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Cultural Competence in a Global Team
Sunshine Inc. is a Chinese-American company that recently opened its Chinese office in Shanghai. A multi-cultural team has been designed with an objective to develop the electronic business market in the new Chinese location, Shanghai. The three team-members consist of individuals drawn from Japan, German, and China. The notable partners include Mr. Yuki, a data analyst from Japan and a German Web-developer, Mr. Konni. I represent the Chinese culture in our global team. 

Importantly, achieving significant cultural competencies in a multicultural group entails challenges and opportunities. Earley and Mosakowski, perceive cultural intelligence an integral competency that facilitates people with different backgrounds to work more effectively because it eliminates stereotyping hazards (5). Consequently, the Shanghai team lacked adequate cultural intelligence resulting in numerous initial challenges that include noncooperation and language barriers. However, continuous interaction with Meyer’s behavioral scale that includes communicating, deciding, and trusting had positive outcomes. 

Group Interactions across Meyer’s Behavioral Scale

Trusting Behavioral Scale

Trust is a key factor in a global team because it influences the bond and interaction among the members. Notably, the Shanghai team initially experienced significant trust-related issues because of the differences in preference. For example, Yuki and I, have different preferences that influence the ability to trust another partner because of an affective-trust orientation. On the other hand, Konni portrays his preferences to a cognitive trust model because he tends to confide in his reliability. 

Therefore, the team differences concerning the model of trusting presented a key area of conflict during the initial stages in forming the group’s website. Yuki revealed worries that Konni may fail to incorporate the data he provided because of the missing information part. Konni’s trust orientation is a cognitive model that is characterized by preferences in reliability and skills of a partner. Konni insisted that he receive the missing part of the information that Yuki used to undertake the data assessment. Therefore, Konni’s insistence that Yuki double-checks and avails the entire information resulted in conflict because the latter felt being undermined by the partner. Yuki believed that he had taken the necessary analysis to improve the quality of the marketing website by providing data about the purchase demand and purchasing power of the different consumer group. Yuki and I were convinced that Konni would trust our analysis and utilize the available data without the supporting pieces of information.  

However, the persisting distrust challenge can be addressed using Meyer’s behavioral scale that considers two interrelated forms of trusts. According to the Meyer, cognitive and affective trust models are distinctive in nature because of the former emphasis on task-task orientations, unlike the latter that utilizes personal relationship to influence confidence (4). Konni’s cultural orientation relates to a task-based society that places confidences on the partner’s reliability, skills, and accomplishment to instill trust. Konni’s insistence that we avail to him the missing pieces of information so that he can modify the marketing website, manifest his cultural perspective. Yuki and I manifest an effective trust orientation because our emphases concern to membership, empathy, and closeness to develop a personal relationship. Therefore, Yuki and I had obligation to recognize that Konni’s places emphasis more on cognitive proof of high-quality analysis than the personal relationship.

Hypothetically, if there were no shared preferences among Konni, Yuki, and I, the Shanghai group would have failed to gain collaboration necessary to achieve the corporate goal. For example, Yuki and I later realized that Konni has unique trusting preference influenced by his task-based society. The knowledge about the differences in a cognitive and an affective trust models allowed the team to collaborate adequately by working to the advantage of the other partners. Specifically, Yuki and I decided to provide Konni with specific information about our analyses about the purchasing demand and buying pattern of the Chines consumer to allow the latter to modify the website. Moreover, we resolved to double-check our work to reduce mistakes before submitting and develop a cognitive proof of quality data analyses to Konni. Alternatively, Konni realized his partners belong to a relationship-based society and committed to develop a personal bond with us, which in the end improve the levels of collaboration. Konni decided to invite us to several lunches and dinners with an aim to improve the level of the personal bond. 

 Communicating Behavioral Scale

Communicating is another integral scale that influences the cultural map in a global team because of the diversity in shared preferences. Notable, the Shanghai team members have distinctive preferences from a communicating scale perspective. Specifically, Yuki preferences include paying more attention to complex details, likes to explain his data, and less comfortable with direct negative feedbacks from Konni. On the other hand, Konni’s communicating cultural map is characterized by a preference to a low-context because of his European orientation. Personally, I prefer simplified communication and writing down the key points as opposed to giving out a verbal explanation. 

Evidently, Yuki exhibits a significant deviation from Konni and me, which have led to challenges in several incidences. A notable area of conflict occurred when Yuki try to explain to us about the target consumer groups that he has analyzes using his data. Yuki tends to take a long time to explain his data trends, which causes Konni to interrupt. Yuki’s tendency to overemphasis even minor details negatively affects our ability to pay attention because of the numerous interruptions. 

Therefore, elaborate behavioral modifications are necessary to eliminate the rampant communication breakdowns that affect the performance of the Shanghai’s team. According to Meyer, communication processes that entail low-context face values are easier than the high-context cultures. (Meyer 3). Therefore, Yuki and I exhibit similar attributes, which require appropriate modification to minimize the number of interruptions and lapse of attention. Over the years, the team agreed to allow Yuki to prepare short presentation notes that summarize his keynotes before making his speech. Lastly, Yuki is mandated to provide us with a ‘Question-and-Answer’ segment at the end of his discussion to prevent him from forgetting some of the major ideas because of regular interruptions. 

Similarly, the availability of distinctive shared preferences among the Shanghai team members is essential toward maximizing the gain of a short-context communicating scale. For instance, it is evident that Yuki and I have similar communication cultural orientation that is characterized by a long-context because we tend to overemphasis details and uncomfortable to interruptions. On the other hand, Konni’s preferences to small-context allow him to deliver a precise statement and emphasizing on major ideas only. Therefore, using Meyer’s behavioral scale, the team developed a recommendation to eliminate regular interruptions by availing a ‘Question & Answer’ segment. 

Deciding Behavioral Scale 

The Shanghai team also experienced challenges that emanate from differences in deciding cultural orientations. Konni and Yuki deciding preferences are identical because the two partners took a long time to make a decision. Konni and Yuki’s behavioral scales are mapped to have a top-bottom decision-making orientation that results in an extended consultation to make a decision. Meyer indicates that the Germans and Japanese societies have a hierarchical decision-making structure that implies that the contribution of all members ought to be taken into consideration before devising the final decision (Meyer 4). Alternatively, I prefer taking quick decisions and follow instructions from a central authority. 

The differences in deciding have led to numerous challenges that include conflict when selecting new information about the products on the homepage of the website. For example, I had proposed that the team ultimately add the pieces of information on the website. However, Yuki objected by urging that making rush decisions was unreasonable and the entire team should deliberate on the information before taking an ultimate decision. Further, after availing additional materials and discussions, Yuki was more reluctant to make a decision that led to frustrations. 

However, the team developed robust behavioral solutions using cultural maps to eliminate the indifferences among the members during decision-making. The Shanghai utilized the information that the Japanese society has a tendency to take a significantly longer period to make final decisions (Meyer, 4). For example, the decision-making takes a longer period to ensure comprehensive outcome by considering the contribution of each partner. Therefore, seeking consensuses to make long-term decisions is a sensible approach because it provides a sense of belonging and responsibility among the members. 

The availability of shared preferences among the partners merited because of the ability to gain effectiveness during decision-making processes. The way to make our team better is to find the difference in the team and fix it. Therefore, the indifferences in the decision-making process have yielded long-term benefits because of the increasing sense of belonging and ownership to the success of the project. 

Conclusion 

Concisely, achieving significant cultural competencies in a multicultural group is an advantage to a global team. Lack of a cultural map for the Shanghai team contributed to the numerous challenges including noncooperation, disruption, and mistrusts. However, continuous interaction with trusting, communicating, and deciding influenced the interactions among members to achieve sustainable cooperation.
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