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Difficulties in international business management
Introduction
	There is a constant growth of businesses operating internationally. Culture, multinational, and cross-cultural teams have increased their presence in the market, making it vital for businesses to comprehend the culture of the international market to succeed. The business's accomplishment also depends on cross-cultural management, which helps to understand, deal, and interact with individuals who belong to other cultures. This necessity has developed due to workplace variety. Nowadays, international business managers deal with people from different cultural backgrounds creating a huge task for the organizations (Schein, 2016).
Question One
	Culture is defined as the social behavior, custom, and ideas of a particular society or a person. It also relates to the manners that are accepted workwise and common in a locality compared to the others. Different nations have distinguished business practices, which leads to the need to recognize how culture affects them to avoid conflicts between clients and colleges. Organizational culture is the underlying ways, assumptions, beliefs, and values of interacting that contribute to the unique psychological and social environment.
 Every business entity has its own unique culture that directs people to perform in a certain manner. For a company to meet its end goals, it should be driven by the set values and beliefs. The set principles will include shared directives, written procedures, and mission statements that will affect how employees perform. Apart from those beliefs, it will also involve unwritten and unspoken rules, which will also influence employees to behave in a specific manner. The culture will be developed to hold and reward employees who are inventive and creative. The business will also embrace business strategies that are focused on efficiency. The strategies will also be built to support efficiency, performance, and the ability to fill specific roles. The business will only major with how well the culture participates and wires employees in working to meet the anticipations of the business approach. The company will also ensure that employees feel happy and comfortable at the work they will be doing. For the employees to adapt to the business culture, innovative ideas such as nap rooms and open workspaces will ensure that they feel valued, creative, and comfortable. The organization will also ensure that its personality and culture are understood, thus attracting employees who fit their roles (Aslani et al). 
Question Two
	Hofstede’s cultural theory is used to understand the difference in national culture and the dimensional culture and assess their impacts on the business environment. His theory was aimed at determining the magnitudes in which culture differs. He identifies that the power distance index is considered the extent to which power and inequality are tolerated. The next category is individualism versus collectivism, which he considers as the supposed responsibilities, the degree of societies incorporations into groups, and the dependency on groups. The next category is the uncertainty avoidance index, which deals with the extents at which vagueness and improbability are endured. He also stated that tolerance versus control dimension considered the inclination and the range for a society to accomplish its requirements.
 The global project exposed several cultural magnitudes, including power distance, indecision avoidance, decisiveness positioning, institutional and social collectiveness, future orientation, and gender classlessness dimensions to enhance presentation coordination and good coordination. Globe categorized countries with comparable cultural individualities, which provided a convenient path to simplify and summarize cultural information. It also identified several most relevant clusters for international managers, including Asia cluster, Nordic Europe cluster, among others. The different compare forms of leadership, the globe considered six leadership profiles that are autonomous, team-oriented,participative,self-protective, and charismatic approaches.
Question Three
	Although European countries are close to each other, it is impossible to have the same business culture. France maintains the corporate culture punctuality. Business people in France are very conservative and very formal .to them, hierarchy is strictly followed, and bosses are commanding. They also prefer their business to go down quickly, although their actual decisions take a longer time. Business meetings in Germany involve introducing yourself by your last and first name in their meetings; one should always avoid using titles.
 Their corporate culture involves punctuality; also, the first meetings are meant to gain trust and establish a face-face relationship. They only make decisions after executive analysis of all the facts. They also maintain a strict vertical hierarchy, and everything done gets documented. The business etiquette in Ireland does not involve strict punctuality, and their business is conducted at golf courses. The Irish business attire must involve a raincoat. Negotiations in Italy take longer, and it is vital to establish a personal relationship before discussing business. Their meeting is unstructured and informal, and their important decisions are made in private. Their business attire involves dressing conservatively and elegantly. Lastly, it is very rare to exchange gifts during a business meeting.


Question Four
	International business deals not only with cross-culture but also cross borders. This culture can influence how people communicate, think, and behave, thus affecting the kind of negotiations and transactions they make. According to the global negotiator, only 33 percent of the Indians believe that the goal of a negotiation is a contract; this explains why Asian negotiators tend to give more effort and time to mediation introductions. Different cultures respond differently to sensitivity to time. American negotiators tend to make a deal quickly because to them; the deal is signed contract.
The Asians and the Japanese negotiators focus on creating a relationship since, to them, a long term relationship decision is based on how well a party knows the other. Their aggressiveness was evident in the electricity supply contract between Maharashtra state government and Enron subsidiary in India, which was canceled due to the assumptions of fast truck procedures. There were also claims from the public that the government failed to protect public interest since the negotiations were quick (Wang et al., 2013).  
According to the global research report, Indians had the leading percentage in terms of low sensitivity to time. Different cultures have different forms of displaying emotions. Asian and Japanese clusters have the least degree of emotion display during negotiations. Cultural factors also influence the form of agreement to be written. The Chinese culture favors a general principle contract instead of thorough rules since they claim that the essence of the deals is between the relationship between the negotiating parties.  


Conclusion
	Recognizing the advantages of culture and cross-cultural philosophy is a step toward success or the business. Understanding culture from other countries is a sign of respect and foster effective communication. Exposure to different culture not only affects the human being able to communicate but also it leads to positive outcomes. Managers involved in cross-cultural interactions gain a better understanding of personality traits, cultural dimensions, and cultural standards (Wu et al., 2020).
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