Readings and videos (post class): 
Ch 10-12 in Requejo, W. Hernández and J. L. Graham  Global Negotiation:  The New Rules.  Palgrave MacMillan. March 4, 2008 (Indian, Mexican, Chinese negotiation styles)
Edmondson, A. "Teamwork on the Fly." Harvard Business Review. April 2012 
Das, S. “Impact of Diversity and Multiculturalism in Corporate Culture”. Entrepreneur India, July 10, 2018
Ferrazi, K. "Getting Virtual Teams Right." Harvard Business Review, February 2015
David Logan: Tribal Leadership. TEDxUSC. Filmed March 2009, Los Angeles, CA
https://www.ted.com/talks/david_logan_on_tribal_leadership

Discussion 1
In Chapters 10-12, Hernández and Graham provide an overview of the Indian, Mexican, and Chinese negotiation styles.  From these three overviews, what new conclusions can you draw about negotiating or leading across cultures (beyond what you have shared in prior posts)?
Please illustrate your points with references to readings and specific examples as needed. 

Reply to Sheila
I work mainly with one OEM of machine tools.  There are 5 different distributors that cover the US, Canada, and Mexico. The distributor in Mexico is an account I handle. Every year (prior to COVID) we had a partner meeting in Charlotte, at the United States OEM headquarters.  Representatives from all of the OEM distributors came, and brought customers. According to Requejo & Graham (2008), “Mexico is a class-conscious society.  To be dressed well, to conduct oneself in a more formal manner, elevates the ranking within the class” (p.213). Let’s just say that my Mexican customers put all of us to shame when they arrive.  They all have perfectly pressed, matching outfits.  They have embroidered vests with their name and logo, and walkie talkie’s for communication.  They charter their customers in on a 747, and each customer arrives with name tags and a schedule.  Some of the other distributors poke fun at them amongst themselves, I’m not really sure what they are laughing at because they are making the rest of us look foolish.  We have to call and walk around aimlessly to find each other in the building.
                I have been working with these customers as their representative for close to 4 years, we have ‘confianza’.  It’s a struggle when I go on vacation because they really only want to communicate with me. According to Requejo & Graham (2008), “To state you have confianza with someone is to declare a level of trust that clearly entails special consideration and favors” (p. 209).  Even when there is a conference call that is very technical in matter, their preference is that I’m still in the call, even though I’m of no assistance.  We don’t do this with any of our other distributors, but we understand that this an accommodation this customer prefers.  When my engineers call for a meeting, my customer will always ask: “Is Sheila on the call?”  Once I say I am, they feel much more at ease.
When negotiating with these customers, I know I must remain more formal with them, as that is their preference.  I think me being a woman, and they are all men, plays into that as well.  When they draft an email to me, they always call me ‘Ma’am” There is always a nice salutation and they write a few introductory sentences about themselves and ask how I’m doing.  Maintaining our professional relationship, and avoiding my inclination to want to make it more casual is something I should pay attention to, respecting their organization and professionalism.  Not that I ever would, but I wouldn’t make fun of how organized they are for our events.  Also, it is important that I continue to maintain their trust.  I feel like a lot of other people that they work with give them lip service, I make sure I never do that.
References:
Hernández-Requejo, W., &amp; Graham, J. L. (2008). Global negotiation: The new rules. New York, NY: Palgrave Macmillan.
Reply to Luis,
Hi Class,
This week's reading was interesting, as Hernández and Graham discuss three countries that are rich in culture and traditions. I want to share a quote that I believe captures negotiating or leading across cultures. "Moreover, when both sides take into account the many predictable differences in expectations, values, and behaviors, business can be conducted more efficiently and with more creativity and more mutual gain." (Graham & Hernández-Requejo, 2008 pg 228). If I were to condense this statement down to three points, you would need to be open-minded, prepared, and have respect. If you lack in one of these three areas, you will create roadblocks that you may or may not overcome eventually.

To illustrate what I mean, imagine if I was negotiating a deal for my organization where my company would provide the technology and algorithm to Indian insurers. In order to be successful, I will need first to do my homework. I should learn about the company, the region they are located (i.e. North or South), what language is spoken in that region, and who the actual players are (i.e. governments); these are few of the things that would need to be done to prepare. Additionally, would I be able to leverage employees from my company to participate in the negotiations and assist with standing up a local Indian division? All of these things fall under being in the open-minded and prepare category. Lastly, having respect for the culture and how they operate. A common trend among the three countries was being patient and not being mad (save face). I believe this final piece would be something I would need to work on personally. This is why when working on the global scene, you need to understand that certain behaviors are accepted norms; without that awareness, you can lose your cool, resulting in adverse outcomes. The reminder here is that not everyone you work with will behave as you do or as folks within your community. Once we can separate our customs and learn the ones from our global partners, we can establish more meaningful relationships.
Reference
Hernández-Requejo, W., & Graham, J. L. (2008). Global negotiation: The new rules. New York, NY: Palgrave Macmillan.




Discussion 2 615
Edmondson and Ferrazzi offer ideas a range of ideas for "teaming" and structuring teams effectively.   What advice can you put into practice when working cross-culturally (virtually and face to face), and how would you apply it?
Please illustrate your points with references to readings and specific examples as needed. 
Reply to Ann Marie Davis

In a constantly changing world, we have to be creative in what we do to stay ahead of our game. It is interesting to learn about moving from team to teaming. "By pulling together the right people with the right combination of skills and training and giving them time to build trust, companies can accomplish big things." Edmonson 2012. I strongly echo this quote. We often build a team based on the knowledge and expertise in a specific field that will match the project that is being worked on. Many times we forget that there members that are needed to carry out simple task on the back-end. Recently, we had a meeting at church to form a group that will work on a specific project for the children. The team was made up of individuals who studied and had expertise in children's behavior/social work. The suggestion was made that we needed to add individuals that can cook, since we will be providing food and also someone that knows IT since presentations will require a vast amount of technology. Additionally, added to the team were individuals with business backgrounds. This is teaming! The project became a success because of all the different skill sets that were brought together to accomplish the goals.
Teaming brings forth great results. Virtually, we are able to bring experts from all over the globe, different physical locations. All these expertise can come together to form a solid team. We cannot however, fool ourselves that virtual teaming is the easiest to manage. "......teaming requires people to cross boundaries, which can be risky. Experts from different functions—operating with their own jargon, norms, and knowledge—often clash. People who aren’t from the same division or organization can have competing values and priorities."  Edmonson 2012. People have their own personal values and also coming from a different divisions as well.
I have worked in a University with different divisions. While the university has its own culture, there are divisions that have their own culture. I sat in a meeting once when I was the Supervision for the Transportation department. We were expecting Doug Batchelor, an international evangelist/pastor. He was coming as the Speaker for our Spring Week of Prayer. This was an example of teaming because the group consisted of people with different skill sets and from different divisions. While the transportation department operates within the established protocols, the Religion department had their own culture of how they operate and how other departments should. There was a big clash in the meeting that took many hours to resolved. At the end of the meeting, each department had go with their culture based on what part they were playing in the visit. It was a lot of back and forth and in the end we had to create a plan to deal with that specific project. It was difficult! Leadership was lacking from the main individual. He basically had us going back and forth with no clue as to what to do to come to an agreement.
 
Reference:
Edmondson, Amy (April 2012) Teamwork on the Fly https://hbr.org/2012/04/teamwork-on-the-fly-2 (Links to an external site.)
Farrazzi, Keith (January 2015) Getting Virtual Teams Right https://hbr.org/webinar/2015/02/getting-virtual-teams-right

Reply to  Sheila
 Edmondson (2012) speaks directly on conflict and teaming.  A lot of people want to avoid conflict at all costs.  Because of the nature of teaming, conflict is inevitable and needs to be addressed in a healthy manner.  Edmondson quotes work from Chris Argyris: “Learning from conflict requires us to balance our natural tendency toward advocacy (explaining, communication, teaching) with less spontaneous behavior: inquiry (expressions of curiosity followed by genuine listening.)”  With many people involved, and many different ideas, it is inevitable that conflict will arise.  It’s important to act invested in the other parties concerns, and be invested in actually listening to what they are telling you.   
                Ferrazzi, K., et. al (2014), discuss virtual teams.  Just like when working face-to-face in a group, it’s important to have the right virtual team set up.  The four requirements are “the right team, the right leadership, the right touchpoints, and the right technology.” This article also touches on a similar subject, ways to avoid conflict. In virtual negotiations it has been proven that it is difficult to get people to open up and be honest with one another. Modeling “caring criticism” in the group is important.  This can be done simply by the way you word constructive criticism.  Pointing fingers is not helpful.  Ferrazzi et. al., recommends statements such as “I might suggest” or “Think about this.”  In a negotiation with another culture, it is likely they will be happier to work with you if you aren’t criticizing them directly, but rather trying to help work out the issue.
                I learned a long-time ago while working at the bar about “caring criticism”.  If I said to people: “YOU are too drunk. YOU are shut off.  YOU are not having any more alcohol” they would freak out.  Things would go much more smoothly if I said something like: “I feel like you’ve had enough to drink.  I don’t feel comfortable serving you.”  How you handle criticism and conflict is so important.  The other party in your negotiations will always appreciate you talking through things and thoughtfully listening, rather than finger pointing, or erupting in a full-blown conflict.
References:
Edmondson, A. (2020, February 07). Teamwork on the Fly. Retrieved August 05, 2020, from https://hbr.org/2012/04/teamwork-on-the-fly-2
Ferrazzi, K., Edmondson, A., &amp; Jeanne Brett, K. (2015, March 10). Getting Virtual Teams Right. Retrieved August 05, 2020, from https://hbr.org/2014/12/getting-virtual-teams-right


Readings: 650
From Weiss, Chapter 10: “Breaking a Negotiation Deadlock through Intangibles”1
Other assignments:
Scott Tillema: “The Secrets of Hostage Negotiators.”
The Secrets of Hostage Negotiators | Scott Tillema | TEDxNaperville (Links to an external site.)[image: The Secrets of Hostage Negotiators | Scott Tillema | TEDxNaperville]

Week 6 -- Discussion question # 1

In this case study you read how two smart and very successful businessmen became deadlocked in their negotiation.  Discuss three dynamics that you read about that aided in this stalemate.  Why do you think it was so difficult for them to see these and breakout of this cycle?  


Week 6 -- Discussion question # 4
In Scott Tillema, “The Secrets of Hostage Negotiators”, he talks about hostage negotiators focus on the intangible realm.  What were two takeaways from his talk that stayed with you?  

Reply to  Laura
“It’s not what you say it’s how you say it, know the power of respect” (Tillema) was one of the key messages that I got from the video.  This is a key strategy when dealing with someone in crisis, many of the other tactics described are also familiar to me in a mental health crisis situation.  If someone is stressed, talking incoherently, highly escalated and not listening that is not the time to start negotiating.  You really need to wait until the person stops talking and is able to listen, on the same level you need to actively listen so that you have something to say when the time is right, then you have to:
“Remember this one thing, you are talking with another human being someone who has feelings and emotions that matter, someone who has people who love them, someone who wants to feel important. Someone who does not want to feel stupid or be embarrassed, someone who should be respected and I don’t care if you don’t think they should be respected.   I bet they think they should be respected and that’s what matters, you know that old saying treat others the way you want to be treated.   Let’s treat others the way they want to be treated if you’ve been listening to someone and working to understand them you will know the words to say.  There’s tremendous power in unconditional respect and treating someone with respect and dignity and fairness especially when they don’t expect it from you can be the key to an incredible conversation.  Know the power of respect.” (Tillema)
We may forget every formal piece of training that we’ve learned when faced with a crisis situation, the keys to negotiating with someone in this situation are to remain calm, wait for the right time, remember to treat the individual as a human being with dignity and respect, and be aware your tone.
Scott Tillema: “The Secrets of Hostage Negotiators.”
The Secrets of Hostage Negotiators | Scott Tillema | TEDxNaperville
Edited by Laura Maceyka on Aug 6 at 5:14am

Reply to Professor Doug,
So, even when it seems crazy, one has to follow some fundamental rules of conversation and connection in order to create a negotiable situation and ann acceptable outcome.  Seems to me that this is also what happens when interrogating enemy combatants or captured terrorists in order to have them "voluntarily" share information that is being sought.
Does this make sense to you?
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