The definition of international human resource management (IHRM) is an interest in human resource issues within global firms, including expatriate management (Boxhall, 1992).  Furthermore, IHRM presents as the continual expansion of human resource problems as they relate to the development and growth of global business processes (Boxhall, 1992).  Also, IHRM presents as global human resource management issues that integrate an organization’s HR practices within the countries in which they conduct business (Mendenhall, 2000).
The topic of cultural differences causing professional misunderstandings is both an age-old and current problem concerning IHRM.  These cultural differences do not only relate to differences in values or religious beliefs.  These professional misunderstandings also relate to how people work in varying countries (Crowley, 2017).  For example, Warren Heaps, Partner at global HR research company Birches Group indicates that individuals from different countries may not have the same sense of urgency in completing a project (Crowley, 2017).   Furthermore, Max Robinson, owner of FishTankBank, says that customs in certain countries, such as starting the day late or taking mid-day breaks, make job completion more challenging (Crowley, 2017).  As a result of these cultural differences, Birch suggests that cultural training beyond essential customs is vital to conduct international business successfully.
Reynolds (2017) suggests that cross-cultural teams working in international business provide both insight and expertise, along with opportunities.  Reynolds (2017) and Twose (2019) indicate specific critical areas that may assist in avoiding misunderstanding when working in the globalized world of business.  These core competencies are effective communication (Reynolds, 2017; Twose, 2019) and cultural workplace etiquette (Reynolds, 2017; Twose, 2019).
Communication involves not only varying languages but the verbal tone of voice, non-verbal communication, and numerous forms of messages, all of which may cause workplace misunderstandings (Reynolds, 2017; Twose, 2019).  Indeed, non-verbal cues such as a firm handshake may take on different meanings among diverse cultures, and varying voice intonations may send mixed messages within various countries (Reynolds, 2017; Twose 2019).  “Managing Organizational Communication” (2018) indicates that communication also takes on multiple forms of messages such as standard operating procedures, general business updates, information on bankruptcy, downsizing and restructuring, benefits changes, and more, all of which also may appear as confusing across cultures.
Furthermore, workplace etiquette may be a source for workplace misunderstandings in multi-national organizations.  The organizational protocol may include how to address a person when greeting them or varying perspectives in the expected number of hours worked (Reynolds, 2017; Twose, 2019).  Long work hours are expected and accepted in some cultures, while other cultures may view long working hours as inefficient or incorrect prioritization with family issues (Reynolds, 2017; Twose, 2019).  Equally important, the issues and definitions of punctuality may differ between cultures (Reynolds, 2017).  While some cultures believe that being early is indeed being on time, other cultures perceive arriving slightly after the scheduled time as punctual.
 
To the class:  What other cultural differences cause professional misunderstandings within global organizations? Additionally, how would you recommend minimizing the misunderstandings that these cultural differences within global organizations present?
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