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Abstract

The study aims to examine similarities and differences in the way business students 
from different cultural backgrounds perceive soft skills based on Geert Hofstede’s cul-
tural model. Four business universities in Jordan and one in Hungary were included 
in the study. Both samples included 313 respondents. The main reason for selecting 
business students was that soft skills are essential for finding a job in the professional 
labor market. The quantitative analysis was carried out using a questionnaire, and sta-
tistical analysis was performed using SPSS software. The results confirmed a difference 
between Jordanian and Hungarian cultures in the perception of the importance of soft 
skills, which can be attributed to cultural differences. The Jordanian respondents gave 
the highest mean scores for their own skills in communication (M: 4.28), teamwork 
(M: 4.22), ethical skills (M: 4.17), and self-awareness (M: 4.17), while the Hungarian 
sample gave the highest mean score for teamwork (M: 4.29), ethical skills (M: 4.23), 
and empathy (M: 4.19). Furthermore, students also differed in terms of which skills 
they thought employers valued as necessary for a career starter. Jordanian young 
people gave the highest average score to responsibility (M: 4.12) and admitting when 
wrong (M: 4.41), while Hungarians gave the highest average score to communication 
(M: 4.13) and problem-solving (M: 4.10).
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INTRODUCTION

Soft skills are becoming increasingly valuable in today’s globally con-
nected society across various professions (Janani & Vijayalakshmi, 
2023; Nowacka & Rzemieniak, 2021). Leadership, interpersonal, and 
communication skills are among the soft skills that are now neces-
sary for success in the modern workplace (Shet, 2024). These skills 
are often seen as complementary to technical qualifications but are 
vital to create effective work dynamics within the organization. For 
example, the LinkedIn’s (2023) Global Talent Trends report has shown 
that 92% of employers consider soft skills to be either an “essential” or 

“very important” factor in hiring decisions. However, their importance 
for corporate culture is actually much greater. This makes acquiring 
these skills essential for business students to adapt to the changing 
and complex working environment in the corporate world. 

The importance attached to a particular soft skill and whether it is 
valued and recognized can vary from culture to culture, as different 
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cultures have different values and priorities and different ways of thinking. For example, Eastern cul-
tures might assign a higher importance to hierarchy and seniority, while Western cultures might value 
individuality. 

Hofstede’s cultural dimension theory suggests that nations with high Power Distance Index (PDI) 
scores, such as Malaysia (PDI of 100) and the Philippines (PDI of 94), emphasize hierarchy and respect 
for authority. In these countries, soft skills like politeness and deference are highly valued at work. On 
the other hand, societies that have low PDIs – for instance, the Netherlands (PDI 38) or Denmark (PDI 
18) – emphasize equality and directness in communication, thus making assertiveness more prized as 
a soft skill. This statistical evidence proves how different cultural norms can assign different levels of 
importance to certain soft abilities.

1. LITERATURE REVIEW 

Chattoraj and Shabnam (2015) found that employ-
ers and educational institutions complain that 
workers do not have enough soft skills. Workers 
are scientifically qualified to do a job, but lack ba-
sic soft skills such as communication and verbal or 
numerical reasoning. This highlights the impor-
tance of soft skills, as technical knowledge is not 
sufficient by itself.

Albandea and Giret (2018) defined soft skills as 
the ability of a person to relate to other people 
(interpersonal skills) and the ability of a person 
to regulate oneself (intrapersonal skills). Such 
skills also include the person’s additional abil-
ity to trust/care for both the creator and oth-
er people (extra personal skills). On the other 
hand, Magyar (2023) conceptualized that while 
hard skills are, in fact, professional competen-
cies, soft skills are those qualities or skills that 
cannot be learned (meaning academically). Soft 
skills help an employee to fit into the work en-
vironment. In other words, personal skills help 
the individual make use of technical skills with-
in the work environment. However, it is possible 
to develop soft skills through specialized train-
ing. To learn and develop soft skills, companies 
involve experts, trainers, and coaches who are 
aware of current global trends and practices 
(McLaren, 2019).

Furthermore, Lamri and Lubart (2023) stressed 
that firms are paying increasing attention to skills 
development and assessment. However, there is 
no consensus on what constitutes a soft skill and 
how much hard skills contribute to employee and 
employer success. This means that it is not easy to 

understand which soft skills are more important, 
as various factors can play a role, such as cultural 
factors, which are the topic of this study.

Ranstadt (2024) investigated other factors affect-
ing the importance of soft skills. The study found 
that the skills most often categorized as soft skills 
are organizational, teamwork, communication, 
flexibility-adaptability, and problem-solving skills. 
These skills can be useful in various types of jobs, 
but the job’s nature and the position’s level may 
influence the order of their importance. 

According to Danao (2024), several soft skills were 
considered to be the most important in the work-
place in 2024, based on the opinion of companies. 
They include communication, leadership, team-
work, creativity, time management, adaptabil-
ity, problem-solving, work ethic, critical thinking, 
conflict management, and emotional intelligence.

Tóthné Téglás and Kelemen-Erdős (2020) com-
pared non-graduate and higher vocational pro-
grams in the field of business within Hungarian 
higher educational institutes. They found differ-
ences between what the students considered im-
portant and what was expected by employers in 
the context of competencies (soft skills). These 
differences were most significant for the fol-
lowing skills: problem-solving skills, practical 
application of skills, communication skills, for-
eign language skills, organizational skills, stress 
tolerance, analytical skills, analytical approach, 
flexibility, and the ability to motivate others. 
Companies expect business students to per-
ceive reliability, accuracy, practical application 
of skills, autonomy, problem-solving, workload 
management, and work ethic. 
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On the other hand, Holik et al. (2020) conducted a 
survey of engineering students in Hungary to assess 
their soft skills. Their results indicated that the stu-
dents surveyed needed to improve their soft skills. 

Horvath-Csikós and Juhász (2021) analyzed how 
students perceive their own soft skills and how 
well they meet employers’ expectations. According 
to the results, gender, age, and educational attain-
ment influenced soft and hard skills in the sample 
studied. They found evidence for the importance 
of integrated soft skills courses in university edu-
cation, which can contribute to the development 
of soft skills for students entering the labor market. 
Furthermore, it is important to integrate soft skills 
courses into normal basic education (Pelesz, 2021; 
Juhász & Radics, 2019). 

The concept of soft skills development started very 
early in Hungary. This task appears as a goal in 
the National Curriculum (2012), as teachers are 
expected to pay attention to the development of 
soft skills at the primary level. However, the actual 
realization of these concepts has been question-
able, as the lack of soft skills can be observed later 
on in the secondary and higher education levels, 
not to mention in employment (Csapó, 2007). In 
the future, one of the tasks of education will be 
to develop these skills in line with labor market 
expectations and challenges at all levels of educa-
tion, taking into account the age-related needs of 
the learner.

 On the other hand, the topic of soft skills is not 
widely investigated in the Arabic world in general 
and in Jordan specifically. However, few studies 
can be referred to in this context. Adely et al. (2021) 
challenged the main idea of “skills mismatch” in 
Arab countries, particularly Jordan. They argued 
that youth unemployment is only due to a lack of 
appropriate skills, ignoring the larger social and 
economic problems. Although this might be con-
sidered an oversimplification of the problem, it 
can certainly hold some truth to it. 

Lubowiecki-Vikuk et al. (2023) focused primarily 
on the tourism and hospitality sector. Businesses 
operating in VUCA (volatile, uncertain, complex, 
and ambiguous) situations need specific soft skills. 
These skills include the ability to solve the prob-
lems, adapt, and prioritize customer needs.

R. O. Silva and G. D. Silva (2022) focused on ex-
ploring how curiosity in the workplace can in-
fluence workers’ creative abilities, particularly 
through their ability to connect ideas. The study 
provides valuable insights into the relationship be-
tween curiosity and creativity.

Amer (2018) highlighted the importance of en-
suring that business students acquire basic soft 
skills to increase their employability and enable a 
smoother transition from education to the labor 
market. The results stress that ensuring the devel-
opment of soft skills can address the problem of 
youth employability.

It is evident that in the Hungarian context, studies 
usually focus on employers’ expectations regarding 
soft skills and whether graduates meet them, which 
seems to be a significant issue in Hungary. On the 
other hand, the Jordanian studies focus more on job 
creation and how soft skills can help with that; this 
shows that unemployment is the biggest issue in 
Jordan (Assaad & Salemi, 2010; Fallah et al., 2019).

Dartey-Baah (2013) showed that Hofstede’s cul-
tural model can explain why research on soft skills 
between countries can vary. From that, this study 
can investigate the differences and similarities 
between graduates in Hungary and Jordan. The 
model identifies important cultural characteris-
tics that shape social goals. Hungary prefers or-
ganized surroundings with defined expectations, 
as evidenced by its high Uncertainty Avoidance 
Index score. This cultural characteristic, which 
reflects a desire for stability and predictability in 
the labor market, is consistent with the Hungarian 
emphasis on whether graduates match employers’ 
expectations for soft skills. Jordan, on the other 
hand, emphasizes hierarchical relationships and 
a less organized attitude to uncertainty, as seen 
by its greater Power Distance Index and lower 
Uncertainty Avoidance Index.

This cultural setting encourages an emphasis on 
job development and the contribution of soft skills 
to the fight against unemployment, demonstrat-
ing a practical solution to financial difficulties. 
These cultural variations show how societal values 
and financial circumstances influence the goals 
of schooling and approaches to the job market 
(Aycan et al., 2000).
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The aim of this study is to investigate the soft skills 
that students at business universities in Jordan 
and Hungary have learned. It also tried to deter-
mine how students perceive themselves in terms 
of these skills. The goal was to check whether 
Jordanian students, in contrast to Hungarian stu-
dents, perceive the value of soft skills in the labor 
market differently and whether they also value 
their own soft skills differently. Only Hungarian 
and Jordanian students from the respective uni-
versities participated in the research, excluding 
students of other nationalities, not to alter the 
results.

The study elaborated on the following hypotheses:

H1: Business students in Jordan have diffe-
rent perceptions of soft skills compared to 
Hungarian students.

H2: Business students in Jordan rate their 
own soft skills differently from Hungarian 
students.

2. METHODS

This paper used G. Hofstede and G. J. Hofstede’s 
(2008) theory of cultural dimensions as a basic 
framework to examine how business students in 
Jordan and Hungary perceive soft skills. The cul-
tural dimensions are power distance, individu-
alism, achievement and success motivation, un-
certainty avoidance, long-term orientation, and 
permissiveness. A user-friendly online tool was 
used to collect data using the Hofstede Cultural 
Dimensions Framework. 

This paper uses some of the 36 soft skills identified 
by the SkillsMatch (2022) project. The SkillsMatch’s 
project aimed to develop and demonstrate a 
European-wide assessment and learning guidance 
technology to help users tailor their skills to the 
needs of the labor market. In this project, 36 key soft 
skills were grouped into four categories. These were 
self-image and worldview, context and performance-
related, peer interaction, and methodological, intui-
tive, and lateral thinking (Juhász et al., 2023).

Based on Hofstede’s model, Jordan scored higher 
on the cultural dimensions of power distance and 
permissiveness. In comparison, Hungary scored 

higher on the cultural dimensions of individualism, 
motivation, uncertainty avoidance, and long-term 
orientation. These differences play a crucial role in 
the perception of business students’ soft skills. 

The main research method was a comprehensive 
cross-sectional survey using a structured question-
naire distributed electronically. A similar ques-
tionnaire was used by Horváth-Csikós and Juhász 
(2023), carefully designed to capture complex per-
spectives. Participants from different Jordanian 
universities (Hashmite University, The University 
of Jordan, Israa University, and Petra University) 
and from Budapest Business University via the 
university’s social media platform were selected. 
When selecting the sample, the focus was on busi-
ness students, as they are in a critical position for 
future professional environments where soft skills 
are critical. The business students were studying 
economics and management at their respective 
universities.

The 5-point Likert scale was used in the question-
naire, which allowed participants to express their 
level of agreement on certain statements. This 
scale was chosen for its widespread familiarity 
and ease of interpretation to increase the consis-
tency and reliability of the responses. Jordanian 
and Hungarian students were asked to answer the 
same questions. In both countries, the question-
naire was translated into the mother tongue, so 
the questions and possible answers were given to 
the respondents in Hungarian and Arabic.

The data were analyzed using various statistical 
techniques. Descriptive statistics, such as mean 
and standard deviation, were used to summa-
rize the soft skills scores. Inferential statistical 
methods, such as t-tests and analysis of variance 
(ANOVA), helped clarify significant differences 
and provided insights into possible cultural as-
pects of soft skills perceptions. The software SPSS 
version 28 was used for analysis.

The study was conducted in 2021–2023. The first set 
of questions dealt with the sample demographics 
(gender, age, education, and work experience). The 
second set of questions focused on the character-
istics of respondents’ soft skills and employers’ ex-
pectations of soft skills. The third set of questions 
focused on the opportunities for soft skills develop-
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ment. A validity analysis was conducted. To assess 
the internal consistency of the data, the Cronbach’s 
alpha coefficient was used, with 0.882 for the 
Hungarian sample, and 0.861 for the Jordanian 
sample. This suggests that the responses have a high 
level of reliability. It is also worth noting that the 
reliability of all 49 items in the study was excellent. 
The sample characteristics are presented in Table 1.

The results show that 54.3% of Hungarian respon-
dents were female and 45.7% male, so the Hungarian 
sample is dominated by females. In comparison, 
the gender distribution in the Jordanian sample 
showed that males accounted for 62.3% and females 
for 37.7%. Notably, only 0.9% of participants were 
between 31 and 40 years old, and none was between 
41 and 50 years old. In Jordan, the age distribution 
of respondents was as follows: 48.6% under 20 years, 
45.7% between 21 and 30 years, 5.7% between 31 
and 40 years, and no respondents between 41 and 
50 years. The breakdown of respondents’ work ex-
perience in Hungary and Jordan showed that all re-
spondents have work experience.

3. RESULTS

 A descriptive study of soft skills assessments by 
participants in Jordan and Hungary offers new 
perspectives on the relative value of different 
workplace talents (Table 2). 

In Hungary, respondents, on average, stress the 
importance of good communication skills (aver-
age 4.13) and consider this to be a key attribute in 
the workplace.

A preference for admitting mistakes when wrong 
(mean 3.86) is consistent with a recognition of ac-
countability and transparency in the workplace. 
This result may be influenced by cultural norms 
that emphasize clear and open communication 
and accountability.

In contrast, Jordanian participants place a high-
er value on certain soft skills. In the Jordanian 
workplace, leadership skills (mean 3.98) and the 
willingness to accept mistakes (mean 4.41) are 
particularly valued. The emphasis on leadership 
skills may reflect the cultural value of effective 
management and leadership in the workplace. 
Furthermore, the value of admitting mistakes is 
consistent with a work culture that values open-
ness and humility. Looking at the two countries, 
the t-test was used to detect significant differences.

 Table 3 shows that Jordanian participants perceive 
leadership skills as significantly more important 
than Hungarian participants. A non-significant 
p-value (greater than 0.05) indicates that there is 
no statistically significant difference in the per-
ceived importance of problem-solving skills be-

Table 1. Sample demographics

Demographics
Country

Hungary Jordan

Gender
Male (143): 45.7% Male (195): 62.3%

Female (170): 54.3% Female (118): 37.7% 

Age

Under 20 years old (225): 71.9% Under 20 years old (152): 48.6%

21 to 30 years old (85): 27.2% 21 to 30 years old (143): 45.7%

31 to 40 years old (3): 0.9% 31 to 40 years old (18): 5.7%

Work experience
No experience (0): 0% No experience (0): 0%

Employed (313): 100% Employed (313): 100%

Table 2. Importance of soft skills in the workplace 

Soft skills Hungary Jordan Mean Diff
Mean Std. deviation Mean Std. deviation

Good communication skills 4.13 0.727 3.87 0.711 0.26

Sense of responsibility 3.77 0.829 4.12 0.750 –0.35

Leadership skills 3.30 0.787 3.98 0.708 –0.68

Problem-solving skills 4.10 0.721 4.04 0.818 0.06

Desire for leadership 3.91 0.792 3.97 0.818 –0.06

Compassion 3.87 0.793 4.12 0.774 –0.25

Not avoiding tasks 3.91 0.819 3.58 0.775 0.33

Admitting when wrong 3.86 0.840 4.41 0.803 –0.55
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tween the Hungarian and Jordanian samples. 
There is no statistically significant difference in 
the perceived importance of the desire to drive 
between the Hungarian and Jordanian samples. 
Jordanian participants perceived compassion as 
significantly more important than Hungarian 
participants. Hungarian participants attach 
significantly more importance to not avoid-
ing tasks soft skill than their Jordanian coun-
terparts. Jordanian participants attach signifi-
cantly higher importance to leadership skill, 
sympathy, admitting when wrong soft skill than 
Hungarian participants. 

Following these results, it can be concluded that 
H1 is accepted for the following soft skills, namely 
good communication skills, sense of responsibility, 
leadership skills, compassion, not avoiding tasks, 
and admitting when you are wrong. In contrast, 
H1 is rejected for two soft skills, namely problem-
solving skills and desire for leadership.

The second hypothesis was tested by analyzing 16 
items of the questionnaire, which corresponds to 
a question asking respondents to rate 16 soft skills 
they perceive as their own.

In the area of driving, with Jordanians perform-
ing much better (mean: 3.98) than Hungarians 
(mean: 3.33), a difference of 0.65. In areas such 
as empathy, resourcefulness, and flexibility, 
Jordanians continued to perceive themselves as 
more skilled (Table 4).

In contrast to their Jordanian counterparts, 
Hungarian participants rated themselves high-
er on talents related to effective communication, 
moral and ethical reasoning, and strategic think-
ing. The observed differences in these abilities may 
be a consequence of different social norms and 
cultural values in terms of communication pref-
erences, moral concerns, and methodological ap-
proaches to problem-solving.

Table 3. t-test for H1

Soft skills t-value p-value Significant at p < .05?
 Good communication skills (F1) 4.71131 < .00001 YES

Sense of responsibility (F2) –6.21707 < .00001 YES

Leadership skills (F3) –11.68262 < .00001 YES

Problem-solving skills (F4) 1.08764 0.138538 NO

Desire for leadership (F5) –1.11089 0.133473 NO

Compassion (F6) –3.75635 0.000092 YES

Not avoiding tasks (F7) 5.7125 < .00001 YES

Admitting when wrong (F8) 13.09669 < .00001 YES

Table 4. Ratings of soft skills

Soft skills Hungary Jordan Mean Diff
Mean Std. deviation Mean Std. deviation

Good communication skills 4.13 0.803 4.28 0.905 –0.15

Critical thinking 3.82 0.853 4.11 0.887 –0.29

Leadership skills 3.33 0.978 3.98 0.951 –0.65

Entrepreneurship 3.27 1.032 3.69 1.012 –0.42

Ability to work in a team 4.29 0.786 4.22 0.877 0.07

Ethical and moral skills 4.23 0.792 4.17 0.878 0.06

Strategic thinking 3.79 0.806 3.39 0.852 0.4

Time management skills 3.65 0.975 3.27 1.001 0.38

Planning and organizational skills 3.89 0.832 3.55 0.958 0.34

Presentation skills 3.48 0.943 3.92 0.894 –0.44

Self-awareness 3.93 0.803 4.17 0.946 –0.24

Problem-solving skills 4.13 0.693 3.82 0.913 0.31

Empathy 4.19 0.909 4.15 0.897 0.04

Creativity 3.92 0.893 3.78 1.032 0.14

Flexibility 4.13 0.863 4.44 0.937 –0.31

Stress and conflict management skills 3.76 0.959 4.16 0.897 –0.4
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For example, there are differences in empathy, cre-
ativity, adaptability, and leadership. These differ-
ences suggest that Jordanian and Hungarian busi-
ness students may perceive different skills from 
each other. These results suggest that cultural and 
contextual variables may indeed influence how 
students perceive their own soft skills.

When analyzing communication and critical 
thinking, subtle differences in the self-concept of 
Hungarian and Jordanian business students were 
found.

There was a significant difference in the self-assess-
ment of leadership qualities between Hungarian and 
Jordanian business students (Table 5). Hungarian 
students rated themselves significantly higher than 
Jordanian students in terms of entrepreneurship. 
This could be the result of differences in exposure 
to entrepreneurial role models, entrepreneurial ed-
ucation, or cultural perceptions of innovation and 
risk-taking. There were no noticeable differences in 
the ability to work in a team, suggesting that cultur-
al attitudes are similar. This shows how important 
collaboration is in today’s workplace.

Although the difference is not statistically signif-
icant, Hungarian students are perceived to have 
slightly better moral and ethical qualities than 
Jordanian students. Hungarians scored much 
higher in strategic thinking than in leadership. 
This could be the result of cultural or education-
al influences on their self-evaluation. Hungarian 
students significantly outperform Jordanian stu-

dents in time management skills. Planning/orga-
nizing skills again showed a significant difference 
in favor of Hungarians. Educational and cultural 
influences may play a role.

Hungarian students perceive themselves as better 
performers than Jordanian students, which may 
be due to differences in schooling or cultural ex-
pectations regarding public speaking. Self-concept 
ratings did not show significant differences be-
tween Jordanians and Hungarians, suggesting that 
self-concept ratings are similar between cultures.

Hungarian students rate their problem-solving 
skills much higher than Jordanian students. This 
implies that Hungarian students are perceived to 
have a better understanding of complex problems 
than Jordanian students, perhaps due to teach-
ing strategies that strongly emphasize analyti-
cal reasoning and critical thinking. There was no 
discernible difference between empathy scores in 
Jordan and Hungary, suggesting similar perspec-
tives and emphasizing the value of empathy in in-
terpersonal interactions and group projects.

On the other hand, there is a notable difference 
in creativity, with Hungarians rating themselves 
higher. This raises the possibility of social impli-
cations for how creative and risk-taking people 
are perceived. Significant differences were found 
in both stress management and resilience, where 
Hungarians gave themselves higher self-ratings. 
This suggests that perceived resilience and con-
flict resolution ability may be influenced by cul-

Table 5. t-test for H2

Soft skills t-value p-value Significant at p < .05?
 Good communication skills 2.1934 0.014338 YES

Critical thinking 4.1692 0.000017 YES

Leadership skills 8.43 < 0.00001 YES

Entrepreneurship 5.1408 < 0.00001 YES

Ability to work in a team 1.0516 .146695 NO

Ethical and moral skills 0.8977 .184846 NO

Strategic thinking 6.0339 < 0.00001 YES

Time management skills 4.8111 < 0.00001 YES

Planning and organizational skills 4.7407 < 0.00001 YES

Presentation skills 5.0376 < 0.00001 YES

Self-awareness 3.4219 0.000332 YES

Problem-solving skills 4.7848 < 0.00001 YES

Empathy 0.5541 0.28985 NO

Creativity 1.8149 0.03501 YES

Flexibility 4.3054 < 0.00001 YES

Stress and conflict management skills 5.3892 < 0.00001 YES
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tural factors. There was a significant difference in 
stress and conflict coping, with Hungarians hav-
ing higher self-ratings, indicating the influence of 
culture on perceived coping ability.

There are also parallels and differences between 
business students in Jordan and Hungary in terms 
of their self-assessed skills. Some soft skills, such 
as teamwork and professional skills, do not dif-
fer significantly in the self-assessment of the 
two groups, while others show clear differences. 
Students’ self-assessments of a number of talents, 
including critical thinking, leadership, and entre-
preneurship, show statistically significant differ-
ences between Hungarian and Jordanian students. 
Following these results, it can be concluded that 
H2 is accepted for the 13 soft skills.

4. DISCUSSION

Universities have a prominent role to play in the 
development of these skills (Csapó, 1999, 2007). 
Brown and Neve (2024) found that social aspects 
influence the perception and importance of soft 
skills. The results of this study confirmed this 
finding.

Several observations can be made when analyz-
ing the results of the first hypothesis testing. In 
terms of power distance, higher power distance in 
Jordan indicates greater acceptance of hierarchi-
cal order. This may influence the perception of the 
value of leadership in Jordan, where people may 
place a higher value on good management and 
leadership than in Hungary. On the other hand, 
as far as individuality is concerned, Hungarians 
who score higher on individuality are more likely 
to support a loose social structure. This may be 
related to the emphasis in Hungary on leadership 
and communication skills, where courage and in-
dividual self-expression are valued.

Looking at the motivation for achievement and 
success, the higher motivation score in Hungary 
indicates a culture that values success, achieve-
ment, and competitiveness. This may be consis-
tent with Hungarian scores for language skills 
and taking responsibility for mistakes. Similarly, 
the higher ambiguity avoidance score in Hungary 
indicates a lower level of ambiguity tolerance for 

ambiguity avoidance. This may contribute to the 
importance of problem-solving skills and willing-
ness to avoid procrastination in Hungary, where 
a systematic and organized approach may be 
beneficial.

As for long-term orientation, Hungary’s higher 
long-term orientation score indicates a more prag-
matic, normatively oriented society. This may be 
related to Hungary’s high emphasis on language 
skills and the value of completing tasks without 
procrastination. Finally, looking at the indul-
gence scores, Hungary’s lower indulgence score 
indicates a more reserved society that values self-
control over pleasure. This may be consistent with 
Hungary’s emphasis on compassion, which may 
encourage moderation and empathy.

Krafft (2018) showed that family background has 
a significant impact on labor market performance, 
highlighting the diversity of factors that influence 
employability. Family background is directly influ-
enced by the cultural context, which creates a dif-
ferent climate in which people grow up with differ-
ent values. This present study shows that the avail-
ability and perception of soft skills can vary widely. 

The second hypothesis testing revealed signifi-
cant differences in the perception of Hungarian 
business students’ own soft skills compared to 
Jordanian students. One possible explanation for 
the differences in the self-assessment of business 
students in Jordan and Hungary is Hofstede’s 
model, which considers cultural elements.

In terms of power distance, reduced power dis-
tance in Hungary may encourage autonomous 
self-evaluation, while high power distance in 
Jordan may encourage students to conform to so-
cial norms in their self-evaluation. Individualism 
scores show that Hungary has a much higher in-
dividualism score than Jordan, indicating a soci-
ety that encourages autonomy and achievement. 
The observed differences in self-esteem can be 
explained in part by the fact that Hungarian stu-
dents tend to value themselves more highly and 
are more confident in their abilities.

Achievement motivation and success motivation 
scores indicate that Hungary’s strong achievement 
motivation suggests a success-oriented culture, 
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which may have encouraged students to value their 
business-related skills more highly than those in 
Jordan. This confirms the link between percep-
tions of one’s own abilities and cultural ideals. In 
terms of uncertainty avoidance, both in Hungary 
and Jordan, the level of uncertainty avoidance is 
medium to high, suggesting that students desire 
a well-organized environment with defined rules 
(Horstmeyer, 2020).

Hungary scores higher on long-term orientation. 
Hungarian students tend to prefer skills compat-
ible with stability and long-term success, which 
may explain some of the observed differences in 
self-assessed competences. Finally, in terms of 
indulgence, compared to Hungarians, who place 
more emphasis on success, Jordanians prioritize 
enjoyment and leisure, which may explain their 
higher indulgence scores.

CONCLUSION

This study investigated how business students in Jordan and Hungary perceive soft skills in relation to 
cultural issues. Firstly, it was found that the focus of the available literature differs between Jordan and 
Hungary, with the Jordanian literature focusing more on job creation through soft skills. In contrast, 
the Hungarian sample focuses more on meeting employers’ expectations. The study provided a strong 
foundation for the research by using Hofstede’s framework of cultural dimensions to explore the signifi-
cant cultural differences between the two nations. The results show that business students in Hungary 
and Jordan have different perceptions of the value of different soft skills in the labor market. For ex-
ample, significant differences could be demonstrated in their perceptions of their own soft skills, such 
as empathy, leadership, managerial skills, and accountability. Students’ self-assessments of a number of 
talents, including critical thinking, show statistically significant differences between Hungarian and 
Jordanian students.

Cultural differences, as identified by Hofstede’s model, may be the reason for these differences in 
perception and self-evaluation. In conclusion, the study demonstrated that cultural variations have 
a major impact on how business students from Jordan and Hungary perceive and evaluate their 
soft skills. This result emphasizes how crucial it is to consider cultural context while developing 
and evaluating soft skills. The primary constraint of this study was its concentration on students 
studying economics. Students from different fields and nations should participate in future studies 
to better grasp this subject.
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