cultural 
dimensions on industrial actions. Different from previous studies, we take a 
more macro-level perspective to examine the influence of six cultural dimensions 
on industrial actions (strikes and lockouts). We expect more industrial actions 
to occur in cultures with low power distance, more collectivism, more 
femininity, high uncertainty avoidance, short-term orientation, and high 
indulgence. To test our hypotheses, we collect industrial actions data from the 
International Labor Organization (2019), cultural dimensions data from 
Hofstede (2015), GDP and population data from Miller, Kim, and Roberts 
(2018). We find some empirical support for our arguments. Specifically, we find 
more industrial actions in more feminine, high uncertainty avoidant, and 
shorter-term oriented cultures. Our study contributes to the literature of 
national cultural values, as well as studies on industrial actions. 
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INTRODUCTION 

Strikes and lockouts occur when management and labor cannot reach an agreement on contract terms: 
strikes when labor refuses to work and lockouts when management prevents labor from working. The 
2019 UAW strike at General Motors (GM) is a vivid example of the high costs of industrial actions. These 
costs are born not only by the striking workers (Gallagher, 2019, September 30), but also by other GM 
employees (Wayland, 2019, September 23), as well as the employees of GM’s suppliers (Gibson, 2019, 
September) and indirectly by other non-GM members of the union through the cost of strike pay 
(https://laborunionreport.com/2019/09/15/the-uaws-strike-at-gm-could-cost-union-12-5-million-per-
week-in-strike-pay-alone/). There are also costs to GM and their suppliers from production delays, and 
potential loss of sales and reputation. Many of the same risks and costs are incurred with a lockout.    
It is important to understand what contributes to these industrial actions, not only because of the 
detrimental effects on direct participants, but also because of the detrimental effects these actions have on 
customers, members of the community, and the general economy. Considerable research in negotiations 
focuses on the characteristics of the negotiators or specific negotiation tactics (Adair et al., 2004; Adair & 
Brett, 2005; Brett et al., 1998). However, we take a more macro-level perspective and investigate the 
potential impact of culture on industrial actions at the national level.  
In this study, we seek to utilize Hofstede’s six cultural dimensions to examine the propensity of a 
populace to engage in industrial actions (strikes and lockouts). We argue that knowledge of the cultural 
characteristics of a populace can help explain the occurrence of industrial actions at the national level and 
our results provide some support for this. Having knowledge of how culture might impact industrial 
action could be very helpful to both management and labor, especially when dealing with contract 
negotiations in a country other than the firm’s home country.  
We begin our discussion with an overview of Hofstede’s Cultural Dimensions and the outcomes with 
which they are associated. We then outline our hypotheses regarding each of the dimensions and 
industrial actions. Our hypotheses are then tested using ordinary least squares (OLS). After presenting 
our results, we provide a discussion of implications for future research.  
 
Hofstede’s Cultural Dimensions 

Culture is defined as “the collective programming of the mind which distinguishes the members of one 
human group from another” (Hofstede, 1980: 25). The national culture is the average pattern of beliefs 
and values. Hofstede’s terminology for describing national cultures consists of six different dimensions: 
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power distance, individualism / collectivism, masculinity / femininity, uncertainty avoidance, long-term 
versus short-term orientation, and indulgence versus restraint.  
The first dimension is power distance, which refers to “the extent to which a society accepts the fact that 
power in institutions and organizations is distributed unequally” (Hofstede, 1980: 45). High power 
distance cultures encourage unequal distributions of power among people. The degree of inequality is 
measured by the power distance scale. In organizations, the degree of centralization of authority is 
related to the level of power distance (Hofstede, 1983). Less powerful members of organizations are 
willing to accept the disparities in power and social status because this situation meets the psychological 
need for dependence of the people at the bottom of the social hierarchy (Hofstede, 1983). In low power 
distance societies, such as the United States, Austria, and Sweden, people from different social status tend 
to have more interactions than those in high power distance societies (Jackofsky, Slocum, & McQuaid, 
1988). In contrast, in high power distance societies, such as India, Mexico, and the Philippines, people are 
less likely to interact with people of the higher status. 
Individualism / collectivism is another dimension in Hofstede’s scheme. Collectivism is defined as “a 
tight social framework in which people distinguish between ingroups and outgroups”. Individualism is 
characterized by “a loosely knit social framework in which people are supposed to take care of 
themselves” (Hofstede, 1980: 45). In individualistic societies, such as Canada, Great Britain, New Zealand, 
and the United States, employees’ individual achievements are highly valued. People are expected to take 
care of themselves. In collective cultures (e.g., Iran, China, Japan, and Peru), workers tend to focus on 
consensus and harmony (Sidle, 2009). Collective cultures emphasize in-group loyalty and 
interdependence. The group will protect group members and care for them (Jackofsky et al., 1988). 
The third dimension is masculinity / femininity, concerned with the extent to which roles for males and 
females in the society are defined differently. Societies with a relatively large social gender role division 
are called Masculine societies, while societies with a relatively small social gender role division are called 
Feminine societies. In masculine societies, males are expected to take the more dominant and assertive 
roles, to be competitive, and to strive for material success, while females are expected to take the more 
service-oriented roles, and care for children and nonmaterial quality of life. Masculine cultures, such as 
Japan, Austria, and Italy, emphasize that a job should provide opportunities for growth, recognition, 
challenge, and advancement. In other words, work environments in masculine cultures tend to reward 
top performers with high salaries (Sidle, 2009). In contrast, feminine societies, such as Sweden, Portugal, 
and Norway, emphasize “good working conditions, security, the open expression of emotion, and the use 
of intuition rather than hard facts as a problem-solving mode” (Jackofsky et al., 1988: 40). 
The fourth dimension is uncertainty avoidance, which refers to the extent to which people in the society 
feel threatened by unstable, unstructured, and ambiguous situations and try to avoid uncertainty. High 
uncertainty avoidance societies try to avoid uncertain situations by establishing more formal rules, 
providing better career stability, and not tolerating deviant behaviors. Accordingly, there are many 
norms, rules, and standards for correct behavior in high uncertainty avoidance societies. If people do not 
strictly follow the rules or ignore the standards, they are likely to be punished or criticized. In contrast, in 
low uncertainty avoidance societies, organizations tend to have fewer formally written rules and policies. 
People in low uncertainty avoidance societies will be relatively tolerant of different opinions and 
behavior because they do not feel as threatened.  
The fifth cultural dimension is long-term versus short-term orientation, which is also called Confucian 
dynamism (Hofstede & Bond, 1988). Long-term orientation refers to future-oriented values while short-
term orientation refers to past-oriented and present-oriented values. Long-term oriented cultures 
emphasize persistence and thrift, whereas short-term oriented cultures focus on tradition and fulfillment 
of social obligations. Short-term oriented cultures tend to have little or no economic growth, whereas 
long-term cultures have fast economic growth and prosperity (Hofstede, Hofstede, & Minkov, 2010). 
The last cultural dimension is indulgence versus restraint. Highly indulgent societies allow or encourage 
the fulfillment of human desires for fun and enjoyment. People in highly indulgent societies tend to 
develop technology more rapidly to create a better society. Highly restrained societies, however, control 
gratification of desires and endorse strict social norms. People in restrained cultures tend to be more 
negative and pessimistic, while those in less restrained cultures are more optimistic.  Indulgence tends to 
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prevail in Western Europe, North and South America.  Restraint tends to triumph in Eastern Europe, 
Asia, and in Muslim cultures (Hofstede, 2011). 
 
Hofstede’s Cultural Dimensions and Outcomes 
Since the publication of Culture’s Consequences: International Differences in work-Related Values 
(Hofstede, 1980), researchers have applied Hofstede’s cultural dimensions in a large variety of empirical 
studies published in business journals (Kirkman, Lowe, & Gibson, 2006). For example, prior studies have 
found the effect of cultural dimensions on innovation (Jones & Teegen, 2001; Shane, 1995; Shane, 
Venkataraman, & MacMillan, 1995), entrepreneurship (Morris, Davis, & Allen, 1994; Thomas & Mueller, 
2000), entry modes (Chang & Rosenzweig, 2001; Kim & Hwang, 1992; Shane, 1994), foreign direct 
investment (Habib & Zurawicki, 2002; Thomas & Grosse, 2001), joint venture performance (Barkema, Bell, 
& Pennings, 1996; Barkema et al., 1997; Luo & Peng, 1999), work related attitudes (Peterson et al., 1995; 
Schneider & De Meyer, 1991; Thomas & Au, 2002), leadership (Offermann & Hellmann, 1997; Shenkar & 
Zeira, 1992), and human resource management (Newman & Nollen, 1996; Ryan et al., 1999). Researchers 
have also examined the associations between Hofstede’s cultural dimensions and societal outcomes, such 
as national accounting systems (Salter & Niswander, 1995), national wealth (Diener & Diener, 1995; 
Diener et al., 1995; Franke, Hofstede, & Bond, 1991), and intellectual property violations (Ronkainen & 
Guerrero-Cusumano, 2001).  
However, to our knowledge, the relationship between Hofstede’s cultural dimensions and industrial 
actions (strikes and lockouts frequencies) has yet to be examined. Given the detrimental effects of 
industrial actions on direct participants, customers, community, and the general economy, it is important 
to understand the relationship between Hofstede’s cultural dimensions and industrial actions (strikes and 
lockouts frequencies). 
 
Power distance and industrial actions 

As described earlier, power distance focuses on the willingness of society to accept wide disparities in 
social status and power between those at the top of the social hierarchy and those at the bottom. High 
power distance cultures expect and accept such wide differences while low power distance cultures do 
not and instead strive for a flatter social hierarchy and egalitarian interactions. Such a difference in 
willingness to accept social inequality is likely reflected in labor relations and the acceptability of letting a 
formal contract dispute reach an intractable impasse, leading to an industrial action. To the extent that 
workers in high-power distance cultures accept that management has more power in the relationship, we 
would expect fewer industrial actions in high-power distance cultures. By the same token, if workers in 
low-power distance cultures see the relative power of management as roughly equal to that of workers, 
we would expect them to be more willing to allow a labor dispute to reach an impasse and more 
accepting of industrial action as a bargaining tool.  
Hypothesis 1: We expect more industrial actions to occur in low power distance cultures than in high 
power distance cultures.  
 
Individualism/collectivism and industrial actions 

Individualistic cultures emphasize individual capability and achievement, while collectivistic cultures 
emphasize in-group loyalty and interdependence (Hofstede, 1980; Jackofsky et al., 1988; Sidle, 2009). The 
potential influence of collectivism on industrial actions is, perhaps, the most obvious of the cultural 
dimensions. Strikes are, by definition, collective actions by groups with shared identities and interests. To 
the extent that these in-group identities are reinforced during the labor negotiations process, we would 
expect that elevating the group’s shared interest over that of the individual would be seen as important 
and individual losses during an industrial action might be viewed as a sacrifice for the greater good.  
Hypothesis 2: We expect more industrial actions to occur in more collectivistic cultures than in 
individualistic cultures.  
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Masculinity/femininity and industrial actions 
As mentioned previously, masculine cultures are associated with individual achievement (which implies 
competition), whereas feminine cultures are associated with cooperation and consensus. Because strikes 
and lockouts are the opposite of cooperation, we might initially expect more masculine cultures to strike 
more frequently. However, consensus within one’s own group requires more than just a majority vote. 
Consensus implies group solidarity and harmony and it might be that the feminine cultural desire for 
consensus within one’s group outweighs the desire for cooperation with the other party in the 
negotiation.  
Hypothesis 3: We expect more industrial actions to occur in more feminine cultures than in more 
masculine cultures.  
 
Uncertainty avoidance and industrial actions 
Uncertainty avoidance is characterized by lack of tolerance for uncertainty and ambiguity (Hofstede, 
1980; Hofstede, 1983). The impact of this cultural dimension is the most complex to predict. On the one 
hand, if one wishes to avoid uncertainty, one might be willing to accept the first offer a company would 
make, lowering the frequency of strikes in avoidant cultures. In addition, because rigid codes of behavior 
and following the rules are emphasized in uncertainty avoidance cultures, industrial actions might be 
seen as violations of the social compact. Those in low uncertainty avoidance cultures are more open to 
change and therefore might be less likely to feel pressure to come to an agreement. However, uncertainty 
avoidance might lead a group to be willing to strike to get contractual guarantees of future employment 
and promises not to close facilities and lay-off workers, and that might increase the frequency of strikes in 
avoidant cultures. In other words, those in high uncertainty avoidant cultures might prefer to trade a 
short period of uncertainty now for securing control over the future through the certainty of an improved 
long-term contract. We therefore propose two competing hypotheses: 
Hypothesis 4a: We expect more industrial actions in high uncertainty avoidant cultures than in low 
uncertainty avoidant cultures.  
Hypothesis 4b: We expect more industrial actions in low uncertainty avoidant cultures than in high 
uncertainty avoidant cultures.  
 
Long-term versus short-term orientation and industrial actions 
Long-term versus short-term orientation describes “the choice of focus for people’s efforts: the future or 
the present” (Hofstede, 2011: 8). Long-term orientation emphasizes focusing on the future, whereas in 
short-term oriented cultures, people’s efforts focus on the present (Hofstede & Bond, 1988). This 
difference in focus likely translates to different willingness to resort to industrial actions. While, on the 
surface, long-term orientation might appear lead to a willingness to accept the short-term sacrifices of 
industrial actions, those with a long-term orientation might also be aware that, in the long run, striking 
might create greater losses for the workers than any incremental gains achieved through industrial action 
(Enderwick, 1982). Relatedly, management in long-term orientation cultures might also understand that 
the risks of a lockout are not worth the potential long-term losses incurred due to the work stoppage and 
reputation damage. Conversely, those with a short-term orientation likely prioritize the potential short-
term outcomes of strikes and are more motivated to engage in industrial actions.  
Hypothesis 5: We expect more industrial actions to occur in cultures with short-term rather than long-
term orientation.  
 
Indulgence versus restraint and industrial actions 
Cultures high in restraint suppress gratification and endorse strict social norms. The emphasis on 
delaying gratification and following the social pressure to find a peaceful solution to a disagreement lead 
us to assert that high restraint cultures would be less likely to allow labor negotiations to deteriorate into 
industrial actions. In addition, members of an indulgent society might see themselves as more entitled 
and, thus, might be more willing to strike.  
Hypothesis 6: We expect more industrial actions in cultures high in indulgence rather than in restraint.  
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METHODOLOGY 
Our data comes from three sources. Data on industrial actions comes from the International Labor 
Organization (2019). These actions include labor strikes and walkouts. The data is available from 2006 to 
2018, but is not available for every country every year, and the data source for a given country might 
change over the course of the sample period. We combine data from all sources for a given country to 
arrive at our annual estimate of industrial actions. To determine the average annual number of industrial 
actions per year, we sum all available observations and divide by the number of years with data for a 
given country. Our data on the dimensions of culture come from Hofstede (2015). Our data for annual 
gross domestic product (GDP) and population come from Miller, Kim, and Roberts (2018). 
We use the raw average annual number of strikes and lockouts (henceforth referred to as ‘industrial 
actions’) per year by country in our analysis, but we also standardize this data and transform it to account 
for differences between countries and the potential non-linear relation between industrial action 
frequency and culture. Ceteris paribus, countries with greater populations might be more likely to 
experience industrial actions. Therefore, we divide the raw industrial action frequency data by 
population (in millions) to create a measure of industrial actions free from the influence of population. 
Countries with larger economies might expect to experience more industrial actions, so we create another 
data series by dividing the raw industrial action frequency data by GDP (in billions, measured using 
purchasing power parity).  
The analyses we perform (Pearson correlations and ordinary least squares (OLS) regressions) assume a 
linear relation between variables. However, we suspect the relations between our industrial action data 
series and the different measures of culture might not be linear. For example, assuming a linear relation 
would mean that the same incremental changes in culture indices which would cause an increase in 
industrial actions from one to two would cause an increase in industrial actions from 51 to 52. Rationally, 
one might just as easily assume that such a change would cause a doubling from 51 to 102. To determine 
which relation is more appropriate, we use a natural logarithm transformation of all three of our 
industrial action data series. To sum up, we have three untransformed data series of industrial actions 
(raw, divided by population, and divided by GDP) and three transformed data series (the natural 
logarithms of the three untransformed data series).  
Table 1 contains the names of all 39 countries in our sample. The geographic dispersion, ethnic diversity, 
religious diversity, and differences in legal system origins among these countries provides for a dataset 
with considerable variation, improving the power of our tests to identify relations between cultural 
dimensions and industrial action frequency.  

[INSERT TABLE 1 HERE] 
 
Table 2 contains univariate analyses for all the variables we use in our analysis. Examination of the means 
and medians of the untransformed industrial action variables highlights the skewness of their 
distributions. Log transformations are helpful in addressing such skewness. Examination of means and 
medians for the log-transformed variables show that our use of the log transformation reduces the 
skewness of these variables’ distributions. The descriptive statistics for population and GDP demonstrate 
the demographic diversity of the countries in our sample. Examination of the minimums and maximums 
for the culture indices also indicates a tremendous cultural diversity across our sample countries. These 
variations should prove helpful in detecting relations between the culture indices and strike frequency if 
such relations exist.  
We use two statistical techniques to examine the relations between the culture indices and strike 
frequency. First, we perform a bivariate analysis using Pearson Correlations. This analysis has the 
advantage of being simple to understand, but fails to control for the impact of the other culture indices on 
the relation between a given culture index and industrial action frequency. Second, we perform an 
ordinary least squares (OLS) regression of our various industrial actual frequency variables on the culture 
indices using the model presented in equation (1).  

Strikei = α1 + β1PDIi  + β2IDVi + β3MASi + β4UAIi + β5LTOi + β6IVRi + εi                 (1) 
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where Strikei  is one of the six strike frequency variables for country i and the independent variables are 
Hofstede’s (2015) six cultural indices for the same country. PDI is the power distance index, IDV is 
individualism, MAS is masculinity, UAI is uncertainty avoidance, LTO is Long Term Orientation, and 
IVR is Indulgence versus Restraint.  Unlike correlation analysis, OLS analysis allows us to see the impact 
of each individual culture index while controlling for the effects of the other five culture indices.  
 
RESULTS 
No significant results were found in support of either Hypothesis 1, (we expect more industrial actions to 
occur in low power distance cultures than in high power distance cultures), or Hypothesis 6 (We expect 
more industrial actions in cultures high in indulgence rather than in restraint). Significant effects for some 
measures were found for Hypothesis 2 – 5 and we discuss them below.  
For Hypothesis 2, we expected to find more industrial actions to occur in more collectivistic cultures than 
in individualistic cultures. Collectivism/individualism was only predictive of one industrial action 
measure, Log of Average annual strikes, and we found the opposite effect from what was predicted. 
Individualism was positively associated with this measure (.04). At first, this might seem surprising since 
strikes are collective actions. However, if we focus on the inability to reach an agreement as a group as 
the cause of industrial actions, it makes sense that strike would be more common in cultures where 
people value the right of the individual to dissent over the pressure to conform to group desires.  
For Hypothesis 3, we expected more industrial actions to occur in more feminine cultures than in more 
masculine cultures. Masculinity/femininity was predictive of only one measure of industrial action. For 
the Log of average strikes/population, MAS = - .017, meaning that femininity was predictive of more 
strikes, supporting Hypothesis 3.  
We find our strongest support for Hypothesis 4a, as more industrial actions were found in higher 
uncertainty avoidant cultures than in lower uncertainty avoidant cultures. Uncertainty avoidance was 
predictive of five of the six measures of industrial action: average annual strikes 3.79, average annual 
strikes/GDP .0058, Log of annual strikes .0363, and Log of average annual strikes/population .0201, and 
Log of annual strikes/GDP .004).  
Hypothesis 5, in which we expected more strikes to occur in cultures with short-term rather than long-
term orientation, received strong support. Short-term orientation was predictive of four of the six 
measures of industrial actions: Average annual strikes/population -.1908, average annual strikes/GDP -
.0074, Log average annual strikes/population -.0180, Log average annual strikes/GDP -.0048).  
 
DISCUSSION 
Our assertion was that cultural characteristics can explain some of the propensity for a populace to 
engage in industrial actions. Our results provide support for this, especially for uncertainty avoidance 
and short-term orientation. The strongest support was found for the dimension that was the most 
complicated to predict, uncertainty avoidance.  The propensity to strike was higher in uncertainty 
avoidant cultures, implying that individuals in those cultures would rather reject an immediate offer that 
does not include satisfactory guarantees in favor of achieving a more desirable contract. Future research 
at the more micro-level could provide a finer-grained analysis into the influence of this dimension on 
both labor and management behavior.  
Although our investigation examined the direct effects of cultural dimensions on the industrial actions, 
we encourage future researchers to look at potential interactive effects among the cultural dimensions. 
There might be constellations of cultural dimensions that might have higher explanatory power than 
single dimensions.  
A practical question is how can this information be used?  Having knowledge of how culture might 
impact industrial action could be quite helpful to both management and labor, especially when dealing 
with contract negotiations in a country other than the firm’s home country. 
 
LIMITATIONS 
This study has several limitations. Our investigation was limited by the number of countries for which 
we had cultural dimension data and some aggregation was necessary for the industrial actions data. In 
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addition, due to limited sample size and lack of individual and group level data, this study cannot 
examine the interactions of micro-macro level of analyses.  

 
CONCLUSIONS 
The research question in our study is to understand what contributes to industrial actions. We utilize 
Hofstede’s cultural dimensions to examine the propensity of a populace to engage in strikes and lockouts. 
This study demonstrates that some cultural characteristics of a populace can help explain the occurrence 
of industrial actions at the national level. Our empirical results supported our hypotheses that femininity, 
high uncertainty avoidance, and short-term orientation are predictive of more industrial actions. 
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Table 1: Countries in the dataset 

Argentina Australia Austria Brazil Canada 

Chile Colombia Denmark El Salvador Finland 

Germany Hong Kong Hungary India Ireland 

Italy Japan Malaysia Malta Mexico 

Netherlands New Zealand Norway Peru Philippines 

Poland Portugal Romania Singapore South Korea 

Spain Sweden Switzerland Thailand Trinidad and Tobago 

Turkey United Kingdom United States Uruguay   

 
 

Table 2: Descriptive statistics 
 

Variable Mean Std Dev Median Minimum Maximum 

Average annual strikes 186.40 315.30 24.08 0.00 1261.69 

Average annual strikes/population 7.26 12.17 1.85 0.00 55.33 

Average annual strikes/GDP 0.24 0.41 0.04 0.00 1.80 

Ln(Average annual strikes) 3.64 2.04 3.22 0.00 7.14 

Ln(Average annual strikes/population) 1.34 1.20 1.05 0.00 4.03 

Ln(Average annual strikes/GDP) 0.17 0.26 0.04 0.00 1.03 

Population (millions) 78.30 211.90 24.28 0.43 1309.35 

GDP(billion USD PPP) 1730.17 3233.12 688.82 17.30 18569.10 

Power Distance Index (PDI) 53.62 21.24 56.00 11.00 104.00 

Individualism (IDV) 49.69 24.80 48.00 13.00 91.00 

Masculinity (MAS) 50.44 20.47 52.00 5.00 95.00 

Uncertainty Avoidance Index (UAI) 64.77 24.77 65.00 8.00 104.00 

Long Term Orientation (LTO) 43.61 20.99 38.29 12.59 100.00 

Indulgence versus Restraint (IVR) 55.33 19.60 57.37 16.96 97.32 
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Table 3: Pearson Correlations. Bold correlations significant at p = 0.10. 
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Average annual strikes/population 0.53                         

Average annual strikes/GDP 0.56 0.92                       

Ln(Average annual strikes) 0.78 0.55 0.55                     

Ln(Average annual strikes/population) 0.62 0.87 0.83 0.71                   

Ln(Average annual strikes/GDP) 0.61 0.93 0.99 0.60 0.88                 

Population (millions) 0.10 -0.15 -0.13 0.22 -0.23 -0.14               

GDP(billion USD PPP) 0.06 -0.17 -0.17 0.16 -0.24 -0.19 0.58             

Power Distance Index (PDI) -0.01 -0.22 -0.07 -0.11 -0.30 -0.09 0.22 0.00           

Individualism (IDV) 0.17 0.17 0.03 0.26 0.25 0.05 0.02 0.27 -0.70         

Masculinity (MAS) 0.11 -0.26 -0.19 -0.02 -0.24 -0.21 0.13 0.24 0.05 0.10       
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Uncertainty Avoidance Index (UAI) 0.25 0.13 0.31 0.32 0.28 0.33 -0.14 -0.12 0.24 -0.32 0.12     

Long Term Orientation (LTO) 0.04 -0.20 -0.26 0.00 -0.19 -0.27 0.05 0.07 -0.09 0.13 0.16 -0.07   

Indulgence versus Restraint (IVR) -0.27 -0.02 -0.05 -0.16 -0.01 -0.05 -0.22 -0.05 -0.33 0.14 -0.12 -0.13 -0.49 
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Table 4: OLS Regressions. 
 

Dependent 

Variable 

Average annual strikes Average annual 

strikes/population 

Average annual 

strikes/GDP 
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Intercept 61.4163 0.12 31.1922 1.67 0.8296 1.34 

PDI 0.5651 0.16 -0.1541 -1.15 -0.0037 -0.84 

IDV 4.4958 1.53 0.0820 0.74 0.0021 0.56 

MAS 0.4300 0.17 -0.1598 -1.69 -0.0042 -1.35 

UAI 3.7953 1.77 0.1074 1.33 0.0058 2.18 

LTO -2.2526 -0.79 -0.1908 -1.77 -0.0074 -2.07 

IVR -5.3861 -1.67 -0.1865 -1.53 -0.0061 -1.51 

R2 0.2206 0.2571 0.2806 

Dependent 

Variable 

Ln(Average annual 

strikes) 

Ln(Average annual 

strikes/population) 

Ln(Average annual 

strikes/GDP) 
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Intercept 1.5956 0.52 2.9240 1.79 0.5569 1.47 

PDI 0.0041 0.19 -0.0180 -1.53 -0.0026 -0.95 

IDV 0.0402 2.23 0.0129 1.33 0.0015 0.66 

MAS -0.0131 -0.85 -0.0165 -1.98 -0.0030 -1.54 

UAI 0.0363 2.75 0.0201 2.85 0.0040 2.47 

LTO -0.0120 -0.68 -0.0180 -1.91 -0.0048 -2.19 

IVR -0.0242 -1.22 -0.0172 -1.61 -0.0040 -1.62 

R2 0.3000 0.4092 0.3237 

 


