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Theoretical Models in Developing Global Teams
Global businesses are characterized by various aspects that differentiate them from other businesses. Such aspects include among others; an overseas experience, sensitivity to cultural diversity, market segmentation, large-scale operations, and sensitivity to local and international political factors. According to Witt, (2019), developing global teams demands that leaders and employees are sensitive to cultural diversity, aware of cross-country trade demands and political winds at all times. The ability to adapt to changes and trends determines whether a business stays afloat or inks. Conflicts encountered during the operations of global businesses are caused by the socio-economic state of countries, political seasons, cultural diversities, and cross-country trade agreements or factions.
In this paper, we will Analyze theoretical models and their use in developing global teams and resolving conflicts in diverse workplaces.
Analysis of Theoretical Models
The management of a global business is the driver of economies of countries and continents, and its impact ranges from global health, environmental conservation, literacy levels to life expectancies, among many other issues that affect livelihoods (Centaur.reading.ac.UK. 2021). The significance of these businesses cannot be quantified. On the other hand, the complexity of managing such a business is great. From the numerous economic players within different countries to the matters at stake, leaders have to optimize inputs and weigh economic benefits against legal and societal requirements. There are several types of international business theories as discussed below.
Hofstede’s framework model
The model delves on cultural differences related to belief systems, cultural values, the conceptualization of jobs, education levels, and the willingness of a group of people to welcome new ways of doing things (Yoo, (2014). The effect of these aspects has a direct impact on managerial methods that will be used, and the effectiveness of the methods. Hofstede’s framework model is made of several dimensions such s;
1. power distance. Countries which experience a great power distance are more adaptive to new policies and less opposition is experienced. On the other hand, countries with a small power distance are more resistant to change, and entering such markets becomes an uphill task. A leader may have to go through all regulations, legal frameworks, and societal norms before inculcating a new leadership method. For example, working hours in the US and UK are fewer and more sensitive compared to countries such as China. The US and UK tend to favor ethics and wellbeing, as compared to China which dells on productivity and profits. For a leader shifting to any of these countries, it is important to develop and cultivate a deep knowledge of work ethics and the values of respective countries.
2. Individualism versus Collectivism
Individualism takes note of the level of attachment of a people to their culture and people of a similar culture. On the other hand, Collectivism considers the extent to which a whole society identifies with its culture.
3. Masculinity versus Femininity 
Measures a society's attitude towards gender regarding the acquisition of jobs, leadership opportunities, earnings, and achievements in the societal hierarchy.
4. Uncertainty avoidance index
The index measures a people’s willingness and ability to take risks and participate in unpredictable business ventures.

5. Long versus short term orientation
The dimension measures a people's time horizon. Some cultures are oriented towards long-term goals and small step approaches while others desire immediate results. The factors that contribute to a society's orientation are also discussed. Such include stiff competition, the duration since a country attained independence, the nature of political leaders and the strictness of a judicial system towards embezzlement of facts, and the adherence to legal requirements.
Trompenaars' model
The model majors on cross-cultural communication, and the dynamics of enhancing business concerning communication barriers. The model was created by Charles Hampden and Fons Trompenaars, and is one of the most applied models, with the adoption of managers and employees in over 43 countries of the world (Lutsiv, 2021).) The model is made up of several dimensions such as;
1. Specific versus diffuse
The dimension analyses how different people integrate or separate work from their personal lives. Some cultures are strict on dividing working time from private time to the extent employers are not allowed to call employees beyond working time. Other cultures have little demarcations on working hours, and working overtime is minimally appreciated, or goes unappreciated.
2. Sequential time versus Synchronous time
The dimension establishes whether a culture attaches value to timeliness and deadlines, or different activities are done concurrently with the time demarcations overlapping. Some countries prohibit people from doing more than one job at a time while others associate it with hard work.
3. Universalism versus particularism
The dimension entails the point in time when value is attached to a certain activity. For instance, some work may be valued before employees engage in it while others measure the value after measuring the level of achievements of goals.
4. Neutral versus emotional
Some cultures are more oriented to empathy, collective responsibility, and service. Other cultures promote competition and major on cognitive aspects of life. Emotions are considered as points of weakness and have no place among adults.

The cultural intelligence (CQ) framework
Cultural intelligence is a tested business approach that helps predict the sustainability and success of a business in a multicultural area of operation. The approach has been studied and developed since the year 2003 by lots of scholars and participants, who have created reliable resources that approve and recommend the business approach (Rüth & Netzer, 2020). Following the great popularity and effectiveness, the approach has been integrated into the organization as an important area to train employees, understand the decisions of customers and enable companies to connect and develop ways of coexisting with mutual benefits. The CQ is made up of four dimensions;
1. The cognitive dimension
This dimension finds knowledge about a people's way of life, integrating economic, legal, religious, and language aspects, among others.
2. The motivational dimension
This dimension focuses on a leader’s willingness to change and adapt to new cultures for them to have a relatable understanding of the new cultural needs. The motivation dimension also measures a leader’s confidence in delving into unknown depths and horizons, while burying predictability and embracing uncertainty. It also entails a person's patience and resilience to work on an idea till it bears tangible success. 
3. Metacognition
The dimensions measure a person’s ability to integrate knowledge into learning. Other than adapting and embracing new cultures, it is important to integrate previous knowledge and come up with innovative and undone ways of doing business. Metacognition is parallel to the cognitive dimension in that it embraces aspects of human nature that are often discredited by intelligence. Such include empathy, sensitivity, and humility. 
4. The behavioral dimension
A person's presentation, approach to the low in society and strangers, and ability to respond to cultural changes appropriately determines how easily they will be accepted. The ability to communicate and learn new people's ways of life is essential in relating with people from different cultures. 
Practices for leading and following in diverse environments
I. Educating and empowering teams
A leader who engages new teams and areas of operation requires to create and integrate a team that is more aware of the demands and needs of the targeted customers. Providing training opportunities not only supports the business operations but also provides employees with better skills and credentials in their CVs. The leader ends up having an effective team that will determine the success of the business. 
II. Providing opportunities for members in new areas of operation
To promote integration and gain approval, a leader needs to engage people from the targeted groups. Such people will relate better with the customers and create a better view of the company.
III. Supporting innovation and creativity
It is well known that talent is evenly distributed, but not so for opportunities. A leader who can pinpoint special abilities and embrace them can use available resources to his advantage. The ripple effect is the integration of such abilities in a business's operations and promotes the brand of the business among new communities.
IV. Integrating culture within business activities
Business success is dependent on the methods of operation. Culture creates a reference point at which all goals revolve about. 
In conclusion, leaders can adjust to various frameworks when working for global businesses if they have a deep and yet broad understanding of various theoretical models and the cultural intelligence framework. The ability to evaluate the results of various initiatives promptly enables the leader to adjust accordingly.
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