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How culture works: Fundamentals of cross-cultural interaction - (Thomas 
2002, pp. 69-88) 

- Interpersonal interactions are the core of the manager’s job 
- Most fundamental issue in IM is the interpersonal interaction among people who are culturally diverse 

 
Social cognition 

- Our understanding of how culture influences behaviour in organizations is grounded in social cognition  
- Definition 

o Concerned with the role that our mental representations have in how we process info about people or 
social events 

- In IM 
o Concerned with the effect of the categorization of persons, particularly regarding their culture 
o Our inability to process all the complexity presented by our surroundings  

- We often sort others into groups which separate them from non-members 
o This categorization includes info about relevant attitudes and behaviours associated with these groups  

§ Social identity  
o Categorization; physical appearance, religion, political views, lifestyle, COO 

- Them vs us 
 
Cultural norms and scripts  

- Definitions: 
o Acceptable standards of behaviour that are shared by members of our cultural group 
o What is expected of us in certain situations  

- Norms for behaviour in a society differ systematically  
o Recognition of these is a first step in understanding the influence of culture 

- Social groups only enforce norms if they perform one of the following functions 
o Facilitate the groups survival – by protecting from other groups 
o Increase the predictability of group member’s behaviour  
o Reduce embarrassment for groups members or  
o Express the central values of the group – clarify the groups identity  

- Individual behaviour is influenced by cultural norms of society  
o Only to the extent that a norm exists for a particular situation and for which societal sanctions for 

noncompliance exists  
Scripts 

- Mental representations that we have about ourselves in a given situation  
- Particular action plan/behaviour sequence indicated for familiar situations 

o When in familiar situations, individuals do not think of how to act – they just do 
- Scripts are learned à members of one’s cultural group can pass the scripts on and reinforce them  
- How we respond to this behaviour depends on our ability to perceive it  

 
Selective perception  

- Perception is the process where individuals interpret the messages received from their senses and thereby give 
meaning to their environment  

- Different people can be presented with same stimulus yet perceive it differently  
- Interest in IM: 

o Differences in the way people from diff. cultures perceive events and each other  
- When we perceive people a key element is whether the person is a member of our in-group or out-group – this 

depends on: 
o Race, gender – universal indicators  
o Distinctiveness of the category indicator against the social field  

§ Anglo-Europeans are obvious in rural Japan  
o Extent to which a person is prototypical of a particular group influences categorization into that group  
o Deviations from normal speech – accent, syntax, grammar  



Provide a constructivist-oriented critique of figure 4.1  

 
- Since this constructivism have tendencies to be dynamic, the arrows go around – this is the critique  

 
 
 

Intercultural Business Communication – transactional culture  (Varner 2000) 
- Communication doesn’t take place in vacuum but in a business context 
- Need to know the cultural business-related context that you are communicating in  
- Culture do not communicate – individuals do  

 
Transactional culture 

- Individuals step outside their own context to communication  
- 2 cultures start working together and develop a new culture  

 
 
 
 
 
 
 
 
 
 
 
 
 
 



Absorptive capacity: Receivers willingness and ability to take knowledge  
This can be related to OMMC article of  (Minbaeva 2007) 

 

 
H2: The ability and motivation of subsidiary’s employees to absorb knowledge (absorptive capacity), the higher the 
degree of knowledge transfer to the subsidiary à SUPPORTED 

- ability and motivation of knowledge receiver  
- characteristics of receiver have strong positive affect on degree of knowledge transfer 

 
H3: The ability and motivation of knowledge sender to share knowledge (disseminative capacity), the higher the degree 
of knowledge transfer to the subsidiary à ONLY SLIGHTLY SIGNIFICANT - SUPPORTED 

- ability and motivation of knowledge sender 
- Positive related  

 
H4: The higher the degree of involvement of the focal subsidiary in network relations with other MNC units, the higher 
the degree of knowledge transfer to the subsidiary à SUPPORTED 

- relationship between knowledge sender and receiver 
- positive related  

 
Facilitation of Creativity – process and outcome 

- the production of novel and useful ideas by an individual or a group is often conceptualized as creativity  
- creativity can origin from  

o cognitive processes à underlying the individuals ability to generate creative outcomes – ability  
o motivation variables à facilitating the application of cognitive process – willingness 
o contextual variables à climate, evaluation and culture – ability and willingness  

§ we need psychological safety  
Facilitation of creativity – we need 4 things 

- positive emotions 
o this comes with good surrounding 
o things need to be functional  

- engagement  
o have the right amount of challenge – not too easy not to complex  



Lecture notes 
Ability and willingness to communicate (Minbaeva & Michailova 2004b) 

- We have a sender and a receiver  
- There is some sort of cultural influence that can disrupt the message somehow  
- Message intendent from A doesn’t get to B  

 
The question is of ability to communicate  

o Expression, understanding of people etc.  
 
Willingness to communicate  

- (Minbaeva & Michailova 2004b) à willingness to engage with other people  
- Mini-case about the Danes and the expatriates  
- Not because they do not have the skill to accept the message but because you do not trust the sender 

 

Communication style Hall 1971  
- You need to know about the communication style to interpret the message  

 
High context 

- Including a lot of things apart from the spoken message 
- Interpreting body language 
- Asian countries – if you say yes in a certain way it means no  

 
Low context 

- Not so hidden – direct 
- Germany, Switzerland and Nordic countries  

 
Problems of language diversity  
Lack of language competence 

- We don’t understand each other very well 
- Lack of competence 
- We speak less, slower etc.  

 
Sociolinguistic competence 

- Capacity to interpret the social meaning of language and responds appropriately  
- Not about understanding pronunciation, grammar BUT 
- Everything else  in Communications 

o First ask about family, personal life before asking about the business 
- This can be linked to types of communication styles 
- How you interpret what is said  
- Its about understanding how different people express themselves 
- You need to hit the right formality level  
- Being aware of differences  

 
Group formations  

- Social identity theory  works well (Thomas 2002) 
o The salient traits of a person (observable) will make the best categorizing/stereotype 
o We group them based on the language they speak  

- In org. We see subgroups based on language - problem? 
o Knowledge sharing only between these sub-group rather than the rest of the group  

- Problem if you create group and start disliking other groups  
o You see yourself to much in positive light and others in negative light 

 


