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Cultural Competence and Global Teams
Within the past few decades, global businesses have become more and more popular around the whole world. For this reason, many companies have started to develop global strategies to try and fit into the global economy and culture. Companies need to hire employees from different countries to make diversified teams in order to develop effective global strategies. Our team is one example of a diversified team. I am from China, and my other two colleagues are from the United States of America and Italy. The main mission of our team is to work efficiently and create benefit and profit for our company. During the conduct of our team work, we share out preferences and sometimes differences amongst ourselves, something that really helps us to work efficiently. However, there are some conflicts and misunderstandings that occur in our team because of our different cultural backgrounds. Though these kinds of conflicts tend to slow down our working progress, we always try to find solutions together and solve the problems whenever there is a conflict in the team. The shared preferences and areas of conflict are often discovered when our team members are communicating, disagreeing, and scheduling.
Communication is a very important process for a team because it can help the team to effectively exchange ideas and understand each other. Good communication is defined differently by different people. For instance, the American member in our team prefers low-context communication. According to him, “good communication is precise, simple, explicit, and clear” (Meyer, 2014; pg.119). This definition means that good communication need not to be long, the words should be easy to understand, and be straight forward to the main point. On the contrary, the Italian colleague and I happen to have to prefer high-context communication. This is because we think that “good communication is sophisticated, nuanced, and layered.” For this reason, our communication is aimed at ensuring that others totally understand what our main point is no matter how much effort we need to put in. Some team conflicts occur because we communicate differently. Meyer posits that “It’s not always easy to bridge cultural gaps. Management styles stem from habits developed over a lifetime, which makes them hard to change.” (Meyer, 2014; pg.122). This means that it is not easy to change people’s cultural behavior. To solve this conflict, we do not change our communication style but change how we communicate. For instance, the American can still keep the conversation precise, and simple, but add a very short example in the end, so that other people can understand his point better. For the Italian and me, we prefer to have a preparation before the conversation, so that we can still be clear on the main point and keep the context as short as possible and as well save on time. The same preference between the Italian and I help us work along better, something that allows us to easily find a solution for the conflict between the American and us. Therefore, we are doing well on the communication process, and it helps us to understand each other’s ideas even better.
Many people think that a team should be harmonious during work so that a team can work along better but, in actual sense, this is a mere fallacy. It is harder for a team to find potential risk or issue without question and disagreement. Therefore, some disagreement within the team can actually help the team achieve team goals successfully. However, “different cultures actually have very different ideas about how productive confrontation is for a team or an organization.” (Meyer, 2014; pg.120). For example, In the United States and Italy, people would be comfortable with confrontational relations. This is because they think a little confrontation is necessary for a good and productive team. Disagreements can provide more solutions for a team issue and thus enhance the chances of solving the problem more effectively. My American and Italian colleagues feel comfortable to disagree with each other’s ideas and accept disagreement from either side because they share the same preference on disagreement. On the contrary, most Chinese people like me tend to avoid confrontation and follow what the leader says, because that can save more time by avoiding argument, and increase team productivity. Therefore, there is a conflict that occurs between my colleagues and I on the position of disagreement. Meyer mentions that, “Sometimes cultural diversity can cause inefficiency and confusion. But if the team leader clearly understands how people from varied backgrounds behave, he or she can turn differences into the team’s greatest assets.” (Meyer, 2014; pg.122). This is true because at the initial stages of our teamworking, I tended to feel uncomfortable when my colleagues disagreed with my ideas, but when I viewed the disagreements from their cultural points of view, I noticed that their disagreements were not hostile but friendly recommendations. Consequently, I nowadays take their disagreements as recommendations, something that really helps me to make better decisions for the benefit of the team. In addition, my colleagues were confused about my agreement at first. They thought and felt that I was not contributing enough to the team with alternative opinions. In fact, they wanted more opinion to create more solutions. But later, they found out that I was doing so for the reason of saving time to increase our team’s production by avoiding confrontation. Having learnt this, my colleagues resolved to asking me for my own opinion directly instead of waiting for me to speak up for myself. To be honest, this action does help me notice when they need my opinion and when they do not, and they do save a lot of time when they do not need my opinion. By solving the confusion between ourselves, we were able to turn our differences into the team’s greatest assets.
Scheduling is vital since it helps to make the team organized at all times. Different people manage their time differently and having a timetable provides workers with a good chance to manage their time efficiently to realize team goals. For example, my Italian teammate and I are very flexible when it comes to time management. We think that schedules are hard to follow because there are always some events that happen accidentally and which fall out of the schedules. Therefore, we prefer to have a flexible working time to deal with these kinds of incidents. That way, we can do as much work as we can when we are free, so that we always have more time to deal with unanticipated situations that happen accidentally. The Italian and I both feel comfortable with our scheduling style, because they offer a great sense of flexibility. On the contrary, the American colleague prefers linear time management, so that he can finish the work before the due day. In addition, he feels that following a linear time schedule is easier for him to know what to do next, and that way, he can work more efficiently. The conflict between the American and us (the Italian and I) is very obvious. The American prefers to have a fixed schedule time whereas we prefer to have a flexible time to work. To solve this conflict, we came up with a common idea that we would be determining how important the work is first before deciding which schedule to go by. If the work is very important, then we all follow the fixed schedule and make sure the work is due on time. However, if the work is not the main issue, then we will have a flexible time on that, so that we can create time to solve the emerging problems that arise from accidental incidents.
In conclusion, and as it can be seen from the above discussion, the popularity of global businesses has created more and more need for companies to have diversified teams in order to develop effective global strategies. Within our company’s diversified team, shared preferences and cultural conflicts are inevitable especially when we are communicating, disagreeing, and scheduling. In order to solve these conflicts effectively, we have to learn about other members’ cultures. According to Earley & Mosakowski (2004; pg.142), a person with high motivation will is more likely to be successful on learning other cultures even when they face failure, and a person without confidence will often give up after his efforts are met with hostility. To attain this kind of team success, it is important to keep the confidence within ourselves as we learn other cultures. The main mission of our team is to work efficiently and create benefit and profit for our company. The easiest way to achieve this goal is through learning our colleagues’ cultures to have a better understanding of our preferences and differences as a team.
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