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Abstract:- 

 

This is an era of globalization due to which every organization and individuals goes beyond its countries 

limits for business and growth, at the time of going beyond the country every one faces a big problem 

which is called cross culture which means facing the new culture and understanding it. Cross culture 

means, when we talk about the different cultures or it simply implies multi-culture. The cross cultural 

skills help a person to understand and communicate with the people of different cultures.  A culture clash 

of some sort occurs as soon as two people get together, since no two people, even family members, have 

the same internal world or the same view of the external world. 
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When two persons of different cultures meet then what kind of issues they face and how important to 

understand these issues is also a big matter of concern. As a research paper this paper talks about the issues 

which two people faces at the time of cross culture phase and their effect on the business growth and 

strategies, And as the conclusion part this paper tries to find out the importance of understanding these 

issues from the point of view of both employees and organizations. 

 

INTRODUCTION:- 

 

The term "cross-cultural" emerged in the social sciences in the 1930s, largely as a result of the 

Cross-Cultural Survey undertaken by George Peter Murdock, a Yaleanthropologist. Initially referring to 

comparative studies based on statistical compilations of cultural data, the term gradually acquired a 

secondary sense of cultural interactivity. The comparative sense is implied in phrases such as "a cross-

cultural perspective," "cross-cultural differences," "a cross-cultural study of..." and so forth, while the 

interactive signification may be found in works like  Attitudes and Adjustment in Cross-Cultural  

Contact:  Recent  Studies  of  Foreign  Students,  a  1956  issue  of  The Journal of Social Issues. Usage of 

"cross-cultural" was for many decades restricted mainly to  the  social  sciences.  Among  the  more  

prominent  examples  are  the International Association for Cross-Cultural Psychology (IACCP) 

established in 1972 "to further the study of the role of cultural factors in shaping human behavior," and its 

associated Journal of Cross-Cultural Psychology, which aims to provide an interdisciplinary discussion of 

the effects of cultural differences. 

 

Meaning of cross culture: 

 

Cross culture means, when we talk about the different cultures or it simply implies multi- culture. The 

cross cultural skills help a person to understand and communicate with the people of different cultures.  

Cross-cultural issues exist everywhere. They exist in every aspect of our lives. A culture clash of some 

sort occurs as soon as two people get together, since no two people, even family members, have the 

same internal world or the same view of the external world. . Most of the time, people accommodate, 

sublimate or ignore these different 'cultures', because of common ground, shared goals and like

http://en.wikipedia.org/wiki/George_Peter_Murdock
http://en.wikipedia.org/wiki/George_Peter_Murdock
http://en.wikipedia.org/wiki/Yale
http://en.wikipedia.org/wiki/Social_sciences
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interests. When people concentrate on similarities, the differences are less noticeable, or at any rate, 

less important. Once we get a certain amount of common ground, we can 

'get along'. Difficulties usually arise when the differences appear to be all there is. When you experience 

or imagine the differences as stumbling blocks. 

 
In the broadest sense, you 'cross' cultures with every person you come into contact with, whether 

they are the 'same' as you nor not in the workplace all these may be the cause of culture clashes, but you 

can then add differences in working practices and communication styles between departments, with 

clients, with other companies and between     senior     management     and      other     people     in     

the     workforce. When cultures clash, no matter what the cause, things inevitably evolve into a 

'them' and 'us' environment. What happens next is people go around collecting 'evidence' to prove that 

they are right and the other guys are wrong. There are many avenues to take that              will              help              

cultures              'get              along'              better. After the emergence of the concept of globalization, the 

businesses found that their employees were ill equipped for overseas work in the globalizing market. 

Programs developed to train employees to understand how to act when abroad. Current cross- cultural  

training  in  businesses  does  not  only  focus  on  language  training  but  also includes focus on culture 

training. 

 
When  we  talk  about  the  cross  cultural  skills,  it  focuses  on  practicing  cultural competence to 

perfection.  Communication  is  the fundamental tool by which  people interact in organizations. This 

includes gestures and other non-verbal communication that tend to vary from culture to culture. 

 

Objective of the study: 

 

1.  To find out the issues of cross culture. 
 

2.  To bring out the importance of understanding these issues. 
 
 

Research methodology: 

 

In this study secondary data is to be used, different research papers and books are to be considered to 

find out the relevant data.
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Sources of data procurement; 
 
 

1.  Research papers. 
 

2.  Books. 
 

3.  Magazines. 
 

4.  Journals. 
 

5.  Articles and 
 

6.  Internet based data. 
 
 

ISSUES OF CROSS CULTURE 
 
 

CULTURAL DIFFERENCES AND SIMILARITIES 
 
 

For understanding cultural issues in organizational setting against international perspective, it is essential to 

understand employee behavior. Five basic conclusions can be drawn about cross-cultural impact on employee 

behavior: 

 
First, individual behavior in organizational setting varies across cultures. Thus, employees based in India, Japan, 

U.S. and Germany is likely to have different attitudes and patterns of behavior. Second, culture itself is an 

important variable for this variation. There are also other factors like differing standards of living and varied 

geographical conditions which cause variations in behavior. Third, although behavior within organizational 

setting remains quite diverse across cultures, organizations themselves appear to be increasingly similar. Fourth, the 

same manager behaves differently in different cultural settings. Lastly, cultural diversity can be an important 

source of energy in enhancing organizational effectiveness. Cross-cultural management literature is replace with 

studies examining cross-national differences in individual behavior, managerial attitudes, values and beliefs. 

 
BEHAVIOR IN GLOBAL PERSPECTIVE 

 
 

Individualism and Collectivism: Individualism pertains to societies in which the ties between individuals are 

loose. Collectivism as its opposite pertains to societies in which people from birth onwards are integrated into 

strong, cohesive in-groups. People in a culture   characterized   by   individualism,   tend   to   put   their   careers   

before   their organizations and usually assess how situations will affect them personally. Collectivism is said to 

dominate in India,, Japan, Germany, Peru, Columbia, Greece, Mexico, Pakistan, and Singapore. India and Japan 

are characterized by a high level of collectivism. 

 
Power Distance: Power distance is defined as "the extent to which the less powerful members of  institutions  

and  organizations within  a  country expect  and  accept  that power is distributed inequally" (Hofstede, 1991).      

Power distance refers to the acceptance of the idea by employees that in an organization people will have 

different levels of power. Norway, Germany, Ireland, Denmark, New Zealand, Austria, and U.S. represent 

cultures with low-power distance. Brazil, Mexico, Indonesia, Spain, France, Japan, India, and Singapore are 

examples of societies with a high power distance 
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Uncertainty Avoidance: Uncertainty avoidance is defined as "the extent to which the 

 
" 

members of a culture feel threatened by uncertain or unknown situations  (Hofstede, 
 
 

1991).   Extreme   uncertainty   creates   high   anxiety;   Uncertainty   is   alleviated   by technology, law, 

religion, and by written and unwritten codes of behavior.   Canada, U.S., Australia, Denmark, Norway, 

Singapore, and Hong Kong belong to the first category whereas France, Belgium, Peru, Argentina, Italy, Austria, 

Japan, and Israel are said to possess people who are motivated to avoid uncertainty in their work lines. 

 
Masculinity/Feminity: Masculinity pertains to societies in which social gender roles are clearly  distinct;  feminity  

pertains  to  societies  in  which  social  gender  roles  overlap. Japan, U.S., Austria, India, Germany, and Israel 

are masculine, whereas Finland, Denmark, Sweden and Norway are feminine societies. The cultural value of 

masculinity/feminity has an impact on the study of employee well-being and related issues. 

 
CULTURAL SHOCK 

 
According to Anthropologists, cultural shock involves anxiety and doubt caused by an overload of unfamiliar 

expectations and social cues.  Because of differences in culture, an employee posted outside his or her home 

country will experience confusion, alienation, disorientation, and emotional upheaval. This is known as 

culture shock. 

 
 

 

Many employees of multinational corporations do not know how to deal with a cultural adjustment process. This 

experience can be painful and devastating. 

 
MANAGERIAL RESPONSES 

 
 

Managerial responses vary across cultures. Specific behaviors depend upon attitudes managers hold about 

employees. Managerial responses are shaped by the cultures of the land. Managers in Japan, for instance, strongly 

believe that a manager should be able to answer any question s/he is asked. On the other hand, Swedish managers 

have 

' 
the least concern for knowing all the answers. In France, the manager s role is thought 

 
to be that of an expert, whereas in the U.S. the manager is viewed as a problem solver. 

 
 

DECISION MAKING ACROSS CULTURES 

 

Even if people were to follow the same basic steps when making decision, there exists a widespread difference 

in the way people from various cultures may go about doing so. There exist cultural differences with respect to 

who is expected to make decisions. In Sweden, for example, it is traditional for employees at all levels to be 

involved in the decisions affecting them. However, in Pakistan, where autocratic decision making is expected, it 

would be considered a sign of weakness for a manager to consult his subordinate about a decision. 

 
MOTIVATION ACROSS CULTURES 
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Motivation theories and approaches are mainly developed in America. Nevertheless, some of the theories and 

techniques do apply to other societies as well. For example, equity theory has takers in Korea, Japan and the U.S. 

Maslow's theory too has found itself applicable but with changes in the needs priorities. In Greece and Japan, for 

example, security needs are more important, whereas social needs tend to dominate in Norway and Sweden. 

Employees in different cultures perceive work differently, For Indians, work is not just an economic reward, but 

it also deems to confer status and dignity. But for Americans, work is equated just with economic rewards. 

 
REWARDS ACROSS CULTURES 

 

 

Employees' expectations from their jobs depend on respective cultures. Naturally, rewards also vary across 

cultures. For example, job security is more valued in some cultures than in others. In certain societies like the 

U.S. for example, individual rewards like recognition, promotion and merit pay increase are more valued. On the 

other hand, in Japan, employees place a higher value on group rewards and recognition. It is essential that a 

manager must understand the varying expectations and rewards of employees and provide them accordingly. 

 
LEADERSHIP ACROSS CULTURES 

 

Cultural factors influence the effectiveness of specific leadership actions, and determine varying leadership styles 

in different countries. In a society with a high power-distance, employees routinely expect the leader to make 

decisions, and assign tasks. In such a culture, any effort by the1leader to promote participative style of 

management will be opposed.  On  the  other  hand,  under  conditions  of  low-power-distance  any directive 

behavior by the leader will not be tolerated. Employees expect empowerment from the leader. 

 
POWER AND CONFLICT ACROSS CULTURES 

 

Power and conflict area part of organizational life in certain countries. For instance, in the United States 

power and conflict are accepted and attempts are even made in organizations to create and sustain moderate level 

of conflict. Such a level of conflict is perceived to be beneficial for organizational effectiveness. In Japan, the 

focus is on conformity, group harmony, and the like. 

 
COMMUNICATION ACROSS CULTURES 

 

Different words may mean different things to different people. In addition to different vocabularies, cross-

cultural communication is made difficult by the fact that in different languages even the same word can mean 

different things. Communication problem will arise because of alien language and unfamiliar body gestures. In 

international perspective, two issues namely, language and coordination are relevant. 

 

Language: Some words are understood differently in different countries. An example is that Japanese 

managers rarely come out with direct "no" to mother's request. The 

" 
manner in which they avoid saying "no" is to say  yes" and then follow the affirmative 

" 
answer  with  a  detailed  explanation  which  in  effect  means   no".  General  Motors 

 
 

produced a car called the Nova, which did not sell well in Italy where "no va" means 
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" 
does not go". In China, Coco-Cola means "bite the head of a dead tadpole". 

 

Even nonverbal communication varies across cultures. Colours and body language, for example, can convey 

quite a different message in one culture than in another. Thus, managers should be forewarned that they cannot 

take everything for granted while dealing with people from another culture. They must acquire familiarity with 

verbal and nonverbal languages of that culture. 

 
ENVIRONMENT ACROSS CULTURES 

 

Environment in certain countries is stable and predictable, whereas in other societies it is dynamic and 

turbulent. The economies of Japan, Sweden and the U.S., for example, are fairly stable. Although competitive 

forces within them vary, they generally remain strong free-market economies. Environment also varies in terms 

of its complexity. The Japanese  environment,  though  stable,  is  highly  complex.  Our  country  too  has  a 

complex environment reflecting, as it were, unity in diversity. 

 
ORGANISATION STRUCTURES AND TECHNOLOGY ACROSS CULTURE 

 
 

More and more companies are becoming international and to cope with the demands of varying cultures, these 

firms adopt different organizational structures, and technology. International   conglomerates   have   international  

headquarters  that   coordinate   the activities of businesses scattered across the globe.  Two aspects of technology 

have their impact on organizational effectiveness. They are: (a) variations in available technology, and (b) 

variations in attitudes towards technology.    Attitudes towards technology also vary across cultures. Western 

countries generally have positive attitude towards technology, but most Asian countries tend to view applied 

knowledge with suspicion. 

 
 

 

CROSS-CULTURAL TRAINING 

 

Increasing numbers of multinational organization, and intercompany interactions among them, are a 

compelling reason for cross-cultural training. The importance of cross- cultural sensitivity, empathy, and 

ability to communicate with people from different cultures are of great  concern  world-wide.  Cross-

cultural  orientation  and  training programmes  teach individuals belonging to one culture ways of 

interacting effectively with minimal interpersonal misunderstanding in another culture. Training is a 

worthwhile investment in terms of public relations and goodwill for the company. 

 

FINDINGS: 

 

From the above data following points can be find out, I will present the materials in a table format 

such that it may be easier to digest. 

 
Table 1: Cross-cultural Implications 
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Cross-culture 
 
Dimension 

Implications 

Language It  is  generally  good  practice  to  “localize” 
 
materials when feasible. Local words and expressions 

sometime just do not properly translate for English 

and may actually be offensive. 

Individualism vs. Collectivism A focus on team activities and collaboration 
 
vs. individual 

 
competitive activities is preferred. 

Cooperation Nothing  is  cast  in  stone  for  the  Asians. 
 
Authority is seldom, if ever, challenged. But when 

encouraged and trust is gained by the instructor, 

students will interact better, and challenge each other 

in a negotiate manner as not to create a ”save face” 

problem. This takes much longer that you wil lever 

plan – 
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 so take time to let the process work itself 
 
through. Asian employees seldom have the chance to 

really participate in the decision- making process. So 

activities requiring decisions may well take longer. 

Uncertainty Avoidance The tendency is to research, research, and 
 
research until there is more certainty on an issue or 

assignment. Again this takes more time than ever 

planned. No one wants to let the other team member 

down so certainty is best to “save face” within the 

collective. 

Masculinity/Femininity As  noted  in  the  other  categories  above, 
 
while team activities are critical to success of a 

course, the time allotted for all activities must be 

given a high priority. 

Conflict Resolution Western  business  people  will  realize  that 
 
while they “have the 

 
authority”  to  manage  conflict  it  is  not  a license to 

kill. Extreme caution and skill is required to bring a 

group through conflict without causing save face 

issue. 

Work Group Characteristics Once teams are formed, changing members 
 
will create problems for the new member. Avoid 

this whenever possible. 

Motivation Systems Motivate and encourage individuals one-on- 
 
one.  Motivate  and  encourage  all  groups publicly 

unless the news is bad. 

 
 

Because most of the areas discussed in Table 1 also apply to Indian culture, we will only look at a 

few areas that are subtle variances in implication.
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Table 2: Cross-cultural Implications – India and the West 
 
 

Western Non-Western 

1.  Christianity  concerned  with  absolute 
 
moral  values,  differences  between  good and evil, 

and redemption of the soul. 

1. Non-Western religions focus on virtue. 
 
Buddhism and Confucianism providing an ethical 

code of behavior. 

2. Society is built on legalistic contractual 
 
relationships. 

2.   Society  is  built  on   direct   personal 
 
relationships. 

3. Individualistic orientation. 3. Group orientation. Clan, Caste, Tribe. 

4.Behavior       controlled       by       rules, 
 
punishments and rewards 

4.     Behavior     controlled     by     group 
 
adaptation. Departures from the group norm are 

accompanied by feelings of shame. 

5. Attribution groups are important (family, 
 
class, occupation). 

5.  Frame  groups  are  important  (village, 
 
neighborhood,    company,    region,    and nation). 

6.Weak hierarchical structure 6. Strong hierarchical structure. 

7.   Important   values   are   freedom   and 
 
personal conscience. 

7.   Important   values   are   security   and 
 
obedience. 

8.Need for self-assertion 8. Need for coordination 

9.Contractual relationships based on rights 
 
and duties 

9. Personal relationship based on mutual 
 
obligations and mutual dependence. 

 
 
 

CONCLUSION:- 

 

To conclude the above data and to list out the benefits of understanding cross culture issues, following 

table can become useful. The benefits of understanding the cross culture issues can be trace out from the 

above data and these benefits can be studied from the point of views of organizations and employees. 

 
As at the time of cross culture encounter both are affected in direct or indirect way, so study and 

understanding of these issues are very important for a manager. 
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IMPORTANCE OF CROSS CLUTURE 
 
 

Benefits to the Organization                              Benefits to the Employees 

demonstrated    focused    approach    to 
 

global business – a key differentiator 

improvements   in   morale,   self-esteem 
 
and self-confidence whilst overseas

 

leveraged as a marketing tool for new 
 

business or recruitment 

greater sense of loyalty to company due 
 

to career development
 

image    and    innovativeness    of    HR 
 

practices is enhanced 

better equipped to handle new situations

 

Improvement     of     relationships     and 

understanding  at  both  inter-  and  intra- 

departmental levels. 

Cultural  barriers  are  reduced  allowing -

employees to focus on the key business 

issues. 
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