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ABSTRACT
The globalisation of business, with the resulting intercultural encounters, calls for a
comprehensive and practical method by which the impact of cultural diversity on
multinational companies can be managed. Limited academic research has been done to
establish a comprehensive guide for management to navigate these fields. This study
explores cultural diversity and the association it has with international business, and
consolidates findings from various authoritative sources to propose a framework for
managing cultural diversity in international joint ventures (IJVs). The purpose of the
framework is for multinational companies to test their diversity management approach
and practices against it, and where required to implement change initiatives to improve
the performance, profitably and return on investment in their IJVs. The framework
consists of 10 criteria for management, which is tested empirically and reported in a
follow-up study.

INTRODUCTION

The rapid pace of technological advancements, increased drive for market globalisation, the
emergence of new markets and the importance for rapid market response, have all contributed to a
considerable increase in the use of international joint ventures (IJVs) by organisations, as a means
of pursuing their strategic intent within multinational contexts (Elashmawi, 1998).

An IJV is defined as a separate legal entity representing the partial holdings of two or more
parent firms in which the head office of at least one is located outside the country of operation of
the joint venture. This new entity is subject to the joint control of its parent organisations, each of
which is economically and legally independent of the other (Petrovic & Kakabadse, 2003:394).

Organisations can no longer expect to provide all the resources and skills required to achieve
their strategic objectives from within their own structure, nor afford to carry all costs and risks
associated with increased size and complexity of their international activities. As a result, IJVs
have become a prevalent mode of entry into global markets, and have been a dominant entry mode
in most emerging regions (Petrovic & Kakabadse, 2003:394).

As an alternative to wholly owned subsidiaries, organisations commonly use IJVs as strategic
weapons to facilitate global expansion (Pitts & Woodside, 1996). In this regard, Drucker (1995)
suggests that the greatest change in the way business is being conducted is the accelerating growth
of relationships based not on ownership, but on partnership. This is also supported in Trefry and
Vaillant (2002:47), who state that, because of the efforts made for globalisation and geographic
changes, modern organisations have increased the interaction between employees from different
cultural backgrounds, and therefore multicultural organisations will become the norm rather than
the exception.
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There can, therefore, be no discussion of innovation, global markets, foreign subsidiaries or
alliances without a comprehensive discussion of cultural issues related to international business
management.

The cultural mix of IJV partners creates a milieu in which competing understandings arise about
the purpose and function of systems and organisational cultures. Many IJV partners have different
cultures and backgrounds, meaning that they interpret the same terms in different ways (Büchel,
2002; Bamford, Ernst & Fubini, 2004:92). IJVs with specifically shared management, (50/50),
have often been characterised by researchers to be particularly sensitive to cultural differences and
parental tensions (Reyneke, 2006).

IJVs are communication intensive and relationship dependent, and they therefore, cannot
function well if substantial cultural barriers internally divide them. Lack of sufficient communica-
tion and shared information means that much time is wasted in order to arrive at a position of
mutual understanding (Büchel, 2002; Bamford et al., 2004:92, 95). If cultural distance is not
reduced, or at least channelled into a form that avoids conflict, it is likely to give rise to serious
breakdowns in communication of information and integration within international joint ventures
(Green, Hassen, Immelt & Marks, 2003).

Cross-border mergers and international joint ventures create the need for a new type of
manager, one with intercultural management skills in planning; leadership; setting objectives;
delegation of responsibility; judgment and criticism; motivation; problem solving; conflict
resolution; and goal achievement (Reyneke, 2006).

AIM OF THE STUDY

Current literature is limited in scope and does not provide a comprehensive framework to be
utilised by organisations in managing cultural diversity in international joint ventures. The
primary aim of the study is to develop such a framework that incorporates recent theory and
research.

Multinational companies can test their diversity management approach and practices against
this framework and, where necessary, implement changes to improve the performance and
increase the lifespan of their IJVs, thus realising a better return on their investments.

INTERNATIONAL JOINT VENTURES

It is evident from the literature that although IJVs are increasing in frequency and strategic
importance, the risk of failure of these ventures are high, and many IJVs perform poorly and fail to
achieve their objectives (Frayne & Geringer, 1992:69). Studies show that most IJVs fail within the
first five to six years of their establishment and that on average they dissolve within six to seven
years (Kogut, 1988; Büchel, 2002).

This is supported by empirical research conducted on 97 Japanese manufacturing joint ventures
established in the US in or before 1980, which revealed that by 1994, 64 had been dissolved
(Hennart & Zeng, 2002). Although reliable figures are difficult to find, it is estimated that
somewhere between 50 and 75% of all IJVs end in failure (Shimin & Russ, 1999). Even if IJVs do
not always fail, estimates of unsatisfactory IJV performance range from 37 to 70% (Geringer,
1991). A study conducted in 1991 among 49 joint ventures found, that only 51% were successful.
In 2001 a second study was conducted among 2000 alliance announcements, and the success rate
still hovered around 53% (Bamford et al., 2004:91).

In theory, IJVs do not seem to be too complicated. Decisions are made and contracts drawn up,
but basically they are just about two or more organisations pooling their expertise for mutually
beneficial outcomes (Reyneke, 2006).

A number of researchers have investigated IJV successes and failures. Five major critical
success factors have been identified.
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6 Develop clear goals and objectives. While this best practice seems straightforward, it is
often the hardest to achieve. Given different operating frameworks, cultures and even
accounting policies, it is rare that two parties have the same objectives, metrics and definition
of success (Anslinger & Jenk, 2004:19). In a study conducted by the authors, it was found
that the most prevalent cause for joint venture failure was the shift in strategic direction by
one partner.

6 Proper governance system. Hay (1993:238), and Bamford et al. (2004:92) point out that
joint ventures and alliance partners try to anticipate areas of potential misalignment during
the negotiation phase, but many conflicts surface when the partners dig deep into operational
details and start to run the business. Establishing the appropriate governance framework is
critical for clear decision making and operating viability.

6 Lack of dominant management control. In a study conducted by Jagersma (2005), it was
shown that 70% of the IJVs succeeded in realising strategic and financial alliance objectives
when ownership was equally divided, compared with only 35% of those with an uneven
shareholding split. However, even where ownership is equally divided, one partner should be
clearly responsible for the ultimate management control. There were very few instances of a
successful cross-border alliance where management control was shared evenly between the
owners (Jagersma, 2005).

6 Trust and communication. Research revealed that trust is an essential element for the
success of IJVs. Interacting, negotiating and planning an IJV involve the building of trust.
Trust is a key element in structuring and developing any relational exchange. However, trust
in a business context depends on the ability to interpret culturally coded signs. This is
because most organisational decision making, whether it originates from Western or
non-Western stakeholders, is filtered through a set of cultural assumptions (Berell et al.,
2002). If such codes are ignored or misunderstood, trust may be withdrawn. According to
Perks and Sanderson (2000:276), the ability to build and maintain trust with people from
different cultural backgrounds is essential for any IJV success. Managers of IJVs are,
therefore, required to adapt to the local market, and regulatory and fiscal regimes, and to the
cultural system.

6 Conflict between the parent organisations due to cultural differences. Cultural difference
may create ambiguities in the relationship, which may lead to conflict and even dissolution of
the venture. A theme that runs through much of the literature on IJVs is that conflict in
general and cultural conflicts in particular can lead to instability and poor performance.
(Killing 1983; Nam, 1995:554; Darling & Fogliasso, 1999:383; Hennart & Zeng, 2002).

The management of a multicultural workforce is complicated by the following three factors.

6 From technical specialist to manager of people with various functions. Neal (1998:52)
reported on research conducted among management that proved that most managers began
their careers in technical roles in their home countries, but a significant proportion of these
soon went abroad. It emerged that cultural problems in these early foreign assignments had
been slight and had made very little impact on their ability to perform their tasks, mainly
because within multinational companies there is often a high degree of commonality in the
kind of technology utilised in different countries. Therefore, the relative lack of importance
and impact of social elements means that technicians are less prone to the more destructive
effects of cultural difference. However, as time progressed and they took on more managerial
responsibilities, becoming increasingly responsible for managing people, the culture factor
became increasingly important and problematic.

6 Cultural idiosyncrasies. Many of the multinational construction companies working in
developing countries and in the Middle East in particular have been facing serious problems
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managing and carrying out their assignments. Many project managers have returned home
from their Middle East assignments with strange stories about socio-cultural mishaps that
resulted from misinterpretations, frustrations and conflicts (Dadfar & Gustavsson, 1992).

6 Communication. Parent organisations of IJVs that are from different countries will also
often have different mother tongues, and this can be expected to cause communication
difficulties. Verbal communication may suffer from both perceptual and encoding or
decoding gaps. Effective communication between IJV parent organisations is crucial for IJV
management for at least two reasons. First, IJV parent organisations do not usually start their
collaboration with a full understanding of each other’s goals, capabilities and behaviours –
these are revealed when the joint venture starts operating. Failure by parents/partners to
quickly learn about each other may lead to misunderstandings and suspicion, and eventually
to lower commitment, poor economic results and dissolution (Czapleski, Milliman & Taylor,
2002). Second, in most cases, unanticipated events render the initial IJV agreement quickly
obsolete and require it to be renegotiated. To successfully carry out these renegotiations
necessitates effective communication between the parent organisations.

Cultural differences thus pose significant and often insuperable difficulties for managers – those
who through their decisions shape the company and its fortunes (Neal, 1998:53).

The prevalent approach to cultural diversity has had a distinct problem-solving orientation.
Recently much mention has been made of the potential and value that multicultural diversity offers
for organisational effectiveness (Trefry & Vaillant, 2002:49). Managing diversity is about more
than avoiding negative outcomes. Diversity advocates make a strong claim that if managed well,
diversity can be a positive force, spurring creativity, dynamism and excellence; renewing and
refreshing the organisation; and ultimately improving the bottom line (Aronson, 2002:49–50).
Organisations therefore need to move from a problem-solving mindset to one of recognising the
very real opportunities presented by cultural diversity (Trefry & Vaillant, 2002:49).

It is reported by Kirby and Harter (2003:28) that 75% of Fortune 500 companies have already
instituted diversity-training programmes and at least another 8% are in the planning stage, and
smaller companies are also beginning to plan diversity programmes. Managed well, diversity can
be a source of competitive advantage; managed poorly (or simply left to its own devices), a source
of frustration, resentment and even disaster. If there is one consistent message to be gleaned from
the existing research and from the experience of numerous companies, it is that responding
proactively to diversity is not only the right thing to do, it is also the smartest. As Jocelyn Roberts,
the human resource manager for a US-based technology company, noted that they view ‘‘diversity
as something more than a moral imperative or a business necessity’’. Rather, they view diversity
as ‘‘a business opportunity’’.

According to Reyneke (2006), organisational goals and objectives are achieved through more
effective and perceptive strategic planning and global positioning. Through better understanding
of how intercultural issues influence all areas of an organisation, organisations can gain superior
effectiveness in international management, research and development, design, engineering,
marketing, sales, customer service and support, customer relations and overall profitability, and
thus realise an improved return on their investment.

FRAMEWORK FOR MANAGING MULTICULTURALISM

As already mentioned, the purpose of this study is to develop a framework for managing cultural
diversity in IJVs, in order for multinational companies to test their diversity management
approach and practices against it and, where necessary, to implement change initiatives to improve
the performance of their international joint ventures (IJVs). A framework provides a logical
structure for classifying and organising complex information and is a basic conceptual structure
used to solve or address complex issues.
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For the purpose of this study, a framework is defined as a broad organising structure for
essential knowledge and skills in a specific management area, which contains an integrated set of
guidelines designed to assist management to achieve its goals and objectives. It also serves as an
overview, outline or skeleton within which details can be added. A framework functions as a
foundation upon which a company may build its current and future management competencies.

The framework consists of 10 criteria for management, and is described in the appendix at the
end of this article.

Criterion 1: Cultural diversity management plan

Awareness of the cultural distance between the multinational and its IJV partner
The content of cultures within an alliance needs to be assessed with regard to how they differ, and
to what degree, as this will have an impact on the basis of cooperation, the type of alliance a
partner is willing to form, the joint venture strategy and goals. A cultural diversity assessment of
the IJV partner allows for the construction of an organisational diversity profile that identifies the
IJV partner’s most prominent cultural characteristics in terms of its respective scores on
individualism or collectivism, power distance, uncertainty avoidance, masculinity versus feminin-
ity, and long-term or short-term orientation. Each culture has a different impact on people’s
attitudes and behaviour, and an assessment of the practical consequences of each culture forms the
basis for an analysis of the advantages and problems it brings from the standpoint of achieving the
alliance’s objectives. What needs to be ascertained is how pervasive the cultural influence on the
structures of power and authority, control systems and routines is. A similar analysis applies to the
political structures, institutional bodies and their regulations, the routines and rituals, symbols,
historical legends, and so forth, which comprise the surrounding ‘‘web’’ of a national culture.

Follow an integrative approach as far as the different national cultures of the IJV partners
are concerned
This approach is the attempt to integrate partner practices and to derive synergy from this
integration. According to literature, this approach is the most challenging, but also the one likely
to produce most benefit. Synergy aims at achieving the fullest possible fit between cultures. It is
the policy that is best suited to optimising bonding between alliance partners, as well as promoting
learning between them. With synergy, the better elements from each partner’s culture are
combined to bring about an effective management system and deployment of resources.

Ensure support of senior management appointed in the IJV
Without a clearly articulated cultural change vision from senior management, the chances of
implementing cohesive diversity management policies and practices are severely restricted. Lack
of strategic vision causes fragmentation and confusion over new initiatives. Corporate cultural
vision articulated by senior management gives direction to diversity management imperatives.
Performance agreements need to reflect management’s commitment to the drive. Although top
management’s involvement is crucial, it alone is not sufficient. Champions are also needed at
lower level management, especially line managers. Task forces and advisory committees need to
be formed, but it is crucial that a group-wide manager of cultural diversity be appointed and tasked
with overseeing and managing the drive.

Build a ‘‘third culture’’ in IJVs – a unique culture separate from each of the national
cultures of the IJV partners
A corporate culture can be an important resource available to the leaders of organisations. It can
promote social cohesion and act as ‘‘cement’’ that bonds an organisation together. Because a
shared culture encourages people to accept a common goal and to identify with each other, it can
also facilitate the processes of coordination and control within an organisation. By giving the
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members of an organisation common reference points and ways of interpreting reality, a shared
culture can reduce uncertainty and promote consistency of effort.

Implement a process which promotes frequent interaction between the different cultures
of the IJV
One of the salient issues identified by empirical research on what management can do to get
groups with different cultural backgrounds to cooperate – in a process of growing mutual
understanding and synergy in solving daily problems in the work environment – is trust. Trust,
however, is the result of daily interaction and practices. It is embedded in the regime of an
organisation by the management philosophy underlying it and the practices it tends to produce.
There is a general agreement that, in organic regimes, trust is one of the basic principles of
coordination that fosters integration, cooperation and commitment to shared goals. If an
integration process between different people or groups is initiated, people will tend to mould
initial differences into widening perceptions of shared thinking and cooperation. In the expatriate
context, successful adaptation and performance depend on developing trusting relationships with
the IJV partner.

Share the overall diversity management strategy with employees of the IJV
Behavioural and attitudinal change often reflects the vision and strategy of the organisation and its
managers. Awareness of the strategic drive, celebration of differences, the value it contributes to
the IJV and its success at key times can facilitate long-term cultural change. Employees of the IJV
should be aware of the strategic cultural diversity management plan, and understand what
behavioural changes are expected from them. This, in turn, could be perceived by employees of
the IJV partner as an attempt to understand their culture and engage them, and have a positive
influence on the dynamics of the IJV. Furthermore, employees should be made aware of the
dynamics of their interaction and the benefit of disagreeing on approaches and to then collectively
arrive at solutions, along with the other advantages of cultural diversity, such as marketing.

Criterion 2: Cross-cultural leadership and management

Awareness of one’s own cultural-based values and perceptions
Intercultural competence starts with the recognition that one carries particular mental software
because of the way one was brought up, and that others who grew up in different environments
carry different mental software for equally good reasons. Awareness of one’s own perceptions
teaches one to perceive people in their cultural context and to unravel the unconscious knowledge
of their own mental programmes. Cultural awareness does not focus on a specific region of the
world, but instead requires general sensitivity to other cultures. Global and expatriate managers do
not have to abandon their values to be empathetic, but they must avoid imposing their personal
beliefs and cultures on others. Managers do not need to be cultural experts.

Apply awareness in practical situations
6 Making decisions
Managers have to understand, that decision-making processes differ from culture to culture, and it
would therefore be useful if different cultures knew more about each other’s value systems. The
key is to develop a decision-making framework that will accommodate the habits of local culture.

6 Leadership
According to Botha (2004), managers need to understand that followers from different cultures
have different expectations from their leaders. Cultural differences in expectations of leadership
affect the perception of who is perceived as a leader. Different cultures have different perceptions
of what a leader should be. A leader who is able to meet followers’ expectations of a good leader
can expect to develop better trust and relationships with the group. Effective leaders should
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understand the leadership style preferred by their subordinates and, where necessary, adapt it so
that their authority is respected and they are able to lead subordinates effectively and achieve
organisational goals.

6 Language and communication
Ideally, managers should have a basic understanding of the IJV partner’s language. Host
communication and interaction competence is truly the sine qua non of successful adaptation.
Among the most common problems for managers on foreign assignments are misunderstandings
that occur through translation or interpretation errors. Lack of foreign language skills strains oral
communication; however, the mere learning a foreign language is seldom sufficient to avoid
misunderstandings. Certainly, learning the technical language skills of a foreign society is
important, but understanding communication behaviour requires an appreciation for cultural
nuances in that language. If the culture is not sufficiently understood, it may not be possible to
appreciate and understand the message behind the words. Language skills are therefore important
even if they are rudimentary, because managers will earn a host country’s respect by sincerely
attempting to communicate in the native tongue. Communication also uses conventions, which are
agreed-upon norms about how, when and in what context codes will be used. It is therefore
necessary for employers to plan ahead and to allow their expatriates sufficient time to learn the
new language.

6 Negotiations
Cross-cultural negotiations are complex, because they involve people from societies with different
cultural values and ideological perspectives, and also socio-economic differences. Negotiators
represent constituents whose interests have to be regarded. Therefore divergent values, expecta-
tions and assumptions need to be explored in order to understand different perspectives. Numerous
cross-cultural endeavours end in failure as a result of the negotiator’s inability to accept and adapt
to the underlying beliefs of the other party. This may have an influence on, for example, the level
at which initial offers are made, and the willingness of the negotiator to make concessions,
therefore successful negotiators understand the people that they negotiate with. They will try to be
aware of the protocols that build appropriate relationships. Cultures from the Arab world, China
and Japan place more emphasis on individual relationships and therefore, when negotiating with
these cultures, it will be important to build trust. It is thus important to spend time on building trust
between the parties before negotiating. Where trust is high, negotiators are more likely to take a
problem-solving approach and to share information, even about their profit schedules. Where trust
is low, negotiators depend on persuasive arguments, threats and other forms of contentious
behaviour. It is important to understand the negotiation phases.

Criterion 3: Managing multicultural teams

Ensure that cultural differences are understood and that a team vision is created to
transcend cultural boundaries within the IJV
Groups become effective when they start working as a team rather than individual members
working in proximity to one another. That happens when subordinate goals transcend individual
interests. Managers empower team members when they create a shared vision. However,
empowerment will not take place if executives create merely a vision and then pass it down
through successive levels of the organisation to reinterpret and implement. In order to maximise
effectiveness, the manager and the team leader must help the group members to agree on a vision
that transcends their individual and cultural differences. Furthermore, team leaders need to be
aware of the cultural perceptions that team members have about how the team should function. A
culturally diverse group who each has its own idea of how the group process should function may
influence the group process. In such circumstances, focusing on the task alone will be futile. The
team manager must be proactive in assisting group members to examine, confront and improve the
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team’s own processes. It is therefore important to identify the nature and implications of national
cultural differences within the team, and to establish a basis for building understanding and
awareness of cultural differences, as they can be managed only once they have been identified.

Encourage team social activities
The development of team identity, trust and interdependence can be assisted via encouraging
group social activities. Improved performance relies on both collaborative work-time and positive
group social interaction. The formation of friendships can underpin collaborative group processes
and lay the foundation for strong collegial bonds and team identity.

Drive team performance through motivation and award
As indicated above, the task of motivating employees leans heavily on situational factors, the
environment of work and the employees involved. Therefore, an incentive system must be based
upon accurate information on what motivators are really valued rather than upon stereotyped
motivators. Motivational programmes that work well in one culture can be disastrous in other.
Assuming that people work only for money ignores differences between occupations, age, groups
and cultures. Well-designed performance management practices can ensure that employees
receive the feedback they need in a culturally appropriate way. In order to promote behaviour that
is conducive to teambuilding, it is important to emphasise and communicate to the team members
that team effectiveness and performance will not be measured by simple output goals, but also on
effective group functioning.

Have a conflict management strategy that deals with cultural differences
Selecting of an appropriate conflict management strategy is an important ingredient of successful
multicultural teams. Useful ground rules may include the following.
6 A statement that differences and disagreement can be constructive, providing members

justify and explain the basis for disagreement in a constructive manner.
6 An understanding that every member has the right to object to the statements of others, and

all members have the obligation to hear them out before stating their own agreement or
disagreement.

6 Giving every member the right to speak and to have his or her ideas treated with respect.

Criterion 4: Human resource management (HRM)

Recognise that any HRM practice differs from culture to culture
Cultural heterogeneity can also affect the nature and effectiveness of operational human resource
programmes in such functional areas as compensation and rewards, performance appraisal,
staffing and labour relations. Any HRM practice is rooted in cultural value assumptions, therefore
human resource programmes must be attuned to their cultural contexts if these are to be
successful. As the diversity of the cultural context increases, human resource programmes must
become more complex and sophisticated to deal with greater cultural heterogeneity.

Develop global managers by creating a broad-based appreciation of contrasting beliefs in
cultures
If managers were to be alerted to the social dynamics of cultural problems, they would see how
they themselves are contributory factors in this process, and would be better able to take steps to
address this. However, alerting managers to the cultural and procedural pitfalls of managing in a
multicultural environment is not enough. Training programmes must be designed in order to
address the wider social dynamics of cross-national relations, and to develop the capacity of
global managers to be non-judgmental and tolerant of other cultures, meaning that one has to
appreciate the relativity of one’s own knowledge and perceptions.

Assist global managers to develop a high tolerance for ambiguity and stress
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Research on expatriates has found that crossing from one’s own culture into a foreign one creates
significant uncertainty. Culture shock is a natural response to new cultural experiences, and
involves the stress and behavioural patterns associated with a loss of control and a loss of sense of
mastery of the situation. It may be defined as a sense of psychological disorientation that most
people suffer when they move into a culture that is different from theirs. Expatriates that suffer
from culture shock are unable to interpret cues from a new and uncertain environment, and are
faced with the seemingly inexplicable behaviour of those around them, which is governed by a
culture that they do not understand.

Criterion 5: Expatriate selection

Understand why, in general, expatriates fail to complete their assignment successfully
Often, technical expertise is used as the most important consideration for expatriate selection. This
criterion is somewhat logical as it presents a lower perceived risk of adverse consequences to the
selecting manager. Furthermore, firms usually place most emphasis on criteria that are most easily
measured. Expatriates are furthermore selected for international assignments based on their
proven performance in a similar job, usually domestically, and that the ability to work with foreign
employees was at or near the bottom of the list of important qualifications. Although these are
important considerations, they alone are not sufficient and should therefore not be given undue
weighting relative to a person’s ability to adapt to and function in another culture. It does no good
to send the most technically qualified engineer or finance manager to a foreign location if he or she
cannot function there and has to be brought home prematurely.

Align selection with task specificity
The type of assignment, the country characteristics, the host organisation culture/climate and the
nature of the task should all be taken into consideration when aligning the expatriate with the array
of potential expatriation assignments. Involving experienced foreign managers in the process may
enhance accurate matching. A short work assignment in the target country and a meeting with a
foreign advisory board designed to evaluate and guide the candidate may also assist in solving the
problem. Companies such as Ford, Xerox, Phillip Morris, BP, ABB, Unilever, Volkswagen and
Bayer AG all operate regional assessment centres staffed by selection committees with plant-level
representatives who evaluate all international appointments (Reyneke, 2006).

Criterion 6: Training and development

Determine the extent of the cultural differences between the expatriate and the IJV
partner culture
Cultural distance between the home and host countries affects the nature of the expatriate task.
This is because it affects an expatriate’s understanding of decision-making processes, work values,
negotiation patterns and conflicts in IJVs. Furthermore, the degree of cultural distance will
influence performance ambiguity and task definition. Therefore, the degree to which an expatriate
can duplicate tasks in foreign assignments and his or her performance can be measured will be
related to the cultural distance. It is significantly more difficult for expatriates to contribute to the
expertise of foreign operations if the cultures of the two countries are too dissimilar.

Conduct cross-culture training
In order to prepare expatriates for cultural shock and reduce the effects of it, they should be taught
the following:
6 Expect to experience culture shock. It is a natural reaction to novelty among emotionally

mature people.
6 Understand why it occurs and learn the symptoms.
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6 Accept the need to learn about living in the new culture. Cultural adjustment is best seen as
one’s being involved in a learning process, and social learning theory provides a theoretical
framework within which this adjustment can be made.

6 Discover the new country, its culture and history. This learning starts before leaving home.
6 Broaden the range of business and social contacts beyond the home culture and into the local

culture.
6 Break into the local culture by using its members as informants.
6 Keep an open mind with regard to the new culture – do not be judgmental or engage in

stereotyping.

Cross-cultural training will also assist to reduce the effect of culture shock, and help expatriates to
adjust to a new culture, provided that the training caters for the degree of cultural distance between
the IJV partners. Expatriates who are trained prior to their arrival in the host country will
experience reduced culture shock, since they are better informed of what to expect. Any
intercultural programme should include both didactic and experiential training, and specifically
address the reasons why expatriates in general, and expatriates of multinational companies in
particular, fail to successfully complete their assignments.

Training programmes should also train expatriates in order to function in the specific cultural
environment of the multinational company’s IJV partner. This means that the multinational
company needs to have an understanding of the roles, skills and areas of knowledge required by
managers to work and live in the new context; the standards to which they need to be applied, and
the outcomes expected from the expatriate.

Depending on the circumstances, a three-tier training approach can be followed:
6 Information-giving approach, consisting of area briefings, cultural briefings, company

literature, and the use of interpreters and survival-level language training.
6 Affective approach, consisting of culture-assimilator training, role playing, critical inci-

dents, cases, stress-reduction training and moderate language training.
6 Immersion approach, consisting of assessment centres, field experiences, simulations,

sensitivity training and extensive language training.

Ensure that training courses provide expatriates with insight into their own culture-specific
beliefs
These will enable expatriates to understand how and why their cultures differ. As a basis,
Hofstede’s dimensions may be used, but ideally the analyses should be more detailed, and cater
for the specific culture that the expatriate will be exposed to (Barkema & Vermeulen, 1997). This
‘‘cultural awareness’’ training should focus on differences and similarities, as this is the first step
to intercultural competence. Specifically, trainees should be made aware of their orientation
towards a willingness to interact and accept others, their level of ethnocentrism, etc. Certain
customs are particularly sensitive to certain types of behaviour, and certain types of behaviour
may be interpreted as insulting. Therefore, at the very least, managers should be alerted to the fact
that managing foreigners is procedurally and experientially problematic, and that cross-national
relations have the potential to cause polarisation. Therefore, culture customs, conventions and
destination-specific training have been introduced by a number of organisations in order to address
these issues. The ‘‘laundry list’’ approach to cross-cultural understanding attempts to provide each
manager who is to have intercultural business transactions with a list containing ‘‘everything you
need to know’’ about the particular country.

Provide cultural-specific information (information on the social, business, political, reli-
gious and cultural environment) of the IJV partner
In order to facilitate the adjustment of expatriates, they should also be provided with written
information, including addresses about useful amenities and services in the host environment,
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such as postal, health, banking, education, news, entertainment, employment opportunities for
spouses and transport services. In addition, expatriates should be provided with host country
workplace-specific training, such as communicating with superiors, subordinates, suppliers,
contractors and buyers; explaining standard operating procedures; and accessing business
information. This is important as management is conducted in terms of particular conceptions of
organisational reality. The more accurate these conceptions are, the more reality can be
manipulated successfully.

Provide training on the practical applications of cultural knowledge
Clear guidelines on management practices, for example performance feedback an appraisal,
should be provided for different countries and regions. This should be accomplished through
systemic, ongoing training and daily interactions at the individual level, and through revised
policies, procedures and systems at the organisational level. This kind of cementation is required
for these newly acquired attitudes, behaviours and skills to become totally embedded in the
individuals’ natural way of interacting with diverse individuals. The systemic, ongoing training
needs should be skills based and experiential in nature in order to promote long-term changes in
the way individuals work withthose different from themselves.

Provide language training
Cross-cultural interaction is ensured only when the parties involved communicate effectively. As
discussed in Criterion 2 above, no amount of stock phrases and impeccably learned grammatical
rules will lead to meaningful communication unless such learning goes hand in hand with the
activation of cross-cultural awareness. Furthermore, as expatriates’ adjustment is correlated to that
of their accompanying family, basic language training should also be offered to them, and
sufficient time be allowed before the assignment for the basics of the language to be learned.

Provide for structured interaction between expatriates and personnel of the IJV partner
While personal connections play an important role in business all over the world, they are
ubiquitous in Chinese business culture. The establishment of strong interpersonal relationships
and effective communications are critical to maintain the necessary trust between business
partners in order to facilitate ongoing exchange. Expatriate managers of the same cultural
background as host country nationals have special capabilities for establishing personal overseas
networks. These expatriates share many similar personal characteristics with locals. Consistent
and reliable interactions within these networks promote trust within the business relationship.
Therefore, engage in the following activities.
6 Allocate funds for team social time.
6 Provide respite from work time for social events.
6 Schedule social events for team members.
6 Schedule functions that consider members’ non-work commitments.
6 Encourage members’ involvement in social outings.
6 Ensure that activities chosen suit all members.
6 Avoid activities that may exclude team members.
6 Encourage team members to take turns choosing the social activities.

Use experiences and learning of expatriates as a prime source of training focus
Successful expatriate assignments have a dual benefit – in addition to the successful completion of
the expatriate assignments, expatriates can transfer country-specific learning to the organisational
memory to be leveraged in subsequent assignments. Expatriates, familiar with the culture,
language and customs of headquarters, can facilitate the transfer of a corporate culture between
headquarters and the subsidiary, enhancing communication and coordination. They can also
transfer technical and managerial skills, which may not be immediately available at the local level,
and thus serve as mechanisms for corporate control in vital markets.
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Provide training aimed at cultural adjustment on a continuous basis
Training should not be regarded as a ‘‘quick fix’’ and it should be conducted on an ongoing basis in
order for it to be effective. Educational briefings may be helpful initially, but as the alliance evolves,
more intensive team-building workshops and joint problem-solving sessions will likely be needed as
employees experience the impact that cultural diversity has on their daily interactions.

Utilise rewards and recognition programmes to encourage expatriates to develop their
cultural competencies
Rewards and recognition programmes should be used to encourage employees to develop their
cultural competencies. Often organisations provide training, but do not mandate full participation,
nor do they reward employees who apply the training lessons in their work. According to a study
involving several hundred US organisations, the success of domestic diversity interventions was
enhanced when supporting sanctions were in place. Requiring everyone to attend cultural
awareness and competency training communicates their importance, as does providing rewards to
employees who provide evidence of improvement.

Obtain feedback regarding the effectiveness of different training methods from trainees,
and measure training effectiveness against objectives
One of the key elements of providing an effective learning intervention is the ability to identify
whether the participants had altered their behaviours in the manner prescribed in the course
objectives. An additional consideration is whether they are able to transfer these behaviours to
their work environment. Therefore, expatriates’ perceptions regarding the outcomes of diversity
training should be measured, in particular to what extent the training has influenced their
awareness of their own stereotypes and assumptions, increased their cultural knowledge and
enhanced their cultural skills.

Criterion 7: Intercultural task teams

Formalise task teams, which facilitates discussion on differences in cultural perceptions
Cross-cultural interaction increases participants’ awareness of diversity issues and how these
issues – due to the fact that they provide opportunities for members of different cultural groups to
learn about and from each other – can contribute to a more positive work environment.
Furthermore, cross-cultural interaction can provide opportunities for members of different cultural
groups to develop personal friendships and support activities that encourage everyone to reflect on
their own values, and gain insights into how their values influence both their own behaviours and
the way they interpret the behaviours of others. In particular, cross-cultural interaction provides
the opportunity to explore and discuss cultural stereotypes. In a climate of greater openness when
there is less need for keeping the private cultural stereotypes hidden from view, these stereotypes
tend to slowly lose their power. Cross-cultural interaction also provides an opportunity to observe
how well the cross-cultural training initiatives of the organisation has succeeded in shifting
perceptions. In practice, it is through working on real problems and issues in a multicultural
setting using a structured framework that skills and understanding are developed. It is in this
practical setting that the benefits of cultural diversity may be realised. These types of teams are
used by General Electric, Compaq, Shell and AT&T (Reyneke, 2006).

Criterion 8: Continuous in-country support

Assigning a mentor to an expatriate to provide support and career guidance
Some organisations support their overseas staff by appointing headquarters mentors, who will
generally look after the career of expatriates, protect their interests while they are away, and
reintroduce them to the home country parent on repatriation. Such mentors will keep face-to-face
contact with expatriates, evaluate their performance during their assignment, help clarify their
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career objectives and capabilities before repatriation, provide career advice and assist in finding a
suitable position at headquarters. Importantly, the sponsorship programme should be systemised
and structured.

Criterion 9: Knowledge management

Ensure global integration of intercultural management best practices through the sharing
of knowledge and experience
Partners in IJVs acquire knowledge and skills through a process of knowledge management and
creation that allows it to build a competitive advantage. Once problems with managing cultural
diversity have been identified and ways to deal with it have been discovered, the organisation must
then seek to transfer the new knowledge and practices throughout the organisation. As with
gaining learning from the overseas experiences of expatriates, it is critical for organisations to
build infrastructures to institutionalise new knowledge so that it flows back and forth between
corporate headquarters and the various subsidiaries. The concepts of organisational learning
through knowledge management are especially relevant to breaking cycles of cross-cultural
conflict within a multinational enterprise and then transferring the knowledge gained in this
process throughout the joint venture to help prevent future critical incidents from entering a cycle
of conflict. The common thread in research into knowledge transfer through alliances and IJVs is
that the ability to re-evaluate and learn is key to success.

Criterion 10: Repatriation

Ensure that repatriates are acclimatised to changes in their home country
Before repatriates return to their parent company, pre-return orientation sessions to clarify company
and home and society changes, as well as job-related information about duties and expectations,
should be held. This will include arrangements regarding re-entry job expectations and compensation
issues, temporary accommodation, transition expenses, family requirements, and resettlement costs.
Ideally, succession planning should be done before and after an assignment to promote career
development, and transition management. This is necessary for two reasons: to determine the
complexity of the re-entry problems (i.e. the length of expatriation assignment, the cultural/economic
distance between home and host country, the stage of family life cycle, the re-adjustment issues
associated with the spouse and family upon repatriation, and the like); and to provide expatriates
candidate with vital information concerning their career life cycle.

RESEARCH METHOD

According to Wellman and Kruger (2000:2), research methodology refers to the application of various
methods; techniques and principles in order to create scientifically obtained knowledge by means of
objective methods and procedures within a particular discipline. Research methodology therefore
consists of the ways one collects and analyses data. These methods where developed for acquiring
knowledge by reliable and valid procedures. Research methodology should therefore be systematic
and purposeful so that procedures are planned to yield information on a particular research problem.

Theory is defined by Gill and Johnson (2002:229) as a ‘‘formulation regarding the cause and
effect relationship between two or more variables, which may or may not have been tested’’.

Sutton and Staw (1995:375) state that theory ‘‘is about the connections between phenomena, a
story about why events, structure and thoughts occur. Theory emphasises the nature and causal
relationships, identifying what comes first as well as the timing of events’’. Strong theory,
according to Sutton and Staw (1995), delves into underlying processes so as to understand the
systematic reasons for a particular occurrence or non-occurrence.

In research the importance of theory must be recognised, therefore it must be made clear
(Saunders, Lewis & Thornhill, 2007). In this regard, Kerlinger and Lee (2000) support Gill and
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Johnson’s definition of theory by noting that the purpose of examining relationships between two
or more variables is to explain and predict these relationships. Gill and Johnson (2002) continue
by stating that it is also evident that if we have the expectation that by doing A, B will happen,
then by manipulating the occurrence of A, we can predict and influence the occurrence of B.
Hence, theory is undoubtedly intertwined in practice since explanation enables prediction, which
in turn enables control.

For the purpose of this investigation, a literature study is undertaken as the approach of the
research. A careful study is made in order to determine the most important sources, which are
carefully studied and evaluated so as to determine the true meaning and value of their content.

Furthermore, a literature study is also undertaken on the main subject of this study so as to
provide a better insight into the research problem and the necessary background to the study. Apart
from the information obtained from textbooks, other sources are consulted in order to obtain the
information needed for this particular study. Sources such as journals, magazines, periodicals,
newspapers and the Internet are also consulted.

The procedure is as follows:
6 A literature study is undertaken to determine the association between cultural diversity and

international business.
6 The research objective in terms of relevant information is analysed and evaluated.
6 All literature and theories are presented objectively.
6 A framework is proposed to manage multiculturalism in IJVs.

LIMITATIONS, VALUE AND FURTHER RESEARCH

This study specifically focuses on the impact of cultural diversity on IJVs. The impact of cultural
diversity on other forms of strategic alliances is not covered by this study.

Since the literature review is comprehensive and current, and included authoritative authors, no
empirical investigation is undertaken by way of questionnaires or interviews in support of the
attainment of the primary objective of the study.

This study offers two main contributions to current literature. Firstly, it proposes a framework
for managing cultural diversity in IJVs that is developed from recent academic literature, case
studies and research findings. Secondly, to the extent that the practices of a multinational company
either comply with or deviate from best practices – with the resulting success and failure rates of
its performance measured against the framework – the study provides validation for international
business theory as applied to the management of cultural diversity in IJVs.

As mentioned above, the practical value of the framework has not yet been tested empirically.
Future research will focus on testing theories based on academic literature, case studies and
research in practice by studying the effectiveness of management practices of a number of
multinationals based on the theories as contained in the framework. The findings of this type of
research will provide empirical evidence on the effectiveness of the framework in practice, and
provide empirical support for international business theory.

CONCLUSION

The globalisation of business, with the resulting intercultural encounters, calls for a comprehen-
sive and practical method by which the impact of cultural diversity on multinational companies
can be managed. This study explores cultural diversity and the association it has with international
business, and consolidates findings from the literature to construct a framework by which cultural
diversity in IJVs can be managed. The framework consist of 10 criteria for management which can
be tested empirically against the practices of multinational companies, the findings of which will
benefit the multinationals that invest time and effort in the continuous development and refinement
of cultural diversity management practices. This could form the basis for further research.
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APPENDIX: A FRAMEWORK FOR MANAGING CULTURAL DIVERSITY IN IJVS

Criterion 1: Cultural diversity management plan
Indicates the planning associated with the management of cultural diversity conducted by the
multinational company when forming an IJV.

No. The following issues are addressed as part of the multinational’s plan for managing cultural diversity in IJVs:
1 The national culture of the IJV partner is studied and profiled

2 The multinational understands how its approach to management of cultural diversity is perceived by the IJV partner

3 The multinational follows a policy which strives to integrate the national cultures of the multinational and the IJV partner

4 Commitment from senior management for the cultural diversity management plan is ensured

5 The multinational strives to build a ‘‘third culture’’ in the IJV (a unique culture separate from each of the national cultures
of IJV partners)

6 When strategic decisions are made, the impact of these decisions on the value system of the culture of the IJV partner is
considered

7 The multinational actively engage in actions to develop trust between the IJV partners

8 A framework that promotes frequent interaction between the different cultures of the IJV is developed

9 A framework that promotes regular dialogue between the different cultures of the IJV is developed

10 The overall diversity management strategy is shared with employees of the IJV

11 Awareness of the advantages of effective management of cultural diversity is raised amongst employees of the IJV

Criterion 2: Cross-cultural leadership and management
Indicates which cross-cultural management and leadership practices are engaged in by multina-
tional company.

No. The multinational’s global managers and expatriates approach cross-cultural management is as follows:
12 View the management of cultural diversity as an essential part of managing in the IJV

13 View the management of cultural diversity as part of the multinational’s business goals and not just good philanthropy

14 Are aware of their own cultural-based values and perceptions

15 Are aware of how their cultural values and perceptions differ from those of the IJV partner

16 Understand how their decisions are perceived by the culture of the IJV partner

17 Know that followers from different cultures have different expectations from their leaders
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18 Are aware of the preferred leadership styles of the culture of the IJV partner

19 Adapt their leadership style to suit a particular culture

20 Are aware how the organisational values of the multinational differs from the IJV’s organisational values

21 Adapt their motivational style to suit a particular culture

22 Have a basic understanding of the IJV partner’s language

23 Are aware of cultural codes and conventions (silence, distance, eye contact, etc.) when communicating with different
cultures

24 Adapt their communication to suit a particular culture

25 Where possible, study a culture’s literature in order to improve communication with that culture

26 Study a culture’s customs in order to improve communication with that culture

27 When giving performance feedback, exhibit understanding for cultural differences by having regard to etiquette and
seniority

28 When giving performance feedback, exhibit understanding for cultural differences by having regard to voice tone and
physical gestures

29 Establish trust and rapport before giving performance feedback

30 Where necessary, provide performance feedback through a third party

31 Understand that culture has an influence on the expectations of parties with regards to negotiation outcomes

32 Cater for expectations – as influenced by culture – in the negotiation process

33 Spend time on building trust between the parties before negotiating

34 Observe the relevant cultural protocols that build business relationships

35 Are aware of and understand the different phases of negotiation

36 Cater for cultural differences as they pertain to each negotiation phase

37 When conducting cross-cultural negotiations, take time to try to understand the motives – as influenced by their culture –
of the other party

38 When conducting cross-cultural negotiations, take time to try to understand the interests – as influenced by their culture
– of the other party

39 Have cultural diversity management as one of their key performance areas in their performance contract

Criterion 3: Managing multicultural teams
Indicates the management methods employed by the multinational company’s managers when
managing multicultural teams.

No. When managing cross-cultural teams, the multinational’s team managers managing multicultural teams:
40 Create a team vision to transcend cultural boundaries

41 Are aware of the cultural perceptions that team members have about how the team should function

42 Are aware of the cultural distance that exists between team members

43 Are aware of how cultural factors could impact on team management and processes

44 Know how to develop the intercultural skills of the team members

45 Apply strong ground rules when dealing with culturally diverse team members

46 Encourage team social activities

47 Drive team performance through motivation and award

48 Appreciate the impact of cultural differences in cross-cultural team motivation and award

49 Have a conflict management strategy that deals with cultural differences

Criterion 4: Human resource management (HRM)
Indicates the human resource (HR) practices followed by the multinational company in their IJVs.

No. The multinational’s HR programmes cater for the following:
50 Recognise that any HRM practice differs from culture to culture

51 When a IJV is formed, the cultural distance between the multinational and the IJV partner is determined

50 Where necessary, international HR practices are adjusted to cater for the cultural diversity of the multinational’s IJV part-
ners

53 Development of global managers by creating a broad-based appreciation of contrasting beliefs in cultures
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54 Development of global managers by creating a broad-based appreciation of different work-related behaviours in cultures

55 Development of global managers by exposing them to international assignments

56 Development of global managers by exposing them to multicultural teams

57 Development of global managers to communicate and interact effectively with other cultures

58 Development of global managers to be non-judgmental toward other cultures

59 Develop global managers to have tolerance for ambiguity

60 Due to the uncertainty and ambiguity brought about by the management of different cultures, develop global managers
to be stress tolerant

61 Require global managers to work in foreign environments

Criterion 5: Expatriate selection
Indicates the expatriate selection policy followed by the multinational company.

No. The multinational engages in the following practices when selecting expatriates for international assignments:
62 Understanding why, in general, expatriates fail to complete their assignment successfully

63 Understanding why certain of the multinational’s expatriates fail to complete their assignment successfully

64 Utilising the lessons learned on expatriate failure to improve its expatriate selection processes

65 Evaluating the expatriates’ ability to adjust in a foreign culture

66 Evaluating the ability of the expatriates’ spouse to adjust in a foreign culture

Criterion 6: Training and development
Indicates the training and development programmes offered by the multinational company to its
expatriates and global managers.

No. The multinational’s training and development programmes offer the following:
67 Determine the extent of the cultural differences between the expatriate and the IJV partner culture

68 Address cultural differences as part of the training programme

69 Combine theoretical and experiential training methods

70 Address the reasons why expatriates in general fail to complete their assignment successfully

71 Address the reasons why certain of the multinational’s expatriates fail to complete their assignment successfully

72 Train expatriates in order to function in the specific cultural environment of the multinational’s IJV partner

73 Allow sufficient time to train and hone intercultural skills of expatriates before they embark on their assignment

74 Address the effects that culture shock has on the expatriates’ ability to perform effectively in their work environment

75 Adjust training to cater for the type of task the expatriate is expected to perform

76 Adjust training to cater for the level of interaction with other cultures required by the assignment

77 Adjust training to cater for the specific duration of the assignment

78 Provide expatriates with insight on their own culture-specific beliefs

79 Provide expatriates with information of the cultural roots of the IJV partner

80 Provide training on why and how these roots result in different beliefs and behaviour

81 Enhance the ability of expatriates to adjust socially in new culture

82 Provide information on factors that will influence expatriates’ ability to perform their task in that particular culture

83 Provide information on cultural customs and etiquette of the IJV partner

84 Provide cultural-specific information (information on the social, business, political, religious and cultural environment) of
the IJV partner

85 Provide training on the practical applications of cultural knowledge

86 Provide practical process guidelines on how to manage other cultures

87 Provide the expatriate with workplace-specific training (communicating with superiors, subordinates, suppliers, contrac-
tors and buyers) of the IJV partner

88 Provide basic language training to expatriates

89 Provide basic language training to expatriates’ spouse

90 Provide basic language training to expatriates’ school-going children
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91 The multinational allows sufficient time before departure for the expatriates and their family members to learn the basics
of the new language

92 Teach trainees how the culture of the IJV partner influence its communication practices

93 Provide for structured interaction between expatriates and personnel of the IJV partner

94 Focus on trust building through these structured interactions between expatriates and the IJV partner personnel

95 Ensure that these structured interactions between expatriates and personnel of the IJV partner take place on a continu-
ous basis

96 Provide for facilitation of training by personnel from the IJV partner

97 Use experiences and learning of expatriates as a prime source of training focus

98 Aim training at cultural adjustment on a continuous basis

99 Utilise rewards and recognition programmes to encourage expatriates to develop their cultural competencies

100 Provide training not only to its expatriates, but also to the staff of the IJV partner

101 Provide adjustment training for expatriates’ spouse

102 Make training mandatory for all expatriates

103 Obtain feedback regarding the effectiveness of different training methods from trainees

104 Measure training effectiveness against objectives

Criterion 7: Intercultural task teams
Indicates the extent to which task teams are utilised to facilitate cultural diversity management.

No. In order to facilitate structured interaction between expatriates and employees of the IJV partner, the multina-
tional uses task teams for the following activities:

105 To facilitate discussion on differences in cultural perceptions are created

106 To serve as a platform to alert employees of the IJV to their cultural differences and similarities

107 To serve as a platform to conduct team-based case research on cultural diversity issues

108 To create a platform from which cultural misunderstandings are discussed and reconciled

109 To serve as a platform from which interpersonal relationships with different cultures are improved

110 To create a platform from which cross-cultural communication is improved

111 To create a platform from which trust between members of different cultures is built

112 Senior management is seen to support the cultural task teams

113 The results of cultural surveys are tabled and discussed in the task team meetings

114 Task team members make suggestions on cultural issues to be addressed by the task teams

115 Employees of the IJV partner make suggestions on cultural issues to be addressed by the task teams

116 As part of the task team agenda, cross-cultural incidents are discussed

117 As part of the task team agenda, case studies are provided and discussed

118 As part of the task team agenda, cultural stereotypes are actively explored

119 As part of the task team agenda, the use of non-verbal behaviour, as it relates to different cultures, is actively explored

120 As part of the task team agenda, theory regarding different cultural perceptions and expectations is tested and dis-
cussed

121 Conflict management training is provided to members of task teams

122 The multinational seeks constant feedback on its task teams processes in order to continuously improve them

Criterion 8: Continuous in-country support
Indicates how the multinational company provides in-country support to its expatriates.

No. As part of the multinational’s continuous in country support programme:
123 T he family of the expatriate is given in-country support once they arrive in the host country

124 A mentor is assigned to the expatriate to provide support and career guidance

125 Expatriates already working for the multinational in the host country provide support to the new expatriate family

126 The expatriate’s role in the parent company – once the expatriate has returned – is determined before departure
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Criterion 9: Knowledge management
Indicate how knowledge management is utilised to enhance cultural diversity management.

No. The multinational’s knowledge management strategy for management of cultural diversity caters for the follow-
ing:

127 Global integration of intercultural management best practices through the sharing of knowledge and experience

128 Breaking cycles of cross-cultural conflict through transfer of knowledge

129 Prevention of future critical incidents through the implementation of lessons-learned sessions

130 Sharing of best practices gained by expatriate managers to improve management of cultural diversity

131 Utilisation of communities of practice to create a global stock of intercultural management expertise

Criterion 10: Repatriation
Indicates what repatriation assistance is offered to the multinational company’s repatriates.

No. As part of the multinational’s repatriation programme, the following practices are adopted:
132 The repatriate is acclimatised to changes in his or her home country

133 The repatriate is acclimatised to changes in the parent company

134 The new business role and career opportunities of the repatriate in the parent company is determined

135 The skills that the repatriate has gained during his or her assignment are applied to the benefit of the multinational.

136 Repatriates are used as mentors for new expatriates

137 Relocation assistance is provided to repatriates

Source: Authors’ own research
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