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Abstract 

Enabling Awareness, Mutuality and Change: Leadership, Communication and 

Teamwork in Cross-Cultural Settings 

By 

Karakütük Orkan Koray 

This Master’s Thesis addresses the cultural influences on the behavior of managers when 

working together in global business environments. It is assessed how people develop these 

mindsets, where improvements are visible and where sufficiencies are transparent. 

Similar mindsets can develop with the help of global experiences, but cultural differences still 

exist and influence the perceived importance of traits necessary for effective leadership, 

communication and teamwork. The own education is not necessarily sufficient to be effective 

in international business environments, which means that an individual has to be willing to 

understand differences deeply as well as change and develop himself accordingly. Managers 

are often unaware of the influences of social attitudes, although these are key elements required 

which help to cope properly with cultural differences. While differences may always exist, the 

proper handling of differences and the resulting judgements need to be carefully managed. The 

effective management of conflicts enables people to perform at their maximal potential. Change 

becomes vital, and includes questioning one’s own beliefs which were learned and applied to 

acquire new ones. Therefore, it is important to realize that change starts within ourselves. 

Keywords: Culture, Awareness, Intercultural Readiness, Transformation, Cross-Cultural 

Competencies  
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1. Introduction 

Today’s enterprises are operating in global scales, with offices and production facilities in 

countries all around the world (Bateman & Snell, 2013). This transcendence of borders led to 

the growth of corporations through entering international markets and having access to not only 

new regions, but new talents as well. Globalization, technological change, the necessity of 

knowledge and ideas, and cooperation across the boundaries of an organization define the 

competitive landscape of businesses today. The rapidly changing nature of those elements 

makes management a challenge that requires constant adaptation to new circumstances. 

Increased pressures in the global environment raises the demand for the best resources, 

including the best talents in the market. It is not too early for students today to think about the 

personal implications of this. Jim Goodnight, CEO of SAS stated that “the best thing business 

schools can do to prepare their students is to encourage them to look beyond their own 

backyards” (Bateman & Snell, 2013). He encourages students to look for opportunities in the 

world, and they should take advantage of these opportunities with the support of their schools. 

The success of modern businesses is dependent on the knowledge which enables innovative 

products as well as the delivery of services (Bateman & Snell, 2013). This makes it vital for 

managers and organizations to manage this knowledge effectively. The unlocking, sharing, 

finding and the resulting collective capitalization on people’s expertise and skills, wisdom and 

relationships is therefore the goal of knowledge management. This collaboration helps people 

to learn and generate new ideas, which may lead to the harnessing of those ideas into successful 

innovations. The effective cooperation of people is therefore essential, as is productive 

communication, knowledge sharing and a commitment to performance. 

DOI:10.6814/NCCU201900016 
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In contrast to the importance of knowledge management and collaboration, reality does paint 

another picture. The research of Renate Motschnig and David Ryback (2016), in which 

participants were asked how they perceive the listening abilities of their colleagues, is visible 

in Figure 1-1. 

 
Figure 1-1: How many really good Listeners are in your Work Environment? 

Figure 1-1 shows that the majority of people do not see good listeners in their work environment, 

even though the importance of communication is indisputable. Especially in today’s 

environment, where people from different cultures work together, mutual understanding and 

listening to each other is a fundamental need. It is important to understand where these 

perceptions are originating, and what individuals can do to improve their relationships with 

others. In a multicultural environment, the way one communicates, leads and works, as well as 

the effectiveness of these methods, may vary. People from different cultures may have different 

understandings and beliefs which reflect their behavior and perceptions, and these need to be 

kept in mind since they may lead to potential misunderstandings. 
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From the above figure, there are several questions which need clarification: What makes people 

unwilling or incapable to work with? How can a manager, in order to extract the best out of 

people, do in order to create a harmonious work environment with people who have differences? 

How do we work or manage differences? How far does our awareness of our own cultural 

influences go? What can an individual do to improve and reach beyond his comfort-zone? And 

are international managers in training really sufficiently educated to face challenges in a 

multicultural business environment? 

This Master’s Thesis informs readers about culture, cultural differences and its influences on 

how people behave, work and communicate with each other. The aim of this Master’s Thesis is 

to help readers to better understand cultural differences as well as better understand oneself, 

work more effectively together and improve one’s cross-cultural competencies. It will also 

invite readers to reflect on the global mindset, even for managers or students, who receive 

specialized education to be performant, but may perceive the world from their own lenses. 

Cultural self-awareness as well as finding ways on how to approach differences will be of high 

importance. To reflect this on future managers, this research aims to analyze how international 

experiences and study programs have influenced the mindset of international students. It will 

be assessed if the participants are aware of the importance of personal change and traits needed 

to embrace change and cultural differences. Additionally, it will be analyzed how mature the 

knowledge of the interviewees is with regards to cross-cultural competencies. It is likely that 

international experiences and global study programs gave the interviewees similar knowledge 

about cultural differences, the idea of leadership, teamwork and communication, which makes 

a certain degree of similarities reasonable. Due to different educations though, it is also 

expected that cultural differences remain and do not vanish. 

DOI:10.6814/NCCU201900016 
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While this first chapter represents the introduction, the second chapter will provide a theoretical 

background and focus on the meaning of culture, cultural differences, challenges when cultures 

clash, the necessity of culture and the benefits it delivers. The third chapter introduces readers 

to the research done, where the methodology is explained. The results of the research are in the 

fourth chapter, where these are visualized in a table and discussions take place. The fifth chapter 

builds the conclusion, where the implications of the results are summarized and 

recommendations are given. The references can be found on the sixth chapter and the full 

interview questions in the Appendix. 
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2. Literature Review 

2.1. Culture and Cultural Differences 

2.1.1. Definition of Culture 

There are many different ways authors and organizations defined culture in the past. The United 

Nations Educational, Scientific and Cultural Organizations describe the process of defining 

culture as a long and controversial matter and articulate culture as a “complex whole which 

includes knowledge, beliefs, arts, morals, laws, customs, and any other capabilities and habits 

acquired by [a human] as a member of society” (UNESCO, 2019). The Center for Advanced 

Research on Language Acquisition of the University of Minnesota defines culture as the shared 

patterns of cognitive constructs, interactions, behaviors, and affective understanding which are 

developed through a process of socialization (University of Minnesota, CARLA, 2019). Both 

definitions have in common that capabilities are learned throughout the time spent within an 

environment or society where the individual is a member of. 

Hofstede and Minkov (2010) use the analogy of programming in order to describe culture better 

in their book “Cultures and Organizations – Software of the Mind”. Ways of thinking, acting 

and feeling are called “mental programs” or “software of the mind”. According to Hofstede and 

Minkov, patterns of thinking, feeling and acting were learned throughout a person’s life and is 

carried within every person. In early childhood, a person is most susceptible to assimilating and 

learning, which is why Hofstede and Minkov argue that most of these patterns are acquired 

during this time period. These forms of thinking and feeling establish themselves within a 

person’s mind, and in order to learn something different or acquire new patterns, he or she must 

first unlearn the already established ones, and unlearning proves itself to be more difficult than 

learning something for the first time. 

DOI:10.6814/NCCU201900016 
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2.1.2. Emergence and Development of Culture 

While the cultural patterns are established during childhood, the behavior of a person is only 

partially predetermined by “mental programs”, meaning that people have the basic ability to 

stray or deviate from them and react in new, creative, or unexpected ways (Hofstede, Hofstede, 

& Minkov, 2010). It serves only as an indication, Hofstede clarifies, and the source of one’s 

mental programs lie in the social environment in which one grew up and collected life 

experiences. The experiences begin within the family, continue within the neighborhood, spread 

over to the school and youth groups, to the workplace and the living community. The culture of 

a person can therefore vary as much as the social environments in which culture is experienced. 

A good example of this is a scene from the American theater piece “Twelve Angry Men” from 

Sidney Lumet (1957), which was adapted from a teleplay from Reginald Rose, which goes: 

11th Juror: (rising) “I beg pardon, in discussing…” 

10th Juror: (interrupting and mimicking) “I beg pardon. What are you so polite about?” 

11th Juror: (looking straight at the 10th juror) “For the same reason you’re not. It’s the way 

I was brought up.”  

This confrontation was between the tenth juror, a garage owner, and the eleventh juror, a 

European-born, likely Austrian, watchmaker. What seems to be excessively polite manners for 

the tenth juror is the education and habit of the eleventh juror. Even though the eleventh juror 

lived many years in a new country, he still behaves the way he was raised. The world is full of 

confrontations like these between people, groups and even nations who think, feel and act in 

accordance with their cultural education (Hofstede, Hofstede, & Minkov, 2010). Hofstede 

believes that culture is a collective phenomenon, since it is shared with the people who live in 

the same social environment. Culture is learned, not innate. It is not derived from one’s genes, 

DOI:10.6814/NCCU201900016 
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but one’s social environment. It should be separated from human nature on one side and from 

one’s personality on the other. This circumstance is visible on Figure 2-1. 

 
Figure 2-1: Mental Programming’s Three Levels of Uniqueness 

(Hofstede, Hofstede, & Minkov, 2010) 

While Hofstede believes the human nature is what all human beings have in common, like their 

abilities to think and feel, the personality is a person’s unique set of mental programs that is not 

necessarily shared with any other human being. This unique set is partly inherited within one’s 

set of genes and partly learned, for example through unique personal experiences. 

2.1.3. Existence and Manifestation of Cultural Diversity 

Since ecological, economic as well as political developments do not stop at national borders, 

people from all around the world are exposed to common problems which may demand 

cooperation (Hofstede, Hofstede, & Minkov, 2010). Examples are global warming, terrorism, 

AIDS and the threats of nuclear warfare which demand leaders from many countries to work 

cooperatively. This makes it crucial to understand the differences in the ways people from 
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different nationalities lead as well as how their followers think, feel and act in order to work 

with them effectively, since the lack of understanding differences is one of the reasons why 

many solutions could not be applied. 

Not only the way people think is different: cultural differences can manifest themselves in 

symbols, heroes, rituals and values, whereas symbols represent the most superficial and values 

the deepest manifestations of culture (Hofstede, Hofstede, & Minkov, 2010). Symbols, heroes 

and rituals are made visible to an outside observer through practices. The values and cultural 

meaning however is invisible and lie only in the way these practices are interpreted by people 

from the same culture while the core of culture is formed by values. 

Cultural diversity can exist both within and among cultures (Adler, 1997). In each single culture, 

some behaviors are favored and others repressed depending on the generally most accepted 

patterns of values, attitudes and behaviors. Table 2-1 shows how people from different regions 

and religions view their relationship to nature, the world and the way they see themselves in 

relation to other people. These world views are reflected in their language and use of words. 

These sayings reflect not only people’s beliefs, but also their behavior and their world view. 

Since culture accompanies a person throughout his entire life, it tends to be consistent over time. 

Table 2-1: Cultural Phrases reflecting Relationship with the World (Adler, 1997) 

Saying Translation Culture Meaning 

Shikata Ga Nai “It can’t be helped” Japanese Subjugation to Nature 

En Shah Allah “If God is willing” Moslem – Arab Harmony with Nature 

Can Do “I will do it” American Dominance over Nature 

DOI:10.6814/NCCU201900016 
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One’s way of thinking, feeling and behaving is primarily influenced by one’s cultural heritage 

(Adler, 1997). It is often the case that people remain oblivious to the nature of their shared 

culture until they leave their community. One becomes aware of his or her own uniqueness and 

begin to appreciate and value the cultural differences as well as the similarities by coming into 

contact with people from different cultures. Interactions with foreigners can have significant 

influences on one’s viewpoint. Consequently, culture therefore profoundly influences the 

behavior of people who are working in an organization, and with it the organization itself. 

2.2. Collision of Cultures and Beliefs in Global Context 

2.2.1. Failed Communication – A Real Scenario 

Erin Meyer describes a situation where differences in communication between cultures can be 

quite vital in the work environment (Meyer, 2014). Meyer’s role was to prepare Sabine Dulac, 

a highly energetic Parisian finance director, for her two-year assignment in Chicago. Meyer 

sent her several articles describing differences between French and American business cultures, 

and Sabine was positive that the move to Chicago will work out perfectly. “I love working with 

Americans. Ils sont tellement pratiques et efficaces! I love that focus on practicality and 

efficiency. Et transparent! Americans are so much more explicit and transparent than we are in 

France” (Meyer, 2014, p. 6). Meyer spent several hours preparing her to adapt her leadership 

style to be effective in the cultural context of America, since this would be her first experience 

living in the States and as the only non-American in the team. Dulac departed full of enthusiasm 

to Chicago, and the two of them did not speak for four months. Meyer then contacted both her 

new American boss and later Dulac for follow-up conversations. 

Her boss responded with a heavy sigh when asked upon the performance of Dulac. According 

to her Boss, Dulac performed “sort of medium”. The team likes her, she has been very energetic 

DOI:10.6814/NCCU201900016 
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and positive. Her integration was much quicker than expected. However, her way of working 

needs change: her spreadsheets were sloppy, calculation errors happen often, and she arrives at 

meetings unprepared. Although her boss has spoken to her about these things, she does not seem 

to get the message. If her behavior does not change, her boss does not see how this job is going 

to work out. Meyer, now concerned, called Dulac. “Things are going great! [..] For the first 

time in my career I’ve found a job that is just perfect for me. I often think I will try to extend my 

stay beyond two years, things are going so well” (Meyer, 2014, p. 7). 

Reflecting this situation of two quite different perceptions of a situation, where an American 

supervisor complained about the lack of understanding of his French subordinate, and the 

French manager seemingly oblivious to the message her boss tried to communicate, one might 

assume that they simply have incompatible personalities, regardless of their cultural 

backgrounds (Meyer, 2014). But this pattern of misunderstanding is driven by something 

cultural. Even though Americans tend to be more explicit and direct than French people, there 

is an exception: when managers are providing feedback to subordinates. In a French setting, 

negative feedback is given more directly, while positive feedback is often given implicitly. In 

the United States however, feedback is given in the opposite way. They usually give positive 

feedback directly while communicating negative messages in a positive, encouraging language. 

Naturally, when the American boss gave Dulac feedback using the American method of three 

positives for every negative, Dulac perceived this as praise and left the meeting with delight, 

since the negative feedback sounded minor to her. If she had been aware of this cultural 

tendency she would have known how to properly weight the negative part of the review more 

heavily in order to read the message more precisely and potentially save her job. The same 

could be said about Weber, the American boss, who could have explained that he is using an 
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American feedback method of first telling three things the person is doing well, and then move 

to the really important part Dulac has to improve. By clearing immediate or potential 

misunderstandings, one can lay the foundation for better teamwork in the future. 

2.2.2. The Manager as Leader – A Look at Differences in Beliefs 

André Laurent (1983) studied the philosophies and behaviors of managers in nine western 

European countries, the United States, and three Asian countries, namely Indonesia, Japan, and 

the People’s Republic of China. He found distinct patterns for managers in each of these 

countries. Managers from task-oriented cultures responded differently to the question of the 

main function of hierarchical structures than relationship-oriented ones. Table 2-2 shows the 

response of each nation to the question. Task-oriented cultures, like the American one, strongly 

disagree with the statement, since they believe that hierarchies exist to organize tasks and enable 

problem solving. The fewer hierarchy levels, the more effective they see an organization 

function. Relationship-oriented cultures agree to the statement however. Indonesian managers 

surveyed did not believe that small organizations could even exist without a formal hierarchy. 

These different beliefs lead to different approaches during work projects, and explain some 

potential problems which can occur when managers are not aware of these belief differences. 

 

Table 2-2: Agreement Rate Across Countries for Hierarchical Structures (Laurent, 1983) 
“The Main Reason for a Hierarchical Structure Is That Everybody Knows Who Has Authority 

Over Whom.” 

United 

States 
Germany Sweden Netherlands 

Great 

Britain 
Spain Italy France Japan P.R.C. Indonesia 

17% 26% 30% 31% 34% 34% 42% 43% 50% 70% 83% 
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Americans, for instance, typically start a project by outlining the overarching goal, the 

necessary steps in order to achieve it and then address their staffing needs. This approach goes 

from task to people, while Indonesians work the other way around. They first clarify who will 

work and manage the project, and the necessary hierarchical structure follows. After this, they 

assess the project’s feasibility. While it is necessary in both cultures to understand project goals 

and staff arrangements, the priorities set might be different. 

The expectations on managers can also vastly differ across cultures, as is visible in Figure 2-2 

(Laurent, 1983). While most Americans regard the manager as problem solver, who helps 

subordinates to solve a problem by discovering creative new ways, Japanese largely expect that 

the manager is an expert and capable of precise answers to the solution of any problem. 

 
Figure 2-2: The Role of the Manager across Cultures (Laurent, 1983) 
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A right answer on how to look at a manager does not exist, since it is heavily linked to the 

beliefs of people (Laurent, 1983). The influence of beliefs have tremendous impacts on the way 

we communicate, lead, decide and trust people (Meyer, 2014). A Dutch executive in Meyer’s 

class considered someone, who communicates frequently between the lines as a bad 

communicator since Dutch people perceive people as not trustworthy if they are not able to say 

things straight because their words lacks transparency for them. High-context communicators 

though perceive low-context communicators as inappropriate, since they state the obvious. 

In leadership styles, Scandinavian societies believed since centuries that all individuals are 

considered equal. Individual achievements are downplayed, which lead to an egalitarian 

leadership style, where even managing directors are called by their first name to not create 

distance among work colleagues (Meyer, 2014). The belief of Asian cultures however is deeply 

rooted in Confucian principles, where ranks and responsibility takes high priority in order to 

create social order and harmony. In this structure, named Wu-lun 五伦 , five cardinal 

relationships are outlined: Emperor over Subject, Father over Son, Husband over Wife, Older 

Brother over Younger Brother and Friends with Friends (Han & Altman, 2009). In these 

societies, the person at the top rarely gets challenged. There is a tendency to respect hierarchy, 

as is visible in Figure 2-3. Scandinavian countries find themselves in the egalitarian, European 

countries more in the middle, and Asian countries in the hierarchical range. 

 
Figure 2-3: Comparison across Nations in Leadership-Style (Meyer, 2014) 
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2.3. Hofstede’s Cultural Dimensions and their Application 

Hofstede (2010) presented several cultural dimensions with which national differences can be 

measured. Table 2-3 names and explains each dimension. These indicators will vary across 

nations and are used to foresee specific attitudes, beliefs and behaviors. 

Table 2-3: Hofstede’s Cultural Dimensions exemplified 

Indicator Explanation 

Power Distance Extent to which the less powerful members of institutions and organizations 

within a country expect and accept that power is distributed unequally. 

Individualism Degree of interdependence a society maintains among its members. 

Masculinity Tendency/Motivation of people to prefer success and performance 

(masculine) or rather quality of life and harmony (feminine). 

Uncertainty Avoidance Extent to which members of a culture feel threatened by ambiguous or 

unknown situations and created beliefs and institutions to avoid these. 

Long-Term Orientation How a society maintains links with its own past while dealing with 

challenges of the present and future (Traditional vs. Pragmatic). 

Indulgence Extent to which people try to control their desires and impulses. 

 

In preparation for the interviews in the fourth chapter, a country comparison will be presented 

in order to have prior knowledge about the different countries from where the interviewees are 

from. Their general stance will be useful in evaluating their answers later on to see if answers 

were predictable from their country profile or if changes are noticeable. The data from each 

country is sourced directly form Hofstede Insights (2019). Figure 2-4 shows the Western, while 

Figure 2-5 summarizes the Asian results. 
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Figure 2-4: Hofstede’s Cultural Dimensions for Germany, Mexico and Turkey 

 

Figure 2-5: Hofstede’s Cultural Dimensions for China, South Korea and Taiwan 

35

67 66 65

83

40

81

30

69

82

24

97

66

37
45

85

46 49

Power Distance Individualism Masculinity Uncertainty
Avoidance

Long Term
Orientation

Indulgence

Germany Mexico Turkey

80

20

66

30

87

24

60

18

39

85

100

29

58

17

45

69

93

49

Power Distance Individualism Masculinity Uncertainty
Avoidance

Long Term
Orientation

Indulgence

China South Korea Taiwan

DOI:10.6814/NCCU201900016 



‧
國

立
政 治

大

學
‧

N
a

t io
na l  Chengch i  U

niv

ers
i t

y

 
 

16 

2.4. Difficulties in Cross-Cultural Settings 

As already displayed in the previous chapters, the difference in culture carries with it challenges 

and problems which need to addressed in order to have a highly effective and functional 

workforce. According to Ursula and Weerdenburg (2014), working in culturally diverse teams 

is for many people a daily reality since the amount of transnational companies increase, and 

with it the amount of people working in these companies, who have links to people from 

different nations and cultures. While the benefits of cross-cultural teams can be crucial and the 

thought of working with people from different nations exciting, the question remains as to why 

this is not done all the time. And more importantly, why can people fail dramatically when a 

team is culturally diverse? 

2.4.1. Perceived Lack of Compatibility and Understanding 

Brinkmann and Weerdenburg (2014) argue that working within a culturally diverse team can be 

hard and exhausting. While the success together is pursued, the unexpected behavior or 

perceived lack of understanding of people can surprise or disappoint. Frowns on someone’s 

forehead, hesitation to applaud to brilliant ideas, wasting hours with small talk or the trampling 

over all subtlety of human feelings are some examples how behaviors can be perceived and 

interpreted. The authors hold a firm opinion that cross-cultural teamwork is definitely not for 

faint-hearted people. It is necessary to realize that while the success is measured by task-related 

goals or output, multicultural teams need to invest in their cooperation first. They need to get 

to know and understand each other to cooperate effectively, learn how to communicate and 

coordinate as well as deal with upcoming conflicts. While this initial investment pays off when 

the team is able to work cooperatively, it is more often the case that culturally diverse teams 

don’t feel like working together again. 
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The reason for this can be the lack of understanding different behaviors, and with it the failure 

of satisfying the needs and goals of individuals, who then lose motivation and feel frustrated 

(Brinkmann & Weerdenburg, 2014). This can lead to increased turnovers in these teams, 

withdrawals and absenteeism. People can even get excluded from communication networks 

outside the team and stereotyping may begin. Members of multicultural teams become less 

satisfied and even end their work with performance ratings which are lower than the ratings 

from other members of more homogeneous teams. This circumstance will be reflected in their 

feelings as well: members from culturally diverse teams will feel less close and less attracted 

to each other, morale will be lower and trust will vanish. They will be less effective due to 

higher amounts of conflict, and eventually, members suffer from the job since it has become 

more demanding than they expected. 

2.4.2. Preconceived Notions, Misevaluations and failed Integration 

Not only does the diversity of teams make the functioning more difficult, but it is also the reason 

why integration and evaluation of perspectives and options become more complex (Adler, 

1997). Diversity can be the reason why reaching agreement is not easily possible due to 

different perspectives on the same situation. Misperceptions, misevaluation, miscommunication 

and misinterpretation is much more present in culturally diverse teams. Therefore, it is much 

harder to trust people here than members from the same culture. Through higher disagreement, 

which can be either explicit or implicit dependent on the culture, stress levels rise, 

appropriateness suffers and cohesiveness falls sharply, leading to a diminishing productivity 

and effectiveness of team members and the multicultural team as a whole. 

Further differences can be found in communication, the attitude behind and the way the attitude 

is expressed, since these can represent barriers to multicultural teams and can lead to destructive 
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conflicts (Brett, Behfar, & Kern, 2009). While some team members might use explicit 

communication to prove their point, which is more typical in Western cultures, others might be 

indirect, asking questions instead of pointing out problems directly, which is more typical in 

Asia. Meaning can therefore be either on the surface or embedded in the way a message is 

articulated. The interpretation of these words might cause serious damage to relationships when 

problems arise in projects. An example is the cooperation between an American and Japanese 

team that ran a project together. An American manager working in Japan discovered several 

flaws in the system which would lead to significant disruptions in company operations, so she 

immediately pointed this out in an E-Mail to her American boss and Japanese colleagues. While 

the American boss greatly appreciated the warnings, the Japanese colleagues felt embarrassed. 

They perceived this act of uncovering and discussing problems as violation to their norms. Their 

reaction was not only to provide the American manager with less access to information and 

people, but also isolate her socially and physically. The Japanese moved her office in a storage 

room where she was alone. The typical response to direct confrontation in Japan is to isolate 

the norm violator. The response of the Japanese colleagues would probably be better if the 

problem would be communicated more indirectly, and even if the American manager solved a 

problem, she accidentally created another with her Japanese colleagues and greatly limited the 

working effectiveness with them. 

2.4.3. Missing Intentions, Language and Meanings 

It is most often the case that people think of themselves as good (Curtin, 1996). They certainly 

believe that their intentions are. The fundamental mistake is that we judge ourselves based on 

our own good intentions and others by the result of their actions. People tend to minimize the 

results of their own actions and excuse them easily while doing the opposite to others. This can 
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go as far as cognitive dissonance, which is a situation where two information items do not fit 

comfortably together. The result is that people tend to change one of them. What often comes 

with it though is that people not only reject one information and embrace the other, but even 

debunk the information which was rejected and find reasons to support the embraced one, 

making a person biased towards information. An example in management would be the survival 

of a company against lay-offs, where ethical concerns for workers are trivialized, and managers 

justify their actions since they do it for the greater good, which is the survival of the company. 

If someone is given a “respectable” reason, especially when the victim has a distance from 

oneself, one can be capable of great cruelty since moral responsibility is transferred to a goal. 

Language barriers can create additional problems, since not all people are as fluent in English 

as others, which could be perceived as a lack of intelligence or expertise and may result in 

frustration and interpersonal conflicts (Brett, Behfar, & Kern, 2009). Members with lower 

fluency in the language spoken may feel that they are not taken seriously. Another barrier is the 

attitude towards hierarchy and authority. While teams have a rather flat design, there might be 

team members who feel uncomfortable with it since they come from cultures where people are 

treated differently according to their status in an organization. For example, team members who 

feel uncomfortable on flat teams may, with the act to defer to high status teammates, damage 

their credibility and stature and may even face humiliation if the majority of the team is from 

an egalitarian culture. Norms for decision-making can also vary, since there can be members 

who make decisions quickly with lower analysis beforehand, like in the American culture, 

whereas others prefer to make decisions with proper analysis and give themselves more time to 

reach a decision. Someone with a higher level of urgency may grow frustrated with those who 

need more time. 
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Erin Meyer (2014) lists additional differences which can be challenging to overcome. The way 

we evaluate and provide negative feedback to people was noticeable in the example with the 

French manager, who misinterpreted the negative feedback of her American boss. The feedback 

was perceived as quite positive, since Americans tend to give feedback more indirectly than 

French people, although not as indirect as Japanese and Thai people. In persuading someone, 

some cultures might prefer to be principle oriented, while other cultures will position 

themselves as application oriented. Examples would be Germany or France, who want to 

understand the complex concept behind a statement to get convinced, whereas Canadians or 

Americans avoid theoretical discussions and prefer to reach a general conclusions based on 

factual matters. Trust-building can also differ, with nations either building trust through 

establishing relationships or through successful fulfillment of a task. 

The implication is not only that people act in accordance to their culture and education, but also 

that they see the world differently (Adler, 1997). This is due to our perception, which is the way 

a person selects, organizes and interprets stimuli in his environment with the aim to have a 

meaningful experience. To perceive the world in certain ways, these perceptual patterns are 

learned and taught by our experiences. It is selective, culturally determined and tends to be 

consistent. The most important point is arguably that perception is inaccurate. People might see 

things which do not exist, or not see things which do exist. Culture, values and interests act as 

filters, and makes people perceive things according to what they have been trained to see. This 

“cultural boundary” of people makes intercultural misperception real, and if left unintended, 

accounts for major organizational and social issues. 
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2.5. The Necessity of Cultural Diversity and Understanding 

Even though cross-cultural interactions can create many problems, it is undeniable that the 

proper management of cultural differences is essential, since working life entails some degree 

of intercultural interactions for many people (Brinkmann & Weerdenburg, 2014). 

Internationalization is apparent in universities, which offer their students study abroad programs, 

as well as in the number of organizations that operate across national borders. Especially for 

many industries and companies today, creating a sustainable future is in many cases only 

possible through the economic growth outside of the home market. Therefore, organizations 

need to be aware of cultural differences, since stakeholder needs and preferences may vary 

greatly. Brinkmann and Weerdenburg (2014) describe this as intercultural readiness, with which 

people can respond openly and constructively to multicultural challenges. With the utilization 

of openness in a culturally diverse environment, it is possible to learn from the talent of others, 

improve and work around capabilities one lacks. This enriches the expertise of managers in a 

company and makes them highly competitive in a global market with an increasing number of 

competitors. 

While international businesses have a demand for local talents with necessary skills in specific 

locations, employees want to use opportunities for living and working abroad in different 

countries (Kinicki & Fugate, 2012). Global businesses have therefore a need for employees 

who are able and willing to do business across cultures. A better understanding of different 

cultures, for example through cross-cultural training programs, can enhance the cultural 

awareness of employees and make them able to work effectively with people from different 

cultural backgrounds. It also helps people avoid cultural shocks, enabling them to handle 

unfamiliar situations and social cues while increasing their understanding of local culture. 
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2.5.1. Personal Development and Enrichment through Diversity 

As discussed in the previous chapter, the patterns of our own culture form a filter through which 

we see the world. Being aware of the influences of this filter enables us to determine our 

behavior and reactions more consciously (Gardenswartz & Rowe, 2010). This ability gives a 

person the possibility to learn, change and adjust according to his environment. Figure 2-6 

shows the layers of diversity in a great extent, showing that diversity exists also within a culture. 

While the organizational and external dimensions are subject to changes, a person has little or 

no control over factors in the internal dimensions. All dimensions together form the unique 

personality of a person. 

 

Figure 2-6: The Four Layers of Diversity (Gardenswartz & Rowe, 2003) 
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Because culture has significant influences on view, values, humor, hopes, loyalties, worries and 

fears, it is a strong part of people’s lives and when working with people and building 

relationships with them, it is important to have some perspective and understanding of their 

culture (Center for Community Health and Development, 2019). Cultural understanding will 

allow us to build communities powerful enough to effectively reach significant changes and 

common goals. Cultural groups can benefit from the unique strengths of their individuals. A 

wide range of ideas, customs and wisdom enrich communities. A better understanding of 

different cultures helps overcome and prevent racial and ethnic divisions as well. This is highly 

desirable since these conflicts drain communities of financial and human resources and can 

highly distract multicultural groups from resolving the key issues they have in common. 

Furthermore, it makes people feel more accepted and respected, leading to higher levels of 

satisfaction and performance since they feel part of the community and work harder to achieve 

common goals, leading to a more just and equitable society. 

2.5.2. Increasing Productivity through Organizational Culture 

While cultural diversity increases the complexity and difficulty of processes, it is also an 

organizations biggest advantage when the goal is to expand perspectives, the range of ideas, 

their approach, operations, product lines or marketing plans (Adler, 1997). Multicultural 

organizations are said to be more flexible and open to innovations. Additionally, they tend to 

have a better understanding of customer needs, multiple perspectives on possible problem 

solutions and an increased ability to avoid groupthink. Other potential advantages include 

enhanced creativity, problem-solving skills, improved effectiveness when dealing with 

culturally distinct client groups and a higher awareness of communication patterns. 
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It is vital for an organization to understand the value of culture because it shapes the corporate 

identity and can therefore influence its growth, paving the way for success (Pentocost, 2016). 

It helps to make a positive impact on an organization, and when a foundation is built on a unique 

organizational culture, it is possible to build on your team’s will to move forward and succeed 

in accomplishing corporate goals. 

According to Meyer (2014), however, the vast majority of managers who conduct international 

business have little understanding about how culture is affecting their work. It is easy to miss 

cultural patterns impacting the communication and effectiveness of one’s efforts, especially 

when communication is done over telephone or E-Mail, where the environment other people 

live in is not even visible. Independent from our awareness, differences in communication 

patterns and beliefs might differ heavily from one country to the other. In order to take the most 

potential out of cultural differences, it is important to not only be aware of them, but also to 

have strategies to manage them effectively. 

2.6. How to Manage a Multicultural Workforce 

According to Adler (1997), it is unproductive to ignore cultural differences. The act of ignoring 

or overlooking cultural diversity limits one’s ability to manage it. Consequently, one might miss 

the chance to minimize problems that cultural diversity accompanies while maximizing the 

advantages this diversity allows. When the conditions for team effectiveness are known, a 

multicultural team can become the most effective and productive team within an organization. 

This is important to get right, since the opposite also holds, as Figure 2-7 shows. Diversity will 

only lead to higher performance if the members are able to communicate effectively with each 

other, have the motivation to communicate, can see the perspective of another person, explain 
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problems in an appropriate manner, establish agreed-upon norms for interacting and have the 

confidence that the other members of the team are capable enough to work effectively together. 

 
Figure 2-7: Effectiveness of Cross-Cultural and Single-Culture Teams (Kovach, 1976) 

2.6.1. Accepting, Understanding and Embracing Differences 

Adler (1997) emphasizes that the recognition of differences can lead to an understanding for 

these differences, and results in enhanced communication. It helps tremendously when team 

members are aware of their own culture so they can adequately manage and explain them to the 

team. Finally, it can be evaluated how people from different cultures can contribute and how 

this contribution can complement those of others. Cultural dominance is counterproductive and 

should be avoided, since it stifles non-dominant team members’ contribution, which is vital to 

the generation of diverse ideas. While much more difficult than in homogeneous teams, it is 

necessary to have a vision that transcends individual differences. Having goals in which success 

depends on high cooperation tend to decrease prejudices and raise mutual respect. Achieving 

mutual respect is vital, and is more feasible the greater the opportunity for interethnic 

interactions are. Mutual respect additionally decreases prejudices and increases the 

development of cross-ethnic friendship and acceptance. Team cohesiveness is equally important, 

and leaders should reward teams in form of positive feedback when common ground is found, 
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especially in the early stages in a team’s life, where the team should spend time to get to know 

and understand each other. While differences may be big, the fact that people work on the same 

task, under the same boss and within the same organization gives them a fair share of 

commonalities. Finding these and building upon them is healthy for the group and should be 

pursued. 

In addition, it is important to understand how people like to be treated (Gardenswartz & Rowe, 

2010). In this case, the Golden Rule, which goes as far back as to Confucian beliefs, can cause 

problems with the statement “What you do not wish for yourself, do not do to others” (Riegel, 

2013). How people like to be treated, what they perceive as appropriate and good etiquette may 

be quite different from what we know and take for granted (Gardenswartz & Rowe, 2010). 

Therefore, paying close attention to team members can be beneficial, since evasive or 

uncomfortable behavior may indicate that “cultural rules” have been broken. These rules can 

originate from many sources, as already presented in Figure 2-6, and being aware of these 

cultural influences helps to find a more appropriate attitude towards specific people. This makes 

constructive and honest feedback crucial. Furthermore, getting informed about a culture is an 

additional step to gain insights, either by asking the person in question directly about their 

culture, through readings or by observing people without any kind of judgement. 

2.6.2. Creating Cultural Bridges and a Sense of Unity 

With an awareness of how cultures might differ, one can open a dialogue which enables sharing 

of knowledge, learning and consequently understanding (Meyer, 2014). A viable strategy from 

Meyer is to systematically approach cultural differences via mapping, where differences in 

cultural dimensions are visualized and compared. Figure 2-8 shows this, and by knowing 

similarities and differences in cultural behaviors, invisible boundaries that divide team members 
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or hinder communication and effective leadership can be approached, and a “we versus them” 

mentality does not establish. It helps to set realistic expectation as well. The increase in 

awareness enables a person to function as a cultural bridge, helping team members to develop 

cultural flexibility by coaching others to leave their judgements behind, and see a situation from 

another perspective. Bicultural or knowledgeable members, who have extensive experience on 

a culture where other team members are from, can also help tremendously to decode another 

person’s behavior. 

 
Figure 2-8: Meyer’s (2014) Cultural Map and its Application 
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Meyer (2014) points out that even though every individual is different, they are also 

fundamentally the same. Regardless of culture, people are driven by psychological and 

physiological needs and motivations. When people get excited or nervous, the heart beats faster. 

When feeling depressed, everyone feels exhausted. Common human emotions prevail in every 

person. And yet, every person is still different, even when raised within the same community 

and by the same parents. The unique set of preferences, values and interests set people apart. 

This is especially true for people from different cultures, where members are conditioned to see 

and understand the world in a particular manner. Perceiving some communication patterns as 

appropriate while avoiding others, considering certain arguments as persuasive and others not 

are only a few examples to mention. Leaders in the twenty-first century, Meyer (2014) explains, 

need to be prepared to understand a wider scope of work styles than ever before. Furthermore, 

determining which aspects of an interaction are bound to personality and which to culture is 

another important realization. Organizations even require their employees to have cross-cultural 

skills dependent on their specific role. IBM, for example, laid out which types of global roles 

their employees can have and states which capabilities are required to succeed in that position 

(Henson, 2016). 

2.6.3. Cross-Cultural Competencies through Managing Uncertainty 

The willingness to take a leap of faith into the unknown is another important aspect of how we 

can improve cross-cultural competences, and is even called a game changer (Brinkmann & 

Weerdenburg, 2014). Does the exploration of different ways of doing things motivate people or 

does it make them feel stressed and uncertain? Learning about cultural differences might 

energize people, and the process helps to further intercultural competences. Managing 

uncertainty includes having an openness to cultural diversity and a positive view on exploring 
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new approaches. And while managing uncertainty can be frightening, since it leads people to 

places which are unknown to them, it is highly important since the coordination of our action 

with others symbolizes a call for change. This can be either motivating or draining for people 

depending on their stance towards uncertainty. 

Some people have, according to Brinkmann and Weerdenburg (2014), a head start in managing 

uncertainty, but it can also be improved through training. As stated, it plays a vital role in our 

willingness to interact with different people. Cultural self-awareness is helpful, as is the 

realization of what challenges people have to deal with, and what they have to overcome in a 

different cultural environment. Having prior experience to adaptation can also give people an 

idea how to approach unknown situations, since they have more tools at hand with which they 

can adapt. It is necessary to practice the new approach with enough time and in an environment 

which is comfortable to the person. Balancing these new experiences with old ones can help 

reduce stress levels, and the combination of enjoyable and challenging experiences helps people 

to keep being engaged. 

2.6.4. Cross-Cultural Effectiveness through Intercultural Sensitivity 

The key ability to check whether we know about a certain situation is intercultural sensitivity; 

a measure of how actively we are interested in the perspectives and needs of people from 

different cultural backgrounds (Brinkmann & Weerdenburg, 2014). Interculturally sensitive 

people tend to analyze differences in expectations and needs thoroughly. This leads them to 

constantly pay attention to nonverbal and verbal signals. In Daniel J. Kealey’s (1989) 

publication, “A Study of Cross-Cultural Effectiveness: Theoretical Issues, Practical 

Applications”, 12 challenges expatriates deal with were examined. In this study, there was only 

one single cluster of competences which continuously correlated with effectiveness in all 12 
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areas, and this cluster consisted of empathy, respect and tolerance. These represent core 

elements of intercultural sensitivity, and people who are able to understand the feelings of others 

accurately can adjust themselves easier to new environments than those who do not (Brinkmann 

& Weerdenburg, 2014). In their 2008 literature synopsis, “Cross-Cultural Skills and Abilities”, 

David C. Thomas and Stacey R. Fitzsimmons (2008), both psychologists, concluded that 

“empathy or intercultural sensitivity (in its various manifestations) seems to be one of the most 

robust predictors of effective intercultural interactions”. 

People who lack intercultural sensitivity tend to assume too many similarities between 

themselves and people from different cultures, and they might regard superficial adaptation to 

be sufficient without considering the counterpart thoroughly (Brinkmann & Weerdenburg, 

2014). That means that they may not invest enough time in finding more interpretations of a 

situation and evaluate too quickly because of a limited scope. Increasing intercultural sensitivity 

is possible, for example by learning about a culture which is relevant to a person. Suspending 

judgements and interpretations are necessary, and comparing one’s interpretation of certain 

actions with another one’s can lead to further insights. Hidden messages, which one might be 

able to sense, need to be understood in context with the circumstances. This also applies to 

indirect communication and reading in between the lines. Having prior information helps 

avoiding uncomfortable situations, and knowing when and how to use emotions is helpful for 

more effective communication processes. In their research, Brinkmann and Weerdenburg (2014) 

discovered that intercultural competences do not develop by themselves or by mere exposure. 

It is often the case that companies assume that prior exposure to different cultures makes one 

more competent. Test results show that those people, who built meaningful relationships with 

people from different cultures have a higher developed intercultural competence than people 
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who do not. This statement holds regardless from the fact whether one has ever lived abroad or 

not. 

Being sincere and honest with oneself, communicating a rational decision clearly to avoid 

mixed messages, and practicing management by “being in touch”, which means to have a close 

relation to the people you work with or who your decisions affect, are further ways to improve 

cross-cultural effectiveness and represent ways to stop good people from doing bad things 

(Curtin, 1996). 

2.6.5. Change and Communication through Active Listening 

Many years ago, Carl Rogers (1987), an American psychologist and one of the founders of the 

humanistic approach to psychology, presented an approach on how to properly and effectively 

change: active listening. Rogers describes this as sensitive type of listening, which can bring 

about personal and group development, and can even change basic values and personal 

philosophies within a person. He describes this as a way to become more emotionally mature, 

less defensive, more open to one’s own experiences, more democratic and less authoritarian. 

When people are listened to with this approach, they put more effort into clearly articulating 

what they feel and think. They also tend to listen to themselves more carefully while the group 

members become more willing to incorporate the speaker’s points of view. This is because the 

fear of being criticized is reduced and people develop an increased awareness of other people’s 

values and beliefs. Important here is that the listener himself undergoes change and grows 

through the listening experience, making deep and positive relationships possible. The idea of 

active listening should not be to enforce our point of view on others and change their way of 

thinking with reasons, insults, encouragements or pleads. Instead of direct attempts to influence 

an individual’s perspective, which can be perceived as threats and a signal that the person needs 
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to defend himself, active listening is a measure that allows people to explore their perspectives 

and see them for what they are. By having clarity over his decisions and their feasibility, a 

person is in a position to change. In a threatening atmosphere, this would not be possible. But 

when an individual removes the threat of himself by actively listening, he is able to create a 

climate free from prejudice, evaluation or criticism; one of equality and freedom, acceptance 

and warmth, permissiveness and understanding. Through feeling safe, one can make the 

decision to incorporate new experiences and values into himself. 

Rogers (1987) explains that active listening entails that the speaker, and what he is 

communicating, is understood from the listener. The total meaning of a message a person tries 

to communicate usually consist of two components: the content of the message and the feeling 

underlying it. Both need to be understood and give a message meaning. The sentence “I’ve 

finished the assignment you gave me” has obvious content, suggesting that the person is ready 

for the next assignment. The same content but a different meaning has the sentence “I’ve finally 

finished the damn assignment”. Suppose the listener just gives him the next assignment, would 

the speaker feel that the listener understood his message? Responding to these underlying 

feelings is important since it indicates that one has heard and understood the other. While the 

next assignment might not change, it adds an extra layer of sensitivity which can transform an 

average working climate into a better one. In some instances, responding to the feelings is more 

important than responding to the content of the message. That is why it is necessary to ask 

oneself what the other persons is trying to convey, what this means to him and how he perceives 

the situation. Consequently, paying attention to non-verbal communication is also important. 

Being sensitive to several kinds of communication besides verbal is helpful to grasp meaning: 

the hesitation in voice, stressing points through speaking loudly while mumbling others. Facial 
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expression, body language and breathing help convey the total meaning of a message. It also 

conveys an important message to the speaker. By actively listening to someone, one is genuinely 

interested in his person, what he feels and considers important. Respect is shown and even if 

there is no agreement, one considers the other opinion as valid. The will to understand is 

demonstrated as well as the value to listen to the other. This behavior is contagious, just like 

how anger is usually met with anger, listening can be met with listening. This increases the 

effectiveness of communication tremendously, whether it is between two persons or within 

large organizations. It is arguably the case that this holds true when people work, lead and 

communicate together in multicultural environments. 

This concludes the literature review, and the following chapter starts the research. In order to 

have clear borders within which the research is conducted, three dimensions were chosen. These 

are leadership, communication and teamwork. These dimensions are highly linked to each other 

and represent vital elements when people work together. Therefore, they are highly suitable to 

have as guiding points since the interviewees are likely to have experience in all of the 

mentioned dimensions. 
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3. Methodology and Procedure 

The aim of the following study is to analyze how international business oriented management 

students from different nationalities perceive and understand a global mindset, how their stance 

towards cross-cultural competences are and what they consider vital for leadership, 

communication and teamwork. The interview conducted was a semi-structured online interview, 

while a few were done in person. The interviews took roughly an hour, dependent on how 

extensive the answers were. In the first part, the interviewees were asked to sort specific 

attitudes, belonging to leadership, communication or teamwork, according to their perceived 

importance. In the second part, open ended questions were asked, including questions where 

interviewees share their opinion about leadership challenges, problems solving approaches, 

threats to communication, reasons for misunderstandings, openness, stances on personal change, 

the role of universities and their belief what actually makes people cross-culturally competent, 

among others. The complete interview form, which summarizes all questions that were asked, 

can be found in the Appendix. 

The most important aspect of the interview is that all six interviewees were born and raised in 

different countries. The countries of origin include Mexico, Germany, Turkey, South Korea, 

People’s Republic of China (China) and the Republic of China (Taiwan). It will be assessed 

how the interviewees, who have clear national and cultural differences, view internationality. It 

is ensured that all participants study or studied an international study program, have experience 

in other countries through semester exchanges, internships or through employment in an 

internationally operating organization. A comparison with the interviewees respective cultural 

dimensions will be drawn if applicable. The respondents were asked individually. The main 

emphasis of the interview is to assess the cultural self-awareness of the participants, the 
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influence national culture has on their perspective of view and if international experiences had 

a possible influence on their stance. It is reasonable to assume, as mentioned in the introduction, 

that some answers might be similar in nature due to the visit of an international study program 

and global experiences. It is also expected that differences will be noticeable in their answers. 

Further information on the demographics of the interviewees are presented in Table 3-1. In the 

“Degree” column, “B. Sc.” stands for Bachelor of Science, “ILM” for International Logistics 

Management, and “(I)MBA” for (International) Master of Business Administration. 

Table 3-1: Demographics of the Interviewees 

 Degree 
International 
Experience 

Working Experience Gender Age 

Germany B. Sc. ILM Exchange in China 

Dänisches Bettenlager 

(Global Homeware 

Company) 

Male 28 

Mexico 

B. Sc. 

Industrial 

Engineering 

Exchange in Germany Daimler, Germany 

Male 26 Internship in Germany PepsiCo, Mexico 

 Amazon, Mexico 

Turkey MBA 

Exchange in Poland Teaching Assistant at Feng 

Chia University, Taiwan Female 27 MBA Study in Taiwan 

  Private English Teacher 

China 
Master in 

Management 

Exchange in Austria Intern at: BASF, Germany; 

Female 25 
Volunteering in Nepal Alibaba Group and 

Tongcheng Network Tech, 

China 

Master Study in 

Germany 

South Korea IMBA 
Exchange in Germany 

Military Service (2 Y.) 

Male 27 Cosmetic Retail Industry 

IMBA Study in Taiwan Teacher (3 Y.) 

Taiwan IMBA 

  Sales and Customer 

Management related area 

(5.5 Y) 

Female 29  - 
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4. Results and Discussion 

The ranking of traits is presented in Table 4-1, where interviewees evaluated these according 

to their perceived importance. The traits are taken from relevant literature which described 

important traits for leadership, communication and teamwork. Since Table 4-1 is very 

extensive, three separate tables (Tables 4-2, 4-3 and 4-4) have been created to have a better 

look at the answers of the interviewees. Each table will show similarities, differences and 

remarks in the answers of the interviewees. “Techn. Com. Availability” in the communication 

dimension stands for technological communication availability. 

Table 4-1: Ranking Traits of Leadership, Communication and Teamwork 
Nationality Leadership Communication Teamwork 

Germany 

1. Visionary / Direction 
Setting 

1. High Transparency 
1. High Participation of 

Members 

2. Communication Skills 2. Empathy 2. Tolerance for Change 

3. Openness 
3. Credibility of other 

Person 
3. Group Cohesiveness 

4. Expertise of Business 
4. Cultural Self-

Awareness 
4. Group-Commitment 

to Performance 

5. Commitment to 
Performance 

5. High Understanding 5. Listening Skills 

6. Adaptability 
6. Effective Information 

Exchange 
6. High Openness 

7. Honesty / Integrity 7. Observational Skills 
7. Team Evaluations / 

Feedback 

8. Ability to Learn 
8. Techn. Com. 

Availability 
8. Decisions by 

Consensus 

9. Sensitivity 9. Property / Decency  9. Diversity / Creativity 

10. Inspirational / 
Motivational 

10. High Conflict 
Avoidance 

10. Low Task Conflicts 

Mexico 1. Communication Skills 
1. Effective Information 

Exchange 
1. Diversity / Creativity 
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2. Inspirational / 
Motivational 

2. High Understanding 2. Listening Skills 

3. Honesty / Integrity 3. Property / Decency  3. High Openness 

4. Commitment to 
Performance 

4. Observational Skills 
4. High Participation of 

Members 

5. Adaptability 5. High Transparency 
5. Group-Commitment 

to Performance 

6. Visionary / Direction 
Setting 

6. Cultural Self-
Awareness 

6. Team Evaluations / 
Feedback 

7. Sensitivity 7. Empathy 7. Tolerance for Change 

8. Ability to Learn 
8. Techn. Com. 

Availability 
8. Group Cohesiveness 

9. Expertise of Business 
9. Credibility of other 

Person 
9. Decisions by 

Consensus 

10. Openness 
10. High Conflict 

Avoidance 
10. Low Task Conflicts 

Turkey 

1. Expertise of Business 1. Observational Skills 1. Group Cohesiveness 

2. Visionary / Direction 
Setting 

2. Credibility of other 
Person 

2. Listening Skills 

3. Commitment to 
Performance 

3. High Understanding 
3. High Participation of 

Members 

4. Communication Skills 4. Empathy 4. Diversity / Creativity 

5. Ability to Learn 
5. Cultural Self-

Awareness 
5. Team Evaluations / 

Feedback 

6. Adaptability 
6. High Conflict 

Avoidance 
6. Group-Commitment 

to Performance 

7. Inspirational / 
Motivational 

7. Effective Information 
Exchange 

7. Tolerance for Change 

8. Openness 8. High Transparency 8. Low Task Conflicts 

9. Honesty / Integrity 9. Property / Decency  
9. Decisions by 

Consensus 

10. Sensitivity 
10. Techn. Com. 

Availability 
10. High Openness 

China 1. Communication Skills 1. Observational Skills 
1. High Participation of 

Members 
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2. Visionary / Direction 
Setting 

2. Empathy 
2. Decisions by 

Consensus 

3. Inspirational / 
Motivational 

3. High Understanding 
3. Group-Commitment 

to Performance 

4. Expertise of Business 
4. Cultural Self-

Awareness 
4. High Openness 

5. Commitment to 
Performance 

5. High Transparency 5. Low Task Conflicts 

6. Sensitivity 
6. Effective Information 

Exchange 
6. Listening Skills 

7. Openness 
7. Credibility of other 

Person 
7. Team Evaluations / 

Feedback 

8. Ability to Learn 8. Property / Decency  8. Tolerance for Change 

9. Adaptability 
9. High Conflict 

Avoidance 
9. Group Cohesiveness 

10. Honesty / Integrity 
10. Techn. Com. 

Availability 
10. Diversity / Creativity 

South 
Korea 

1. Expertise of Business 
1. Credibility of other 

Person 
1. High Participation of 

Members 

2. Inspirational / 
Motivational 

2. High Understanding 2. Diversity / Creativity 

3. Communication Skills 3. Empathy 3. High Openness 

4. Visionary / Direction 
Setting 

4. High Transparency 
4. Group-Commitment 

to Performance 

5. Openness 
5. Cultural Self-

Awareness 
5. Group Cohesiveness 

6. Commitment to 
Performance 

6. Techn. Com. 
Availability 

6. Listening Skills 

7. Honesty / Integrity 
7. Effective Information 

Exchange 
7. Team Evaluations / 

Feedback 

8. Ability to Learn 8. Observational Skills 
8. Decisions by 

Consensus 

9. Adaptability 9. Property / Decency 9. Tolerance for Change 

10. Sensitivity 
10. High Conflict 

Avoidance 
10. Low Task Conflicts 
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Taiwan 

1. Visionary / Direction 
Setting 

1. Cultural Self-
Awareness 

1. Diversity / Creativity 

2. Expertise of Business 
2. Effective Information 

Exchange 
2. Tolerance for Change 

3. Inspirational / 
Motivational 

3. Empathy 3. Listening Skills 

4. Communication Skills 
4. Credibility of other 

Person 
4. Group Cohesiveness 

5. Ability to Learn 
5. Techn. Com. 

Availability 
5. Decisions by 

Consensus 

6. Openness 6. High Understanding 
6. Team Evaluations / 

Feedback 

7. Commitment to 
Performance 

7. High Conflict 
Avoidance 

7. High Openness 

8. Sensitivity 8. High Transparency 
8. Group-Commitment 

to Performance 

9. Honesty / Integrity 9. Observational Skills 
9. High Participation of 

Members 

10. Adaptability 10. Property / Decency  10. Low Tasks Conflict 
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Table 4-2: In-Depth Look at Leadership Similarities and Differences 
Leadership Similarities Differences / Remarks 

Adaptability 
Low importance for Asian interviewees 
(9th: China & South Korea, 10th: Taiwan) 

Priority rises the more west a nation 
is: Mexico ranks highest (5th) 

Ability to Learn Almost all nations rank it low (8th)  
Turkey & Taiwan rank it slightly 
higher (5th) 

Commitment to 
Performance 

Deviation in medium range (3rd to 7th), 
lower tendency in Eastern nations 

Taiwan ranks lowest (7th) while 
Turkey places it highest (3rd) 

Communication 
Skills 

High rankings all along: 1st place (Mexico 
& China) to 4th (Turkey & Taiwan) 

- 

Expertise of 
Business 

High importance: Turkey & South Korea 
1st, Taiwan 2nd, Germany & China 4th 

Mexican interviewee differs in 
ranking: 9th rank 

Honesty / Integrity 
Almost all rank it low, Asian countries 
lowest: China (10th), Turkey & Taiwan 
(9th), Germany & South Korea (6th) 

Mexico rank it comparatively high at 
3rd rank 

Inspirational / 
Motivation 

Asian nations and Mexico place it quite 
high: Mexico and South Korea (2nd), 
China and Taiwan (3rd) 

Germany rank it as last (10th), 
Turkey as 7th 

Openness 
Asian interviewees rank it more in 
medium range 

Germany ranks high 3rd, Mexico 
ranks it 10th, Turkey 8th 

Sensitivity 
All rankings in lower half: China ranks it 
highest (6th) while Turkey and South 
Korea rank it last (10th) 

- 

Visionary / 
Direction Setting 

High importance with Germany and 
Taiwan ranking it 1st 

Lowest ranking from Mexico (6th), 
followed by South Korea (4th) 

There are many similarities when it comes to specific traits. The biggest agreement is about the 

necessity of communication skills of a leader, where every interviewee rated it highly. Similar 

views are in expertise of business, where every respondent ranked it high except for the 

Mexican interviewee. Another important trait is the visionary and direction setting attitude, 

which is usually at the upper half of most important traits. Commitment to performance finds 

its place more in the middle with a bit of deviation. In contrast to that, sensitivity seems to be a 
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trait not quite as valued, where all interviewees place it in the lower half. Same goes for the 

ability to learn trait, which is placed at the 8th rank from all interviewees except the Turkish and 

Taiwanese ones, who place it higher at the 5th rank. In terms of adaptability, almost all 

respondents place it in the lower half. 

There is a trend visible where Asian interviewees rate adaptability as less important than other 

traits, and the more west the nation is situated, the higher the ranking is, with Mexico placing 

adaptability highest at the 5th and Germany and Turkey close behind at the 6th rank. Differences 

in answers are more visible in social traits. While not as accurate as in the adaptability case, 

there is a similar trend in honesty and integrity, where China ranks it lowest and Mexico highest. 

The trait of being an inspirational and motivational leader is more vital for Asian and the 

Mexican interviewees, where differences are visible with the German interviewee, who ranks 

it lowest at the 10th rank and Turkey finds itself in between at the 7th rank. Openness is the trait 

with the highest diversity in answers, where the German interviewee ranked it highest at the 3rd 

and the Mexican ranked it last at the 10th rank. The Asian interviewees are ranking it similar in 

the lower medium range. 

It is noticeable that there exists a general agreement that the skills needed to further intercultural 

competencies are considered as less important for leaders. Sensitivity, openness, honesty and 

integrity, and especially adaptability are vital to deal with differences in culture. In contrast to 

that, all interviewees believe that communication skills are highly important. While 

communication skills can be categorized as an international skill, it is highly specialized to the 

local culture as well. For it to be more cross-cultural, the above traits prove themselves as useful 

and necessary, but the only interviewee who ranked adaptability and honesty and integrity 

relatively high is the Mexican interviewee.  
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Table 4-3: In-Depth Look at Communication Similarities and Differences 
Communication Similarities Differences / Remarks 
Credibility of other 
Person 

Majority of nations have it in the upper 
half, South Korea 1st, Turkey 2nd 

Mexico ranks it 9th, while China 
ranks it 7th 

Cultural Self-
Awareness 

Medium (4th to 6th rank), low deviation 
between nations 

Taiwan ranks it 1st 

Effective 
Information 
Exchange 

6th (Germany, China) or 7th rank (Turkey, 
South Korea) 

Mexico rank it 1st, Taiwan 2nd most 
important trait 

Empathy 
Upper half: Germany & China 2nd, South 
Korea and Taiwan 3rd, Turkey 4th 

Mexico ranks it lowest at the 7th 
rank 

High Conflict 
Avoidance 

Lower half: 10th (Germany, Mexico, 
South Korea) to 6th rank (Turkey) 

- 

High Transparency South Korea (4th), Mexico & China (5th) 
Deviation: Germany ranks it 1st, 
Turkey & Taiwan 8th 

High Understanding 
Medium to high: Mexico & South Korea 
rank it 2nd, Turkey and China 3rd 

Germany ranks it 5th and Taiwan 
6th 

Observational Skills Turkey & China rank it 1st 
Ranking falling: Mexico (4th), 
Germany (7th), South Korea (8th) 
and Taiwan (9th) 

Property / Decency 
Very low: 8th (China), 9th (South Korea, 
Turkey, Germany), 10th (Taiwan) 

Mexico only country which ranks it 
high at 3rd rank 

Technological 
Communication 
Availability 

Turkey & China at 10th least important, 
Germany and Mexico at 8th 

Taiwan & South Korea rank it 
higher, 5th & 6th rank respectively 

While there are still many similarities in the communication dimension, they are not as 

numerous as in the leadership dimension. Most interviewees agree on the rankings of high 

conflict avoidance as low, high understanding as medium to high, property and decency as low 

(except Mexico) and finally cultural self-awareness as having a medium importance. 

Technological communication availability is not considered highly important except for the 

interviewees who represent the most east nations, namely Taiwan and South Korea. Empathy 

is ranked relatively low by almost all participants. 
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Higher deviations are visible in the other four traits. High transparency has a medium ranking 

from half of the interviewees. The deviations are quite strong, with the German interviewee 

ranking it as most vital whereas the Turkish and Taiwanese participants rank it lowest at the 8th 

rank. The credibility is considered important for the majority of respondents, with the South 

Korean ranking it 1st and the Turkish 2nd, whereas the Mexican and Chinese interviewee rank it 

quite low, which is going against Hofstede’s ratings since Mexico and China have the highest 

power distance index. Effective information exchange is another example where the majority 

is ranking it in the lower medium range, with the Turkish and South Korean ranking it low at 

the 7th rank, and the Mexican and Taiwanese respondents ranking it 1st and 2nd. The ranking on 

the observational skills are quite diverse, with the Turkish and Chinese interviewees ranking it 

1st. Then it falls from west to east, with the Taiwanese respondent ranking it lowest. 

It is noticeable that there is more individual deviation present. While the rankings in some traits 

are quite similar, like high conflict avoidance, cultural self-awareness or technological 

communication availability, others are quite diverse. It is often the case that two interviewees 

deviate from the general tendency, or in the case of transparency and observational skills even 

three. This is perhaps due to cultural as well as individual differences. It is important to point 

out the interplay between property and decency, empathy and credibility. In comparison to 

empathy and credibility, property and decency is quite low on the rankings. What counts as 

proper and decent is highly dependent on the culture, and is often the trait that highly affects 

the stance towards a person with different background, as is seen in the examples in the 

literature review. It strikes one as odd that the gap in the rankings between these three attitudes 

is quite big, which may be because of the lack of awareness that proper and decent behavior is 

quite influential on one’s behavior on how empathetic or credible one holds someone.  
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Table 4-4: In-Depth Look at Teamwork Similarities and Differences 
Teamwork Similarities Differences / Remarks 

Decisions by 
Consensus 

All Western nations & South Korea rank 
it low, 8th or 9th rank 

China (2nd) & Taiwan (5th) rank it 
higher 

Diversity / 
Creativity 

High: Mexico & Taiwan rank it 1st, South 
Korea 2nd, Turkey 4th 

Far from this: Germany ranks it 9th, 
China 10th 

Group-Cohesiveness - 
High deviation: Turkey 1st, 
Germany 3rd, Taiwan 4th, South 
Korea 5th, Mexico 8th, China 9th 

Group-Commitment 
to Performance 

All in Medium to High range (3rd - 6th), 
China highest 

Lowest rank from Taiwan, 8th rank 

High Openness 
High in Mexico & South Korea (3rd), 
China (4th), others in medium range 

Turkey ranked it least important 
trait (10th) 

High Participation of 
Members 

Majority rank it high: Germany, China & 
South Korea 1st, Turkey 3rd, Mexico 4th 

Taiwan ranks it low: 9th rank 

Listening Skills High: Mexico & Turkey at 2nd, Taiwan 3rd 
Medium: Germany at 5th, China & 
South Korea at 6th rank 

Low Task Conflicts 
Lowest trait: Germany, Mexico, South 
Korea, Taiwan at 10th, Turkey at 8th 

China ranks it at 5th 

Team Evaluations / 
Feedback 

Low medium range from 5th (Turkey) to 
7th (Germany, China, South Korea) 

- 

Tolerance for 
Change 

Majority rank it low: 7th (Mexico & 
Turkey), 8th (China), 9th (South Korea) 

Germany and Taiwan rank it 2nd 

The answers for teamwork have similar deviations as the responds for communication. Many 

stances on traits do not differ substantially, with most of them having one country which is 

deviating slightly. There are similar views on the minor significance of low task conflicts, where 

the interviewees agree that it is necessary to have conflicts in tasks for better output, which is a 

vital realization since working with people from different cultures entail conflicts. Team 

evaluations and feedback is considered in the lower medium range by all participants. Group-

commitment to performance finds itself in the higher mid-range. There is agreement that high 
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openness and participation of all group members have medium to high importance except for 

the respondent from Turkey, who rates high openness last, and the respondent from Taiwan, 

who rates high participation of group members low at the 9th rank. 

Listening skills is considered as quite important by one half and in the middle by the other. 

Asian interviewees tend to be a bit lower on the ranking. The other traits are deviating more 

heavily. Decisions by consensus is for all western interviewees, probably due to their high 

individuality factor, relatively unimportant. The South Korean participant made a similar 

decision, whereas the other Asian interviewees rank decisions by consensus higher. The Chinese 

interviewee ranks it as the 2nd most important trait and the Taiwanese interviewee at the 5th rank. 

On the contrary, diversity and creativity is considered important for most except for the German 

and Chinese respondents, who rank it at the bottom. Similar scenario is visible in the tolerance 

for change trait, where most rank it as low, but the German and Taiwanese interviewees put it 

high on the list on the 2nd rank. Group-cohesiveness shows the biggest deviation in beliefs 

though, with often two interviewees being similar either on the high end (Turkey and Germany), 

in the middle (South Korea and Taiwan) or on the low end (Mexico and China). 

The noticeable aspect is that the majority places high importance on diversity and creativity, 

which comes with people from different cultures, but decisions by consensus in comparison 

quite low. The nature of diversity brings in complexity for decision making processes for teams, 

which makes openness, listening, feedback and tolerance for change important, but only 

listening is rated relatively high. The performance on these traits may affect the participation, 

the commitment as well as the group cohesiveness.  
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Table 4-5: What is in your opinion the biggest International Leadership Challenge? 
Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
Investing the time to listen to and the difficulty to consider 

everyone’s opinion 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Effective communication. Without it, a leader would not be 

able to pass on goals and strategies to his/her teams and 
stakeholders 

Turkey MBA Female 
Cultural Differences in leadership styles and adaptation, 

know-how about cultural attitudes and behavior 

China 
Master in 

Management 
Female 

Understanding how people from different cultures perceive 
different behavior, words, ways of communication and how 

they would behave in an international environment 

South Korea IMBA Male 
Understanding of different culture. The way to inspire and 
motivate others may be challenging since it depends on the 

culture 

Taiwan IMBA Female 
Cultural Awareness of people who work with you. There may 
be big differences in how you behave towards people from a 

different culture, and leaders are often unaware 

Regarding the biggest international leadership challenge, the interviewees answered in a quite 

similar manner and have a common perspective. The answers from the German and Mexican 

interviewee stress the lack of communication and dedication towards understanding and 

considering others in a multicultural environment. The other interviewees go in a similar 

direction by emphasizing cultural differences which are not understood by leaders. The variety 

of cultures leads to different circumstances in which the leader has to act. This is apparent in 

the answers of the interviewees as well, since lack of adaptation, different perceptions, attitudes, 

and behaviors are dependent on the culture. It is important for a leader to understand and have 

an awareness of how people from different nations might perceive and interpret elements, and 

how they like to be treated in order to lead them effectively and come to a consensus.  
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Table 4-6: What is the biggest Threat to Communication in Multicultural Groups? 
Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
Not taking time to communicate and only do it via email or 

chat. Importance of face-to-face communication 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Language and cultural aspects (vocabulary, slang, or even 

body language). This could lead to misunderstandings. 

Turkey MBA Female 
Language barriers and misunderstanding through different 

ways of talking the same language, overconfidence/arrogance 
can lead to lack of understanding other people 

China 
Master in 

Management 
Female 

Language barriers, cultural differences and difficulties in 
understanding 

South Korea IMBA Male Language barriers, understanding of local people 

Taiwan IMBA Female 
Differences in Culture and Language: Unfamiliar language 

hinders the way you want to express yourself, and this could 
lead to misunderstandings 

The biggest threat for the interviewees are language barriers and the proper delivery of our 

information. All Asian participants make it clear that in order to properly communicate, it is 

important to know the language. As the interviewee from Taiwan points out, an unfamiliar 

language may hinder the way you would like to express yourself. By not being proficient 

enough, it is difficult to find the proper way of expression. This circumstance can lead to 

misunderstandings and conflicts in a multicultural group. Because of cultural differences and 

varying perceptions, understanding of each other may suffer, like the Chinese and South Korean 

interviewee point out. While the Western interviewees believe that language barriers are 

necessary to point out, they go further with the different ways of using a language. The Mexican 

interviewee includes slangs, vocabulary and body language which may be used and interpreted 
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differently from nation to nation. Misunderstandings can result from our way of communication. 

The interviewee from Germany notes that the importance of face-to-face communication should 

not be underestimated. Seeing a person, his reactions and his way of articulation help interpret 

him better, since communication via text messages lacks the way how another person actually 

communicates or delivers a message. The Turkish interviewee is stating more precisely that 

people differ in their way of how they use the same language. The cultural influences impact 

the way we communicate, especially a language as global as English, and misunderstandings 

are a cause of our way of communication, and probably not necessarily from the language 

capability alone. 

It is necessary to think about the way we use a language in order to effectively deliver a message 

which should be received as intended. It is apparent that the way we use a language to 

communicate our intention differs. Miscommunication might happen since people from other 

cultures are not familiar or used to specific ways of communication which might be normal for 

others. It is important to think of language as a communication tool. Communication is defined 

as a two-way process, in which mutual understanding is reached and participants do not only 

exchange information, ideas, news and feelings, but also create and share meaning (Business 

Dictionary, 2019). Language is therefore not the only way to communicate a message and share 

meaning. It can be argued that people fail to properly communicate with each other even if 

people are proficient with the language. Understanding the intention behind the words would 

help people to decode the message in the way it was intended from the sender and could avoid 

cultural misunderstandings. Being sensitive towards people’s intention would help greatly to 

make communication more effective, especially in multicultural environments.  
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Table 4-7: Why are many Multicultural Teams not effective Teams? 
Nationality Degree Gender Answer 

Germany B. Sc. ILM Male Work overload and too many topics at the same time. 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Different goals/motivation within each individual. The 

time invested by each team member in a task is an 
indication of the commitment they have to the goal. 

Turkey MBA Female 
Lack of good leadership and commitment of team 

members 

China 
Master in 

Management 
Female 

Members in a team have the completion of a task more in 
mind - cohesiveness, bond, trust, respect etc. comes with 

deep and effective communication and interaction  

South Korea IMBA Male 
The lack of communication and understanding of one 

another 

Taiwan IMBA Female 
Task- vs. Team oriented people, maybe not much time to 
put effort to organize and socialize. Higher focus on other 

aspects of their life 

 

The answers from the interviewees here are more varied. There are several reasons given why 

people from different nationalities are not effective teams. Work overloads (Germany), lack of 

communication and understanding (South Korea) as well as lack of good leadership (Turkey) 

are cited. The Chinese and Taiwanese interviewees have the task-orientation of people in 

common, saying that people have different objectives while working with others. Some may 

only have the completion of the task at hand in mind since they focus their attention on other 

aspects of their life. It can be said that there are differences in commitment of the team members 

(Turkey). The Mexican interviewee believes in differing motivations as well and that the time 
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invested by each team member is an indication of the commitment of each member. Because of 

different motivations, team members vary in their amount of effort and value they put into their 

work, affecting the way they work with others. If people do not consider the given task to be 

meaningful, the motivation to properly complete the task might decrease, and their commitment 

might be perceived as insufficient from other team members. 

The question to how people work together is a vital one, since it might set the rules for future 

interactions of the group members. Similarities in motivation or goals can therefore be 

advantageous or even desirable for the harmony of the group since major conflicts of interest 

do not exist. The difference in motivation can therefore, as the interviewees said, be problematic 

for team members since the difference in opinion can be interpreted as lack of commitment or 

even freeloading. It might be advisable to communicate the expectations openly and discuss 

their commitment to the task. Team members need to ask themselves how committed they 

should be to the team and be aware of how one’s own work influences the work of others. If 

people have stronger relationships to the individual team members and if group cohesiveness 

is strengthened, team members would be willing to put more effort into tasks which affect other 

fellow comrades due to a stronger interpersonal relationship. Creating commitment to the team 

as well as the task can be considered a strong foundation when it comes to achieving common 

goals. 
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Table 4-8: What is the Difference between a national and international Manager? 
Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
Capable of communication with different cultures and 

communication methods (email, telephone, one room, etc.) 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Perspective of what effective communication skills and 
cultural knowledge are. The degree of openness of the 

international manager is probably higher  

Turkey MBA Female 
International Managers needs to have a broader perspective 

to understand other cultures 

China 
Master in 

Management 
Female 

Sensitivity of cultural difference, ability to deal with more 
complicated conflicts, interpersonal skills 

South Korea IMBA Male 
Open-minded attitude to accept very different backgrounds 

and cultures. International Manager as bridge between 
cultures 

Taiwan IMBA Female 
International Managers need to be more open to other 

perspectives because you can better differences in people 

According to all interviewees, international managers require a broader perspective as well as 

greater knowledge and capabilities. Due to the fact that international managers have to work 

with people from different cultures, the need for a variety of communication skills and methods 

seems indispensable. The interviewees cite that openness and sensitivity to cultural differences 

is an important difference from a national and international manager. National managers are 

dealing with people from their own culture, which makes it easier to communicate and work 

with them since they have common ground and similar understandings of things, no language 

barriers and little room for misinterpretation. International managers, however, need to enable 

successful teamwork with different cultures by understanding their differing behaviors, values 

and way of communication.  
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Table 4-9: What are the most important Attitudes that help develop Cross-Cultural 
Competencies? 

Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
Open to different cultures, communication skills & 

adaptability / awareness with different types of people 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Be open, aware of the culture in which they are, integrate, 

but still keep uniqueness of your personality 

Turkey MBA Female Openness, Cultural Awareness, Understanding skills 

China 
Master in 

Management 
Female Open-mindedness, empathy, willingness to learn, curiosity 

South Korea IMBA Male 
Language abilities, communication skills and a high 
understanding to accept something new and different 

Taiwan IMBA Female 
Cultural Self-Awareness, embracing diversity and 

creativity, and Tolerance for Change 

Openness or acceptance towards differences are cited by everyone in one form or the other. The 

ability to approach unknown aspects is believed to be quite vital for the development of cross-

cultural competencies. The Taiwanese, Mexican and German interviewee emphasize the 

importance of adaptability and change, which is similar to the willingness to learn stated by the 

Chinese, and the understanding capability by the South Korean and Turkish interviewee. 

Communication and language skills are important for the German and South Korean 

interviewees as well. Cultural awareness is also named from the Turkish and Taiwanese 

interviewee. Empathy and curiosity are social attitudes which are necessary according to the 

Chinese interviewee. She believes that the genuine interest and care about other people lead to 
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the acquisition of cross-cultural competencies. The Mexican interviewee believes that while it 

is important to be aware of the cultural environment one lives or works in, and integrate oneself 

in the proper way, it is also important that people keep the uniqueness of their culture and 

conserve their own culture in one way. 

An openness to unknown aspects is covered in the literature review under managing uncertainty. 

While this is an attitude named by all interviewees, there are some differences which should be 

noted as well. While cultural awareness is named often, adaptability to cultures is only named 

by half the interviewees. It is important to know that there is a difference between changing 

oneself and being aware of differences. But since knowing and actually doing might not be in 

resonance, a certain degree of adaptation to cultural differences becomes equally important for 

a manager who is aware of differences. 

The importance of empathy to develop cross-cultural competences, which was discussed in the 

literature review (Thomas & Fitzsimmons, 2008), was only known by one interviewee. To be 

caring and empathetic is an important indicator on how much acceptance and understanding 

one might offer to a person, especially in circumstances where inappropriate behavior can be 

perceived easily due to cultural differences. It is therefore vital how a person deals with 

multicultural conflicts and compromises. The lack of empathy could mean the lack of care or 

association with someone, meaning that one does not see the value of putting effort in actually 

overcoming conflicts and spending time to discuss and learn about cultural differences. People 

perceive others as “different”, and one might believe that others cannot understand them. This 

thought is the result of misperception and judgements. A person is therefore robbing himself of 

chances and opportunities where he might improve himself and could potentially become more 

cross-culturally competent.  
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Table 4-10: What are reasons for Misunderstandings when you work with People from 
different Cultures? 

Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
Not sitting in one room or seeing each other and 

communicating by E-Mail led to misunderstandings. 
Unknown problem results in uncertain reaction 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male Different ways to do the same things, language, traditions 

Turkey MBA Female Lack of listening, language barriers and overconfidence 

China 
Master in 

Management 
Female 

Different ways of working (e.g. face-to-face communication 
vs. email), confidence to clarify your opinion, different self-
expectation (how perfect one wants to achieve something) 

South Korea IMBA Male 
Because of different cultural background, the standard of 

performance, working environment, evaluation, expectation 
may be different 

Taiwan IMBA Female 
The way they communicate are different, e.g. Western 

people are more direct, and Asian are opposite. 

Cultural differences in communication is one of the major reasons for past misunderstandings 

of the interviewees. In addition, the communication channel seems to play a role in that as well. 

As the German and Chinese interviewee note, communicating by E-Mail and not actually seeing 

the other person led to problems in understanding. Language barriers and different ways to use 

a language might also cause problems due to the cultural influences on expression. Another 

point raised is the difference in expectation of people who work together, where some might 

have high while others low expectations and therefore lower commitment. This is raised from 

the Chinese interviewee as difference in self-expectation, where people differ in how “perfect” 

they want to accomplish their tasks. The South Korean interviewee says something similar. He 
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believes that different standards of performance as well as different expectations and 

evaluations led to problems. Interestingly, this point is raised by two Asian interviewees who 

both have experience in the German environment. 

Another major point though is the lack of social attitudes and capacities that are independent 

from the cultural background of people. The Turkish interviewee clarifies that people do not 

listen sufficiently. This can include the instance that people do not go back to a person to clarify 

if the other person properly understood the things he said. This goes in line with the third point 

the Turkish interviewee raised, which is overconfidence. People might assume the way they do 

things or how they see the world as “the right way of doing it”. This assumption leads us to 

ignoring other approaches, and people might even force this view on others. The Chinese 

interviewee raises a similar point, where the lack of confidence to clarify an opinion is 

essentially leading to misunderstandings. The importance of making sure that the message one 

sent is being received in the way it was intended is stressed. According to the Chinese 

interviewee, people might not be confident or proactive enough to go the extra mile to make 

sure mutual understanding is reached. This could have several reasons, like the lack of empathy 

or the lack of intercultural sensitivity, which then leads people to believe that people are similar 

in their understandings.  
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Table 4-11: While working in multicultural Groups, what is most challenging in building 
Trust? 

Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
Everyone needs to have the same goal. No one should have 

his own goals to boost his own career 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Make people know that you are also capable, with actions, 
ownership, and results. People will normally don't trust a 

foreigner 

Turkey MBA Female 
Respect to the ideas of others and being responsible for the 

proper management of your own tasks 

China 
Master in 

Management 
Female 

The willingness to be open, to listen and to know other 
people 

South Korea IMBA Male 
Culture. It contains many things including religion, language, 

education, and so on. So, the most challenging in building 
trust is to understand all the different culture from others 

Taiwan IMBA Female 
Since the background are different, sometimes people have 

less tolerance for change or to accept diversity 

Filtering out the answers of the interviewees on this question, the lack of proper understanding, 

openness and willingness to work together represent the biggest hurdles to trust. This can strike 

someone as odd, since it seems like the expectations set while working with different people 

are not reasonable. One can ask himself if openness and tolerance are not requirements to fully 

understand someone who might be perceived as unfamiliar. One can effectively work together 

with someone when mutual understanding is reached. As stated already in the literature review, 

managing diversity within a group makes the work more complex, but the interviewees see the 

complexity of the work and the openness to deal with it as a challenge. It is important to point 

out the attitude or reason behind, which is discussed in the next question.  
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Table 4-12: Why do you believe the Challenges (in Table 4-8) exist? 
Nationality  Degree Gender Answer 

Germany B. Sc. ILM Male To be better than others and push his own career 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Different goals and ways of seeing things. Resistance to 

changes 

Turkey MBA Female 
Because of the convergence of different cultures: challenge to 

connect to different cultures, differences in communication 
methods. Even learning of cultures can be challening 

China 
Master in 

Management 
Female 

People tend to be indifferent of other people; it is easier to 
achieve understanding and thus trust among people from 

similar cultures 

South Korea IMBA Male 
Because all of us have different background. It is even hard to 
understand some our own local people. Then you can guess 

how hard understanding of all different people is 

Taiwan IMBA Female 
Previous experiences build the understanding of people and 

they stick to their beliefs 

There are various answers why challenges in trust building exist. The individual motivation 

counts as one major reason, which is cited from every interviewee. Career orientation and 

differences in goal setting are examples from the German and Mexican interviewee. The 

Turkish, South Korean and Taiwanese interviewee name the different cultural backgrounds as 

reason, since the lack of understanding as well as the difficulty of learning and connecting is 

challenging. It could indicate, like the Asian (including the Turkish) interviewees say, that 

people like to stick to their beliefs and do not think that other beliefs might be enriching. The 

Chinese interviewee beliefs that the indifference of people towards each other is an issue. This 

is perhaps due to the lack of empathy, interest as well as the missing awareness to utilize 

opportunities to improve due to seeking comfort in the things we feel familiar with.  
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Table 4-13: How should a Team handle differences in Beliefs and Conflicts? Who is 
responsible? 

Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
A leader needs to solve those situations and needs to handle 

conflicts. Team members need to carry their responsibility as 
well 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 

Everyone should be open to different beliefs. Conflicts 
should always be solved with effective communication. The 

whole team is responsible, but mainly the leader, and the 
people involved in the conflict 

Turkey MBA Female 
All the group members are responsible to handle differences 
in beliefs with good communication. However, every team 

needs a good leader to lead them in the best way 

China 
Master in 

Management 
Female 

To communicate, to talk and to achieve consensus. Everyone 
is responsible 

South Korea IMBA Male 
They should share their own value and understand each 

other. A leader should have form a group to discuss it with 
all the members to communicate well 

Taiwan IMBA Female 
Try to put oneself in others' shoes and leader provide a 

guideline. 

Independent from the power distance factor provided by Hofstede for each country, all 

interviewees agree that every team member has to carry his responsibility when handling 

differences and conflicts. The leader is seen from almost everyone as moderator, who provides 

guidelines or suggestions to solutions. The Mexican interviewee indicates that the leader is 

always present, even if the conflict is not affecting all group members. This could go in line 

with the high power distance in Mexico. A different view on this comes from the Chinese 

interviewee, who has a similar power distance level but sees all team members as responsible. 

This might show that prior international influences affected her viewpoint on this matter.  
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Table 4-14: How do you perceive Openness and Acceptance in a Person? 
Nationality  Degree Gender Answer 

Germany B. Sc. ILM Male 
Listen to the opinion of others and don’t force his opinion to 

be the right one 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Being aware of his/her reactions when his ideas are 

challenged 

Turkey MBA Female 
When a person’s pays attention to observational things, 
proves a wide perspective with acceptance of unfamiliar 

aspects and has cultural awareness 

China 
Master in 

Management 
Female 

The willingness to listen to, to get to know, and to try to 
understand others and try to accept the differences if any 

exist 

South Korea IMBA Male 
Not how to speak to others, but how to listen what others 

say. I believe communication starts by listening 

Taiwan IMBA Female 
Beauty is diversity, and openness is a necessity, e.g. I don’t 

agree with your opinion, but I respect that you have the right 
to deliver your own opinion 

The willingness to listen is a common element stated by many, like the German, Chinese, 

Taiwanese, and the South Korean interviewee, but there are differences in what this entails. The 

South Korean interviewee puts high emphasis on the ability to listen in order to see what others 

say. While all Asian interviewees go in similar directions, stating that getting to know another 

opinion, be ready to spend time to listen and accept differences are necessary, the Chinese and 

Taiwanese add an additional element of accepting the other opinion. This is also stated by the 

German interviewee. Openness and acceptance is regarded similar to get to know something: 

one may or may not agree with it, but one is willing to see what others think and tolerates it 

regardless of what he himself believes in. 
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The Turkish and Mexican interviewees slightly differ. The Turkish interviewee believes that 

observational skills are in line with openness. A cultural awareness is, according to her, a useful 

attitude to accept unfamiliar things and understand them. This proves a wide perspective, 

according to the Turkish interviewee, since understanding is reached through paying higher 

attention to not only words, but meanings as well. 

The Mexican interviewee seems to define openness in more critical moments. Stating that 

openness and acceptance are visible through reactions in moments when one is challenged, he 

goes in line with the Turkish interviewee by indicating that observational as well as behavioral 

attitudes prove openness and acceptance. The Mexican interviewee though adds another layer 

to the situation, which includes an amount of stress and confrontation. The challenge of one’s 

ideas and perspectives requires proper self-reflection as well as awareness and invites someone 

to a discussion in which one might test the accuracy or truthfulness of his beliefs or ideas. In 

contrast to the more Asian understandings of openness, this adds more conflict and may include 

the process in which people have to debate or even undergo change in order to reach more 

sophisticated viewpoints. Perhaps this is due to the high indulgence factor of Mexican people, 

which state that there is high self-control of emotions and impulses. This adds more depth into 

the understanding of openness. It is similar to the idea that if the aim is to reach new insights 

and understandings, there is a necessity to detach oneself from own perspectives and beliefs. 

It is visible that there are differences in depth to how the interviewees understand openness and 

acceptance. In these results, it ranges from listening, understanding and acceptance, over efforts 

for awareness to the self-reflection and testing of one’s own ideas. The deepest perspectives 

though are mentioned only by the Turkish and Mexican interviewees.  
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Table 4-15: What is your Perspective on Personal Change? 
Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
It’s not easy. Every time you’re going to handle one situation 

another is coming. New situations and circumstances are 
always on the horizon. It’s a non-stop learning process 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Difficult but necessary. But the desire to actually change is the 

key for it. Since not everything is under your control, it is 
important 

Turkey MBA Female 

Important: Conflicts can be overcome with change, and 
conflicts do not necessarily need to have a multicultural 

context. Difficult since you have many attitudes that establish 
with birth and solidify through time 

China 
Master in 

Management 
Female 

Important since it has vital influences on your life, but 
difficult since you need to develop a new understand of "how 

the world works" 

South Korea IMBA Male 
Important but not easy. As we get older, it is really hard to 
accept that we should change ourselves. In spite of that, we 
should refresh ourselves to adapt to a changing environment 

Taiwan IMBA Female 
It depends on the situation. It is generally good to develop 

yourself, but you need awareness to realize if it is worth it to 
change or not 

The answers on personal change are almost identical: every interviewee believes that change is 

something important and necessary, but also difficult to achieve. The reasons for the necessity 

are new situations and circumstances one is confronted with that force people to learn constantly, 

as the German interviewee states. This goes in line with the answers from the Chinese and South 

Korean interviewee, who argue that a continuous understanding of how the world works needs 

to be developed and refreshed with time. In addition, the South Korean interviewee points out 

that the more experience is accumulated, the harder it is to accept the necessity of change. This 

might imply some persistence people develop during their life. The way we see the world or 

how we live our lives is highly dependent on our culture, and this way of life proved itself in 
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the environment we learned these behaviors, which then solidifies one’s belief. This behavior 

as well as the assumption that it is right becomes more natural the longer we live in the 

environment our behavior works. Changes or differences could be associated with an offense 

or an attempt to overthrow the idea of the world one has built over all these years, and people 

might resist this change. They see it as true and right, and might not understand why other 

people from different cultures disagree. This could be due to the difference of culture as well 

as the lack of knowledge of other forms of education. People need to be aware that their 

knowledge and experience might now hold true under all circumstances and should avoid 

overconfidence and arrogance, which may result through the expectation that the own way is 

superior to others. 

The worth of the change is an evaluation which is highly subjective, and begs the question what 

people actually deem worthy. The change of the environment and with it the people one works 

with is an outside influence which requires people to change regardless of their willingness. 

The Turkish and Mexican respondents add other factors to this. While the Turkish interviewee 

believes that there are traits which solidify with birth and are very unlikely to change, change 

itself can help solve conflicts which can happen in national and international context. It is seen 

as an approach to improve harmony which can be disturbed through different perspectives of 

view, and therefore desirable. The Mexican interviewee emphasizes that the general desire to 

change is vital. If there is no belief in change while the environment surrounding one changes, 

it might lead to problems for the individual. Thus, there exists a force or desire to change also 

from inside a person that motivates him to act in accordance to change, which is in contrast to 

the outside forces that may dictate change. One is driven by belief from inside while the other 

represents a necessity from outside.  
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Table 4-16: Does the Study of an international Program render someone as multicultural 
Competent? 

Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 
It generally offers possibilities to expand your horizon. Not 

necessarily is the study course enough. Willingness to 
understand and empathy is necessary 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Not necessarily. It depends a lot on each person, because going 

abroad does not mean you are open to new ways of life and 
thinking 

Turkey MBA Female 

Yes, because of higher amount of multicultural interactions. It 
is not guaranteed that it makes you competent though: it 
depends on your personality, experience, environment, 

expectations 

China 
Master in 

Management 
Female 

Not necessarily, but to some extent the experience would give 
the person more awareness and sensitivity. To what extent 

depends on what the person experiences, how he/she perceives 
those experience 

South Korea IMBA Male 
It depends. It can be helpful, but it does not guarantee a 

student or a person to be multicultural competent 

Taiwan IMBA Female 
No, unless you really learned something apart from only the 
surface of the subjects themselves, but to really accept the 

existence of diversity 

There is agreement among the interviewees that the university as well as the study of an 

international course is not a guarantee for multicultural competence. The German and South 

Korean interviewees believe in the opportunities an international study program can have, but 

that the more vital elements for the development of multicultural competences are social 

attitudes like empathy and a willingness to understand. The Taiwanese interviewee points out 

that a student needs to be ready to accept diversity and the need to go further than the study 

subjects. The answers given from the Mexican, Turkish and Chinese interviewee go into similar 

directions. The Mexican interviewee believes that openness towards new ways of thinking and 
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life are not equal to the general stay in another country, like in an exchange. Both the Turkish 

and Chinese interviewees believe that the international study course increases awareness and 

sensitivity through higher multicultural interactions. But both also emphasize that it depends 

highly on the experience made during the study, as well as how these experiences are perceived. 

The Turkish interviewee additionally believes that expectations, the environment as well as the 

personality play a role in how or if multicultural competences are developed or not. 

The answers from the interviewees bring up two questions which need to be addressed. The 

first would be the role of the university during the study, which tend to be, according to the 

interviewees, a place of knowledge and an environment with opportunities. The university does 

not necessarily go far enough, though, to make a person multiculturally competent. The word 

“international” or “global” in the title of a study course might lose some value, since it could 

be interpreted as a potential, and not as expected guarantee, since these competences are 

dependent on the willingness of the student to put effort into having an international mindset. 

The Mexican interviewee indicated that there are elements which are necessary for the 

development of global competences. Openness to new ways of thinking and living can be 

translated as giving room to change. The way we deal with experiences is another element 

pointed out by the Chinese and Turkish interviewees. The acquisition of a higher awareness and 

new ways of thinking is vital when one chooses to study or work in environments truly 

international. These can develop during the studies as well, therefore it is not a requirement. 

Even companies need to be aware that people they hire from international programs might not 

be as competent as they hoped just because they studied at a well-known university. An 

increased openness to change, empathy and curiosity help developing competences in 

conjunction with an environment where learning is encouraged.  
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Table 4-17: What can an Individual do to increase Cross-Cultural Competencies? 
Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 

As an employee you need to get the chance to participate in 
those groups. Second you need the willing to learn more 
about it. There is a lot of valuable information around the 

web, but it is not cheap and time consuming 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Make friends with people from different countries, religions, 
traditions, ethnicity, etc. Be open and respectful. Be curious. 

Make trips in small groups (or even alone) 

Turkey MBA Female 

Have a broad point of view through higher degree of 
acceptance of different things, try and put more effort to 

understand people and avoid cultural stereotypes of 
prejudice 

China 
Master in 

Management 
Female 

Participate in actively in events that include people from 
different backgrounds 

South Korea IMBA Male 

I think the first condition is fluency in foreign language in 
order to communicate. After this condition is met, the most 

important thing is activeness to accept what they haven't 
experienced 

Taiwan IMBA Female 
Developing cross-cultural competences while you 

experience life in a different culture. Living differently and 
being proactive, "Learning by doing" 

The Asian interviewees point to similar directions, namely to include oneself into the new 

environment in which one lives. The interactions between people are often the main point of 

the Asian interviewees. Participation in multicultural events, living in a different culture, and 

accepting new experiences are emphasized. Additionally, the South Korean interviewee values 

the fluency of the language spoken. These points raised have integrative character, where the 

individual adapts to his environment, and could be attributed to that fact that the Asian 

interviewees are scoring lowest on individualism and therefore see the integration of themselves 

into the society as an essential step of the development of cross-cultural competencies. 
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The Western interviewees raise more internal aspects. While the German interviewee also states 

the participation of the individual in these environments, he adds that the willingness as well as 

the readiness to sacrifice efforts and self-education are important. The Mexican interviewee 

points out, as the only one, that friends from different cultures are sources from which one gets 

competent, which is in line with relevant literature (Brinkmann & Weerdenburg, 2014). Friends 

provide a guidance and a playground to practice different attitudes, and they make one aware 

of one’s own behavior and culture, raising self-awareness and sensitivity. Curiosity and 

openness help to engage a person in different or unknown environments and drive the 

understanding of differences. The Turkish interviewee iterates that individuals should put more 

effort in understanding people and avoid stereotypes. This may require a lot of empathy and 

interest in understanding differences. 

Stereotyping is arguably one of the least helpful things an individual might do since it creates 

barriers and wrong images of a culture. A lack of know-how may create problems in 

understanding the reasoning, an attitude, or behavior. To make it understandable, one might 

interpret this behavior in the own context and culture, or even how one wants to see it. This 

leads to misrepresentations and a following discouragement to learn further since it might seem 

inappropriate and reduces empathy and interest. The need to know the reasons for a behavior 

or attitude of someone must be interpreted within the culture in which it is practiced, not 

evaluated out of context. 

Looking at the answers of the interviewees more critically, there is still the belief that the mere 

exposure towards culture or cultural interactions make someone cross-culturally competent, 

especially with the Asian interviewees. This belief has been tested by Brinkmann and 

Weerdenburg (2014) and proved itself to be flawed. Time spent in a foreign nation did not prove 
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to be a credible indicator and had only a minimal effect on the cross-cultural competency of 

people. Even people who come from culturally diverse countries or regions did not acquire 

intercultural competences by default. Meaningful friendships though have high correlation with 

cross-cultural competences. Cross-cultural friendships are vastly more beneficial for the 

development of one’s intercultural competences than any kind of exposure to cultures. 

While many aspects noted from the Asian interviewees, like language proficiency, participation 

or acceptance of differences, are important, it is not the case that communication and the 

resulting understanding is only reached through proper language or mere acceptance, since it 

does not go along with the definition of communication where mutual meaning is shared 

(Business Dictionary, 2019). The reason for this belief could be the high degree of implicit 

communication in Asian countries, which is visible in Figure 4-1. In high context countries, a 

proper understanding of cultural know-how is quite important to get the meaning behind words, 

since some meanings cannot be understood if one has no knowledge about the culture. 

Understanding the intention instead of the words is necessary, but this probably poses a 

difficulty which the Asian interviewees might attribute to the language instead of the different 

way one has to read the words. 

 

Figure 4-1: Communication across Nations - Low or High Context (Meyer, 2014)  
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Table 4-18: When would you willingly deviate from your own Culture to embrace other 
attitudes/values? 

Nationality Degree Gender Answer 

Germany B. Sc. ILM Male 

It is hard to behave differently when you were raised in a 
specific manner, while your behavior in other environment 
can and should adapt, in most areas you would still reflect 

your education 

Mexico 
B. Sc. 

Industrial 
Engineering 

Male 
Two reasons for deviation: In order to maintain harmony and 
not to deviate from more important things and realization that 

another approach is simply better 

Turkey MBA Female 

It is not easy since we carry preconceived notions from our 
culture. However, when your culture has negative influences 

on your mindset and furthers stereotypes, we should 
overthink those. When you can learn advantageous things it is 

possible to improve 

China 
Master in 

Management 
Female 

As long as these values/attitudes/behaviors don’t break 
through the base line of my values. But nevertheless I am 
always open to know and try to understand. That's not too 

difficult once you are open 

South Korea IMBA Male 
Adaptability to ensure harmony and understanding, way of 
dealing with direct honesty with more conservative people 

Taiwan IMBA Female 
If some other culture has its own value which you find 

attractive, it would be highly possible for you to embrace 
them. It's not easy but it did happen 

There are three aspects which are noticeable in the answers from the interviewees. The first is 

the resistance to change in one form or the other. The German interviewee cites education as 

the reason that will reflect your behavior and hard to change. Similar things are cited by the 

others: the “controlled deviation” from important things from the Mexican, the “preconceived 

notions” from the Turkish, the “it’s not easy” statement from the Taiwanese and the “base line 

of one’s values” from the Chinese interviewee. Except for the South Korean interviewee, there 

is a general consensus that deviation from the own culture has hindrances. 
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The difference in reasoning for change from one’s own culture make up the other two notable 

aspects. One is through establishing harmony through adaptation to the environment. This is 

directly stated from the German, the Mexican and South Korean interviewee. The need to 

deviate may therefore be dictated by the customs given in the country, and the individual should 

bow down to the local circumstances. This may mean that the behavior or deviation is not 

permanent: as long as one is staying in a country, the development of local habits might be 

beneficial, which then are abandoned when turning back, since they might otherwise cause 

disharmony in the home country. It is debatable how much belief in different values this attempt 

includes, since it may be linked to an obligation one has to fulfill in order to live in a harmonious 

way with local people. 

The second aspect is backed with more confidence and willingness. The Chinese and Taiwanese 

interviewees hint at it by saying that general curiosity and know-how as well as attractiveness 

may lead to deviation from the own culture. Interest in attitudes may therefore motivate people 

to learn and adapt, but the Turkish and Mexican interviewee are stating more substantial aims, 

which is self-improvement and elimination of weaknesses of one’s own culture. This attempt 

is also more complex since it requires proper observation and evaluation of both the new culture 

and the own one. Change is therefore seen as a way to improve and comes through insight and 

understanding. A person therefore is not strictly forced to change, but has the will to. This is a 

significant difference to the other aspect of harmony. Through understanding one’s own 

reasoning and behavior as well as these of people from other cultures, one is able to assess them 

and consciously choose in which way one wants to develop himself and walk this way with 

more confidence.  
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5. Conclusion 

In summary, the results of the research prove that there are similar answers in many questions, 

but also some different ones. Some questions receive more “global” answers, while others are 

diverse. It can be said that the study of international programs or general international 

experiences do not result in the standardization of views. While there are sometimes regional 

similarities, like the ranking of the traits, there are also visible differences for each interviewee. 

The reasons are different education, cultural differences as well as different kinds of 

international experiences. In addition to that, different perceptions, information processing 

methods and evaluations differ as well. The research shows that it is not possible, probably even 

for people from the same nationality and similar cultures, to have the same priorities, 

motivations and beliefs. 

Having said that, the role of leadership is seen in a quite similar fashion by the interviewees: 

even if they have different education systems, all interviewees see a leader as someone with a 

vision, expertise, good communication skills and someone who inspires his followers. While 

deviations exist as well, the similarities between the respondents are noticeable, even for the 

lower rankings of the more social attitudes. While having some deviation, the teamwork 

dimension also has many similarities. It is not possible to say with certainty that these 

tendencies are due to international education or personal experiences. It is possible that the idea 

of a leader and teamwork is similar in many cultures, and these are taught naturally in their 

respective cultures. The slightly higher deviation in the communication dimension is an 

indication that the way people communicate in different cultures is perhaps not as well versed 

as leadership styles or teamwork. It may be beneficial for international managers to be aware 

of the communication dimension when they develop their cross-cultural competences. 
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As mentioned before, many open-ended questions receive global answers, indicating that 

international experiences help to give common knowledge. This is proven by the participants’ 

similar answers to the biggest international leadership challenge, the biggest communication 

threat and reasons for misunderstandings, among other answers. International experiences and 

education help to identify more global issues, which is vital in order to be an international 

manager. Knowledge is one big part to become aware of many differences and to furthermore 

realize that the culture one grew up with is not necessarily comparable to other ones. There is 

agreement among the participants that proactivity in learning is essential, since educational 

facilities are not sufficient, and personal change is vital for furthering oneself. If this know-how 

is translated into a changed behavior of the participants could not be tested with the research 

though. It is highly important that the behavior and know-how of people is in resonance in order 

to be truly cross-culturally competent, since knowing and doing might differ. 

Looking at the results in specific questions, it becomes visible that while people do know about 

cultural differences as well as the importance to properly deal with it, the necessary attitudes to 

deal with them are often not known. Only one participant mentioned the importance of empathy 

in the development of cross-cultural competences. Openness was often cited, but what attitudes 

a person needs in order to be open are not clear. The answers on Table 4-14 show that as well, 

since there are different answers with respect to their depth when talking about openness and 

acceptance. This is a heavy indication that people should be educated on which attitudes they 

need to focus on and utilize when dealing with diverse people. Perhaps it may prove beneficial 

to concentrate our efforts on a more social or psychological education, where the foundation of 

skills like openness, sensitivity or integrity are explored. Empathy plays a big role in this as 

well, even if it may be quite different in its expression from person to person. 
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Another quite vital aspect is the agreement on personal change as well as its importance. Every 

interviewee agrees that it is vital, but there are differences visible. Table 4-17 shows that the 

interviewees name different reasons for how people can develop cross-cultural competencies, 

either for integrative or self-development reasons. Table 4-18 shows the diversity in motivation 

clearly as well. For people working in highly diverse environments, these barriers need to be 

overcome though for a better working environment. The resistance to change due to its 

difficulty can be seen as natural. The education received in a specific environment dictates our 

behavior, and when this gets solidified over decades, a person will get used to it in such a degree 

that one might even be unconscious about it. While the development of the acquired traits may 

be emphasized, change and adjustments might be neglected, and with it the basic ability to 

change in general. These attitudes represent a necessity when you work with differences in 

attitude, behavior and capability, since this will affect the performance of the people you work 

with, the own performance and consequently the performance of an organization. 

To draw a personal conclusion, it is clearly demonstrated that whenever people lead, 

communicate or work together, certain social characteristics need to be present and acted out. 

The knowledge of differences is important for the awareness as well, but when it does not make 

one aware of the possible implication of one’s own behavior to other cultures or vice versa, it 

is not as useful. Empathy, curiosity and the genuine interest of people to have common goals 

and build trust on the way, where mistakes are solved through understanding and forgiveness, 

are essential traits for international managers. Embracing different cultures and with it 

seemingly different values leads to the exploration and realization of having common ones. 

Personal reflections should therefore be a constant process for international managers, since 

one becomes more aware of meanings and perceptions. Since differences in various dimensions 
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will continue to exist, even if a more international education is emphasized, it is important to 

develop an ability on how to deal with information and differences. Dr. Jordan B. Peterson 

(2018) said that “the world is made of information, and if you encounter it, and tangle with it, 

then it informs you, and then you become informed, and then you are in formation, and then 

you are ready”. But in order to be ready, one needs to be willing to care enough to tangle with 

it as long as necessary. This emphasized the necessity of having sophisticated discussions where 

meanings are shared and mutual understanding is reached. 

International managers, who may have great influence on their environment, might therefore 

be more reflective and careful in their approach and mannerism when it comes to leadership 

styles, enabling teamwork and ways of communication, especially when working with people 

from different cultures. International managers need to be aware, due to the expectation that 

they are cross-culturally competent, of the value of cultural self-awareness, social traits like 

empathy, and the necessity of constant change and improvement before imposing their ideals 

on others. “People who don’t have their own houses in order should be very careful before they 

go about reorganizing the world (Peterson, 2019).”  
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Appendix 
Full Interview Questions 

 
1. Please order the following traits in an order in which you perceive them as most vital for Leadership, 

Communication and Teamwork. 
 

Leadership Communication Teamwork 

Ability to Learn Credibility of other person Decisions by Consensus 

Adaptability Cultural Self-Awareness Diversity and Creativity 

Commitment to Performance Effective information exchange Group Cohesiveness 

Communication skills Empathy Group-Commitment to Performance 

Expertise of Business High conflict avoidance High Openness 

Honesty / Integrity High transparency High participation of members 

Inspirational & Motivational High understanding Listening Skills 

Openness Observational skills Low task conflicts 

Sensitivity Property and Decency  Team evaluations & feedback 

Visionary, direction setting Techn. Com. Availability Tolerance for Change 

 
2. What is in your opinion the biggest international Leadership Challenge? 
 
3. What is the biggest Threat to Communication in Multicultural Groups? 
 
4. Why are many Multicultural Teams not effective Teams? 
 
5. What is the Difference between a national and international Manager? 
 
6. What are the most important Attitudes that help develop Cross-Cultural Competencies? 
 
7. What are reasons for Misunderstandings when you work with People from different Cultures? 
 
8. While working in multicultural Groups, what is most challenging in building Trust? 
 
9. Why do you believe the Challenges (in Table 4-8) exist? 
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10. How should a Team handle differences in Beliefs and Conflicts? Who is responsible? 
 
11. How do you perceive Openness and Acceptance in a Person? 
 
12. What is your Perspective on Personal Change? 
 
13. Does the Study of an international Program render someone as multicultural Competent? 
 
14. What can an Individual do to increase Cross-Cultural Competencies? 
 
15. When would you willingly deviate from your own Culture to embrace other attitudes/values? 
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