®dunan pacckaza GoOpMaTbHO OTKPBIT: aBTOP HE TOBOPUT MPSMO, OCTAHYTCS JIH
repou noma. [Ipu 3ToM nMeHHO MudoIoTeMa JoMa MO3BOJISET HaM TOHSITh, YTO pas-
PBIB C CEMbEH, C TPAIUIIMEH, CO CBOCH KYIbTYpOU SABJISIETCS ISl MOJIOJIOTO MOKOJIe-
HUS SITIOHIIEB OKOHYATEJIbHBIM: OHM OTKA3bIBAIOTCS «IHThY» U3 KOJOAINA, KOTOPBIM
CITY>KWUJI ICTOYHUKOM CEMEHHBIX TMpeJaHui, He y3HAIOT Ha OTO MaTh, KOTOpas CIH-
J1ach C YEPHOTOM, MpEeBpaTUiach B MPU3PAK, HE MOHUMAIOT OTLA, BUISAT TOJBKO IO-
BEPXHOCTHBIE, «3aMaIHbIC» CMBICIIBI TPOUCXOISIIETO, a IOM JIJI1 HUX aCCOLMUPYETCs
¢ mycroToil. MUcurypo He MOpaau3upyeT, He yTBEPXKIAAET, YTO ATO IIJIOXO, a CKOpee
MOKa3bIBaeT HaM HEMUHYEMBIH XOJ BelleH, pa3sHUIly IBYX KYJbTYp M JIBYX MHPOB,
BBIpQKEHHYIO B KOH(DJIMKTE NBYX MokojeHui. HacTopaxknBaeT Tojbko HaMeK Ha (a-
TaJIbHOCTHh TAKOT'O XOJ1a BEIIEH.
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Intercultural Communication:
Interaction Between National and Corporate Cultures

B cratee paccmaTpuBaeTcs B3aUMOJECUCTBHE MEXAY HAIMOHAIBHOW W KOPHOpPAaTUBHOMN
KyJIbTYPOH. ABTOPOM OXapaKTEPU30BaHbI PAa3JINYHbIC OAXOABI K YMEHHUIO CIIPABIIATHCS C KYJIBTYP-
HBIM pa3HOOOpa3sueM, OTMEYAIOTCS HEKOTOPble HEOXHJAHHBbIE TEHICHIIMHU BO B3aUMOJCHCTBUU
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MEXy HAIlMOHAJTBLHOM M KOPIOPATHBHOW KyJIbTypoil. OOBSCHSSI, KaK OpraHW30BaTh YCIEITHOE
B3aMMOJICHCTBHE MEXIy HHMH, aBTOp ccbutaercs Ha 10 monmoxkeHwid, chHOpMyITHMPOBAHHBIX
®. Xappucom, P. Mopanom u C. Mopas.

Kntouesvie cnosa: MeXKynbTypHass KOMMYHMKAIMS;  HalMOHANbHAs  KYJIbTYpa,;
KOpIOpaTUBHAsI KYJIbTypa; CHHEPIHsl; IPUOPUTET

The article looks into interaction between national and corporate cultures. The author first
speaks about different approaches to the management of cultural diversity and than notes some sur-
prising trends in interaction between national and corporate cultures. Explaining how to promote
successful interaction between corporate and national cultures, the author refers to ten concepts for
successful global performance suggested by P. Harris, R. Moran, and S. Moran.

Keywords: intercultural communication; national culture; corporate culture; synergy; take
precedence

The era of globalization in which we live today makes it impossible to imagine
our life without intercultural communication. We work for transnational corporations,
cooperate with our foreign partners, join international professional organizations,
combat global problems together or just travel abroad. Within the international busi-
ness environment, activities such as exchanging information and ideas, decision-
making, negotiating, motivating and leading are all based on the ability of specialists
from one culture to communicate successfully with professionals from other cultures.
The development of this ability should become a part and parcel of educational pro-
grammes in business and economics, and a significant role in them can be played by
ESP/BE courses.

When we speak about intercultural communication, we mainly mean interac-
tion between different nations or countries or their representatives. We often forget
about various subcultures that coexist within a certain national culture — gender, pro-
fessional, business, organisational and others. The phenomenon of corporate or or-
ganisational culture has given rise to much interesting research. It is viewed either as
a subculture within a national culture, or as a complex combination of values, atti-
tudes, modes of behaviour and methods of management that exists today in interna-
tional organizations in the world of politics, business, education, medicine, etc.

When people from more than one culture work together, they interact regularly
and they face the same questions. Do national cultural differences affect a multina-
tional organisation? Do international managers recognise cultural differences? What
are the best strategies for managing corporate multiculturalism? How do national and
corporate cultures interact? What guarantees the success of global leadership?

National culture affects many aspects of human and organisational behaviour.
N. Adler [1] has concluded that national culture impacts a business corporation dif-
ferently at different levels of the organisation. At the macro level of organisational
structure, the influence of national culture may be less important than that of such

348



variables as technology. At the micro level of individual behaviour, the influence of
national culture takes precedence. But one has to admit that at every level national
culture profoundly influences organisational behaviour. The process becomes even
more complicated in multinational corporations (MNCs) that are “organisations com-
posed of two or more parent companies of different nationalities linked together by
means of shareholdings, common directorial control, or contract; subject to a single
managerial direction; and consisting of networks of connected companies of many
nationalities” [6].

Every time a multinational corporation establishes itself in a certain country, its
corporate culture experiences the impact of that country’s national culture. The na-
tional cultural environment of any MNC includes national/local languages, religion,
values and attitudes, education, social organisation, technology, material culture,
politics and law. Some managerial functions are more sensitive to local culture than
others and this sensitivity depends on the importance of the direct exchange between
that particular function and the cultural environment. Functions such as marketing
and public relations generally demand more interaction with local culture that, for ex-
ample, the functions of finance or production.

Multinational organisations and their cultural environments are elements of an
interactive system, and interaction is a two-way process. It is important to recognise
that MNCs are not passive in relating to the cultural environment. They possess some
degree of control over it, and their actions may influence it. Organisational activities,
such as applying new technologies, offering training programmes, introducing new
products, making contributions to politicians, or advertising may alter the cultural envi-
ronment in which an MNC operates. Within limits, therefore, multinational corpora-
tions may be able to manipulate environmental elements which act as constraints [5].
This issue of an organisation’s impact on the cultural environment is critical in interna-
tional business. Foreign firms tend to be agents of change in host countries. And their
operations inevitable induce cultural change of both an intended and unintended nature,
thus not only affecting the country’s economy but having a broader cultural impact.

Moreover, different cultural environments require different organisational be-
haviour. Strategies, structures and technologies that are appropriate in one cultural
setting may lead to failure in another, and very often do [7, p. 29].

We have so far discussed intercultural communication between corporate and
national culture on the external level — between a multicultural corporation and the
cultural environment of the host country. But it also exists on the internal level within
the MNC itself — between the corporate cultures on the one hand and the national cul-
tures of its members on the other. The extent to which managers recognise cultural
diversity within their organisation and its potential advantages and disadvantages fi-
nally defines the organisation’s success or failure. N. Adler [2] analyses different
strategies for managing cultural diversity:
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1. The most common response of members of an organisation to cultural diver-
sity is parochial — they do not recognise cultural diversity or its impact on the organi-
sation. In parochial organisations, members believe that “our way is the only way” to
organise and manage and thus the selected strategy is to ignore cultural diversity.
This strategy precludes the effective management of diversity as well as the possibil-
ity of minimising negative impacts and enhancing positive ones.

2. The second most common response is ethnocentric — members recognise di-
versity, but only as a source of problems. In ethnocentric organisations, members be-
lieve that “our way is the best way” to organise and work; they view all other ways as
inferior. Their strategy is to minimise the sources and impacts of cultural diversity
within the organisation. It can be implemented in a number of ways: for example, by
attempting to select a culturally homogeneous work force or by socialising all work-
ers into the behaviour patterns of the dominant culture. Ethnocentric organisations
preclude the possibility of benefiting from the many cultures present, by minimising
their diversity.

3. Only in those cases in which members of an organisation explicitly recognise
the concept of culture can the response to cultural diversity be synergistic — seeing cul-
tural diversity as leading to both advantages and disadvantages. In synergistic organisa-
tions, members believe that “our way and their way differ, but neither is inherently su-
perior to the other”. Members of synergistic organisations believe that the combination
of “our way and their way” produces the best way to organise and work. Their strategy
is to manage the impact of cultural diversity itself [9, p. 188-189]. Such organisations
minimise potential problems by managing the impacts, minimising the diversity. Simi-
larly, they maximise the potential advantages by managing the impacts, rather than ig-
noring the diversity. Synergistic organisations train their members to recognise cultural
differences and to use those differences to create advantages for the organisation.

The first two strategies — ignoring and minimising cultural differences — occur
naturally and are therefore quite common. Only when members of the organisation
recognise both the cultural diversity and its potential positive impacts is it probable
that an organisation will choose to manage the diversity rather than ignore or mini-
mise it. Cultural diversity can potentially have both positive and negative impacts on
the organisation. The approach to diversity, and not the diversity itself, determines
the actual positive and negative outcomes [8].

Over the past few years, managers and researchers have increasingly recog-
nised the importance of corporate culture as a factor of social influence. Unfortunate-
ly, our understanding of organisational culture has tended to limit, rather than en-
hance, our understanding of national culture. Many international managers believe
that corporate culture moderates or erases the influence of national culture. They as-
sume that employees working for the same organisation — even if they are from dif-
ferent countries — are more similar than different. They believe that national differ-
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ences are only important in working with foreign clients, not with colleagues from
the same organisation. Does the corporate culture erase, or at least diminish, national
culture? Surprisingly, the answer is “No’. Employees and managers do bring their
ethnicity to the workplace.

A. Laurent [4] found cultural differences more pronounced among foreign em-
ployees working within the same multinational organisation than among employees
working for organisations in their different native lands. After observing managers
from nine Western European countries and the US who were working for organisations
in their native countries (e.g. Swedish managers working for Swedish companies, Ital-
lan managers — for Italian companies, etc.), Laurent repeated his research in one multi-
national corporation with subsidiaries in each of the ten original countries. He assumed
that due to the influence of unifying corporate culture, employees working for the same
multinational corporation would be more similar than their colleagues working in their
own countries, but instead found the MNC employees maintaining and even strength-
ening their national cultural differences. There were significantly greater differences
between managers from ten different countries working within the same multinational
corporation than there were between managers working for companies in their separate
native countries. It appears that when working for a multinational corporation the
Germans become more German, the Americans become more American and so on.

Why might organisational culture enhance national cultural differences? At this
point neither managers nor researchers know the answer. Perhaps the pressure to con-
form to the corporate culture of a foreign-owned company brings out employees’ re-
sistance, causing them to cling more firmly to their own national identities. Perhaps
our ethnic culture is so deeply ingrained in us by the time we reach adulthood that it
cannot be erased by any external force. Perhaps other as yet unexplained forces are
operating. The indisputable conclusion is that employees maintain or enhance their
culturally specific ways of working when placed within a multinational corporation.

Finally, in trying to understand how to promote successful interaction between
corporate and national cultures, let us consider the following ten concepts for suc-
cessful global performance suggested by P. Harris, R. Moran, and S. Moran [3]:

e Global Leadership — being capable of operating effectively in a global envi-
ronment and being respectful of cultural diversity.

e Cross-Cultural Communication — recognising what is involved in one’s im-
age of oneself and one’s role, personal needs, values, standards, and expectations, all
of which are culturally conditioned.

e Cultural Sensitivity — integrating the characteristics of culture in general
with experiences in specific organisational, minority, or foreign cultures.

e Acculturation — effectively adjusting and adapting to a specific culture,
whether that be a subculture within one’s own country or abroad.
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e Cultural Influence on Management — understanding that management phi-
losophies are deeply rooted in culture, and that management practices developed in
one culture may not easily transfer to another.

e Effective Intercultural Performance — applying cultural theory and insight
to specific crossOcultural situations that affect people’s performance on the job.

e Changing International Business — coping with the interdependence of
business activity thought the world, as well as the subculture of the managerial group.

e Cultural Synergy — building upon the very differences in the peoples of the
world to achieve mutual growth and accomplishment by cooperation, combining the
best in various cultures and seeking the widest input.

e Work Culture — applying the general characteristics of culture to the specif-
ics of how people work at a point in time and place.

e Global Culture — understanding that while various characteristics of human
culture have always been universal, a unique global culture with some common char-
acteristics may be emerging.

The influences of mass media, telecommunications, the Internet, etc. are break-
ing down some of the traditional barriers among groups of people and their diverse
cultures, and global managers are using global strategies.
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