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Beenenue

DNeKTpOoHHBIH yueOHO-MeTonuueckuii komiuieke (QYMK) mo yueOHOW aucIy-
wmHe «MEXKyJIbTypHass KOMIICTeHIHs (Ha MHOCTPAHHOM SI3BIKE)» IMPEICTABISIET CO-
001 aKTyaJIbHBIN 1 HEOOXOUMBIN PeCypc AJIsl CTYJAEHTOB, OOYYAIOIIMXCS 10 CHeHalb-
HocTH 6-05-0231-03 Jlunreuctudeckoe oOecriedeHne MEXKKYIbTYPHONH KOMMYHUKAIUN
(aHTIMICKUH SI3BIK M BTOPOW MHOCTPAHHBIN S3bIK). B yCIOBHAX TiioOav3alii U MHO-
roo0pa3us KyJbTyp MEXKYJIbTYpPHAsE KOMIIETEHIUS SIBJISIETCSI BAYKHBIM acTieKToM o0pa-
30BaHUsl, CHOCOOCTBYIOIIMM (OPMUPOBAHUIO Y CTYJEHTOB. HABHIKOB 3((HEKTUBHOTO
OOIICHUS U B3aMMOJICHCTBUS C MPEICTABUTEISIMU PA3IMYHbIX KYJIBTYD.

[lenbp maHHOrO y4eOHO-METOJIMYECKOTO KOMILUIEKCA = CO3JaTh YCIOBUS s
HauOosee r(PexkTUBHON peanuzannu TpeOOBaHUU yueOHOI mporpaMMbl MO U3ydae-
MOW AUCHMIUITMHE M 00pa30BaTEIbHOrO CTaHIApTa BhICHIEro oOpaszoBaHus. DYMK
oOecnieuriBaeT GOpPMUPOBAHME 3HAHUN U Pa3BUTUEC Y 00YUYAIOIINXCS HABBIKOB U yMe-
HUN, HEOOXOIUMBIX ISl OCYHIECTBICHUS MEKKYIbTYPHOIO OOIICHUS, U HApaBJICH
Ha TOJITOTOBKY CTYJIEHTOB K YCHEHIHOM Mpo(ecCHOHAIBHOU JEATeNbHOCTU B YCIIO-
BUSIX MHOTOHAIIMOHAJILHOT'O ¥ MHOPOKYJIBTYPHOTO OOIIIECTBA.

AxTyanbHOCTh co3fanus. DYMK oOycioBiaeHa ero mpodeccuoHanbHON
HaIpaBJICHHOCTHIO.

Teopernueckunii n mpakTuaeckui pasgensl DYMK coaepxar matepuansl s
TEOPETUYECKOT0 M3YUYEHHUS y4eOHOU AMCIUIUIMHBI U MPOBEICHUS MPAKTUYECKUX 3a-
HATHUM; pa3fen KOHTPOJISI 3HAHUI BKIIIOYAET 3aJaHus JI1 CaMOCTOSITEIbHOM paOOThI
CTYJICHTOB U MaTEpUasbl AJis MOJTOTOBKU K K3aMEHY .

YdeOHas guciuIuinHa «MeXKyJIbTypHass KOMICTeHIHs (Ha WHOCTPaHHOM
sSI3bIKE)» HAMpaBjcHa Ha (OPMHUPOBAHUEC MEKKYJIbTYPHOW KOMIIETCHIIUH, OCHOBAH-
HOM Ha CMCTEMHOM MPEACTaBICHUU O KYJIbTYPHON BapUaTUBHOCTH U HAIIMOHAILHOM
cTuie OOLEHMSI, HA 3HAHUU SI3BIKOBBIX U KYJIbTYPHBIX OCOOCHHOCTEH W HOPM IOBE-
JICHUS, XapaKTePHBIX KaK JJIsI CTPAHbI U3y4aeMOTO S3bIKa, TaK U JJII CBOCH CTPaHBbI.

[lenpro M3ydeHUs Y4eOHON NMUCIUIUIMHBI « MEXKYyJIbTypHass KOMIeTeHIHs (Ha
WHOCTPAHHOM SI3BIKE)» SIBJISCTCS (JOPMUPOBAHUE U PA3BUTHE HABBIKOB M YMEHUH, He-

00XOAUMBIX JIJIsl OCYIIECTBICHUS MEXKYJIbTYPHOTO OOIIECHHUS.
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OcCHOBHBIE 3a/1a41 U3Y4YCHUS:

(bopMHpOBaHUE KYJIbTYpHO-CHIEHU(PUUECKUX 3HAHUH, CIIyXKaIlUX OCHOBOW IS
aJIeKBaTHOTO MOHUMAaHUS U HHTEPIPETAllud KOMMYHUKATHUBHOTO MOBEACHMS MpPE]-
CTaBUTEJIEW CBOEU U UHOM KYJIBbTYPHI;

(bopMHpOBaHUE BOCIPUMMYUBOCTH, HAOIIOJATEIBHOCTH U TOJIEPAHTHOCTH;

pa3BUTHE YMEHHsI BBICTpAaUBaTh CTPATETHIO TOBEACHMS C MPEICTABUTEISIMU
APYTUX KYJbTYp B 3aBUCUMOCTH OT CUTYyalluu OOLIEHUS;

pa3BUTHE HABBIKOB COMOCTABJICHUS U aHAIN3a KYJIbTYD;

pa3BUTHE CIIOCOOHOCTH K AMITATHH.

N3yuenne y4eOHOW MUCHMILTHMHBI «MEXKyIbTYpHAsE KOMIETCHIUsT (Ha WHO-
CTPaHHOM SI3bIKE)» HAIPABJICHO Ha (POPMHUPOBAHHE CICAYIONICH KOMIICTCHIUH

OCYUIECTBIISITh PEUYEBYIO JAESITENBHOCTh B.COOTBETCTBUM ¢ KOMMYHUKATHBHOM
LENbI0 U CUTyaluel oOlIeHHs sl 0o0ecreueHus: aJJleKBaTHOCTU COLMANIBHBIX M IPO-
(eccuoHaIbHBIX KOHTAKTOB.

B pe3ynbTare n3ydyenue yueOHON NTUCHUIUIMHBI CTYJIEHT JOJHKEH

3HATH!

kiaccudukanuu Kyaptyp J. Xomia, I'. Xodcrene, P. JIbtouca;

CHOCOOBI PEOIOIEHUS. MEXKBI3BIKOBBIX U MEKKYJIbTYPHBIX 0aphepOB;

O0COOCHHOCTU BEpOAIBHON W HEBEpOAIbHON KOMMYHHUKAIIMU B PA3IUYHBIX 3T-
HOKYJIbTYPHBIX COOOIIECTBAX;

yMeTh:

aJIeKBaTHO BOCIIPUHUMATh U MHTEPIPETUPOBATH PA3IUYHbIE KYJIbTYPHbIC LIEH-
HOCTH;

paccMaTpHBaTh PA3JIMYHbIE KYJIbTYPHBIE SBICHHS C MO3UIIMHU SMIIATHH;

WHTEPIPETUPOBATh KOMMYHHKAaTUBHOE MOBEACHHUE IMPEACTABUTENIECH CBOEH U
WHOW KYJIBTYDHI,

pa3pabaTblBaTh CTPATErMM U TAKTUKU paOOThI B YCIOBUAX MEXBSI3BIKOBOM U
MEXKKYJIbTYPHON KOMMYHHKAIINH,

HMeThb HABBIKU !

aHalin3a KyJbTyp;



3¢ (HEKTUBHOTO B3aUMOJIEUCTBUS B MYJIbTUKYJIBTYPHOM COOOLIECTBE.

B pamkax o0pazoBarenbHOro mpoiiecca no JaHHOW yu4eOHON NUCIUIUIMHE CTY-
JEHT JI0JKEH MPUOOPECTH HE TOJIBKO TEOPETUUYECKUE M MPAKTUYECKUE 3HAHUSA, yMe-
HUS ¥ HABBIKU MO CHEUAIBHOCTH, HO U Pa3BUTh CBOM LEHHOCTHO-TUYHOCTHBIH, Ty-
XOBHBIM MOTEHIMAN, CPOPMUPOBATh KaueCTBa MATPUOTA U TpakAaHUHA, TOTOBOIO K
AKTUBHOMY  Yy4YacTHIO B 3KOHOMHYECKOW, MPOM3BOACTBEHHOM, _‘COLMAIBHO-

KyJIbTYPHOI U OOIIECTBEHHOM KU3HU CTPAHBI.



1. TEOPETUYECKHWM PA3EJ

CULTURAL COMPETENCE IS THE KEY TO EFFECTIVE INTER-
CULTURAL COMMUNICATION

The world today is characterized by an ever-growing number of contacts re-
sulting in communication between people of different linguistic'and cultural back-
grounds. This communication takes place not only because of contacts within the are-
as of business, military cooperation, science, education, mass media, entertainment,
tourism but also because of immigration brought about by labor shortage or political
conflicts. In all these contacts, there is communication, which needs to be as con-
structive as possible, without misunderstandings and breakdowns.

Effective communication with people of. different cultures is especially chal-
lenging because the number of barriers to communication is so numerous. Cultures
provide people with ways of thinking, ways of seeing, hearing, and interpreting the
world. Thus the same words can mean different things to people from different cul-
tures, even when they talk the same language. When the languages are different, and
translation has to be used to communicate, the potential for misunderstandings in-
creases. There are three ways in which culture interferes with effective cross-cultural
understanding.

First of the most common barriers to communication are cognitive constraints.
Cognitive constraints are the ways people view the world based on their culture. For
example, people in the United States might be inclined to feel superior to many cul-
tures because of the power and prevalence of U.S. culture since World War 1l. This
might lead people to become angry if somebody questions this superiority. However,
cognitive constraints can also be based on religion, the area in which you live, the
school you went to, or even the books you have read. Basically, cognitive constraints
are created by the way people’s minds give meaning to the world around them based
on the knowledge and perceptions they have obtained. Cognitive constraints differ
from culture to culture.

Second are behavior constraints. Each culture has its own rules about proper



behavior which affect verbal and non-verbal communication. Whether one looks the
other person in the eye or not; whether one says what one means overtly or talks
around the issue; how close people stand to each other when they are talking — all of
these and many more are rules of politeness which differ from culture to culture. In
the United States, eye contact should be sporadic and people should stand at least
three feet apart. In Europe, eye contact is considered close to staring, and closeness
can be defined by inches. It can also be as complex as how much information one
gives another while talking.

Third are emotional constraints. Different cultures regulate the display of emo-
tion differently. Some cultures get very emotional*when they are debating an issue.
They yell, they cry, they exhibit their anger, fear, frustration, and other feelings open-
ly. Other cultures try to keep their emotions hidden, exhibiting or sharing only the
“rational” or factual aspects of the situation: Each culture has rules that tell us how
emotional we can be in a situation. The Italians are generally open about their emo-
tions, with hugs and kisses alternating between angry shouting and gesturing. British
people, however, are more reserved and keep their emotions close at hand. This can
cause problems when these approaches meet. The British may think that the Italians
are rude in their emotional wildness, while the Italians may see the British as uptight.
This varies in approach between each culture.

All of these differences tend to lead to communication problems. If the people
involved are not aware of the potential for such problems, they are even more likely
to fall victim to them, although it takes more than awareness to overcome these prob-
lems and communicate effectively across cultures. Cultural approach to foreign lan-
guage teaching gives an interpreter or translator knowledge and skills of foreseeing
and overcoming these cultural barriers.

People from different cultures encode and decode messages differently, in-
creasing the chances of misunderstanding, so the safety-first approach to recognizing
cultural differences should be to assume that everyone’s thoughts and actions are dif-
ferent to ours. Even when two people think they can speak each other’s language, the

chance of error is high. Usages and contextual inferences may be completely different

7



between cultures. Some cultural characteristics will be easy to identify, e.g. whether
people are conscious of status or make displays of material wealth. But many rights
are assumed, values are implied, and needs are unspoken. No matter who you are or
where you live, no matter what nation or culture you come from, you will need to
recognize one very important truth when you communicate with people in other
countries. They — although they may dress like you, speak your language, or even
work for the same company — are not “just like you”. You will deal with people that
have very different histories, languages, and behaviors. They will. have a different
sense of time, and a different sense of humor. In a word, they will have different cul-
tures.

Cross-cultural communication (also frequently .referred to as intercultural
communication) is a field of study that looks at how people from different cultural
backgrounds endeavor to communicate. Cross-cultural communication, as many
scholarly fields, is a combination of many other areas. These include cultural anthro-
pology, cultural studies, psychology and communication.

As a science, cross-cultural communication was born in the 1950s when a fa-
mous American anthropologist, Edward.T. Hall, the founding father of cross-cultural
communication, who taught intercultural communication skills to American diplo-
mats and businessmen, developed the concepts of high-context and low-context cul-
tures. As a scientific discipline, intercultural communication is in a stage of formation
and differs by the two features: applied character (the purpose being to simplify
communication between.representatives of various cultures and to decrease the pos-
sibility of misinterpretation) and interdisciplinary character.

Cultural approach to foreign language learning is very topical at the moment. It
Is very important-alongside with a foreign language learning to study the culture and
cultural behavior of another cultural group, its vision of the world, the habits, cus-
toms, peculiarities of verbal and non-verbal communication, how and why these peo-
ple identify themselves, their religious views, etc. Research in the field of intercultur-
al communication has recently become increasingly important in connection with the

processes of globalization and intensive migration.

8



Successful intercultural communication is very difficult to achieve, as it in-
volves a great number of factors, e.g. language (verbal communication), body gesture
(non-verbal communication), knowledge of values, traditions, patterns of social be-
havior, ways of living, the use of time, space and silence, etc., which differ from cul-
ture to culture.

We all would like to find a magic pill for crossing cultures easily, the “right”
answer, a simple list of dos and don’ts. But crossing cultures is a dynamic, complex
process, where context is everything. A list of behaviors can only take you so far, for
what is a “do” in one set of circumstances might very well be'a “don’t” in another.
Cross-cultural communication training will help you to understand the values and be-
liefs behind behavior, and, ultimately, how people from other cultures think. Cross-
cultural training involves not only learning about the new culture, but comparing it to
your own and understanding your own culture more deeply. In cross-cultural training,
the goal is learning about yourself and others. Just as you want to learn another lan-
guage so that you can communicate with people from other cultures and understand
their world, you also will want to learn thesilent language of cultures — your own and
that of other cultures. The goal in cross-cultural training is to increase your under-
standing, to give you a powerful set of skills, a framework to make sense of whatever
you do and experience.

When you are learning another culture, the awareness of it tends to progress
through a series of levels. At the beginning of your familiarization with another cul-
ture you are in the state.of unconscious incompetence. This has also been called the
state of blissful ignorance. At this stage, you are unaware of cultural differences. It
does not occur to you that you may be making cultural mistakes or that you may be
misinterpreting much of the behavior. Progress in your learning puts you to the next
stage which is called conscious incompetence. You now realize that differences exist
between the way you and people from other cultures behave, though you understand
very little about what these differences are, how numerous they might be, or how
deep they might go. You know there’s a problem here, but you’re not sure about its

size. When you are at the stage of conscious competence you know that cultural dif-
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ferences exist, you know what some of these differences are and you try to adjust
your own behavior accordingly. And the final stage is unconscious competence. You
no longer have to think about what you’re doing in order to do the right thing. Cultur-
ally appropriate behavior is now second nature for you; you can trust your instincts
because they have been reconditioned by the new culture. It takes little effort now for
you to be culturally sensitive.

What stages of professional development must an expert in.intercultural com-
munication undergo, what features is he or she to possess, which terms are used in
cross-cultural communication?

Cross-cultural sensitivity simply refers to the basic ability of people to recog-
nize incidences or situations that are open to misunderstanding due to cultural differ-
ences. This stage is equivalent to conscious incompetence.

Cross-cultural awareness refers to a surface level familiarization with cultural
characteristics, values, beliefs and behaviors.

Cross-cultural understanding develops from cross-cultural awareness as the
learner understands and appreciates a culture deeply. This may also be accompanied
by changes within the learner’s behavior.and attitudes such as a greater flexibility and
openness.

Cross-cultural knowledge is a natural by-product of understanding and refers to
an ability to read into situations, contexts and behaviors that are culturally rooted and
be able to react to them appropriately on the base of your knowledge. That stage may
be called conscious.competence.

Cross-cultural competence is and should be the aim of all those dealing with
multicultural clients, customers or colleagues. Competence is the final stage of cross-
cultural development and signifies the person’s ability to work effectively across cul-
tures. ‘Cross-cultural competence is more than knowledge. It is the awareness and
sensitivity that comes from the assimilation, integration and transformation of all the
skills and information acquired through the studies and applying them to create cul-
tural synergy. Cultural competence comprises four components: (a) awareness of

one’s own cultural identity, (b) attitude towards cultural differences, (c) knowledge of
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different cultural practices and world views, and (d) cross-cultural skills. Developing
cultural competence results in an ability to understand, communicate with, and effec-
tively interact with people across cultures. This stage of professional development
corresponds to unconscious competence.

What are the professional skills of a cross-cultural person? Let’s start with em-
pathic listening. Although emphasis usually is on being a competent speaker, listen-
ing is a key skill. For cross-cultural communication, attentive listening is critical to be
able to understand meanings.

Listening and speaking must work in tandem for effective cross-cultural com-
munication. Speaking well is not about accent, use of grammar and vocabulary or
having the gift of the gab. Rather, cross-cultural communication is enhanced through
positive speech such as encouragement, affirmation, recognition and phrasing re-
quests clearly or expressing opinions sensitively.

Observation. Large amounts of cross-cultural information can be read in peo-
ple’s dress, body language, interaction and behavior. We must be aware of differ-
ences with our own culture and try to understand the roots of behaviors.

People have been created differently and we need to recognize and understand
that sometimes cross-cultural differences are annoying and frustrating. In these situa-
tions patience and tolerance are definitely a virtue. Through patience respect is won
and cross-cultural understanding is enhanced.

The most important attitudinal factor for effective communication — empathy —
cannot be over-emphasized. Empathy is the projection of your psychology into
someone else’s psychology to understand that person better: it is putting yourself in
the other person’s position; “putting yourself in someone else’s shoes”; attempting to
see and understand the world as he or she understands it. Through empathy we antic-
ipate that person’s understanding of a message and what the reaction might be and so
we can plan-and tune communication with that person more effectively. For too many
of us our first reaction to most statements is an immediate judgment or evaluation ra-
ther than an understanding of it. We do this because we fear change. We are secure

and comfortable in the way we are and avoid personal exposure that might thrust up-
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on us the need for change. However, by practicing empathy a whole new world of
shared understanding and learning unfolds before us. When practicing empathy, we
vicariously experience the whole world through the minds and backgrounds of others.

The following four-step approach should be utilized in developing conscious
empathetic behavior:

1. Understand the message and the sender (from his or her viewpoint and
background) within the context of the message.

2. Evaluate the message. Ask yourself: is it descriptive, logical, factual, proven
or historical?

3. Do you agree with or like the message? If not, why?

4. How does the message and your reaction-to it-affect your surroundings and
your future behavior — both in your thoughts and. in youractions?

Flexibility, adaptability and open-mindedness are the routes to successful
cross-cultural communication. Understanding, embracing and addressing cross-
cultural differences leads to the breaking of cultural barriers and to better lines of
communication, mutual trust and creative thinking.

The basis for a successful intercultural communication is emotional compe-
tence and intercultural sensitivity. A person is cross-culturally competent when he or
she can capture and understand interactions with people from foreign cultures along
with their specific concepts in perception, thinking, feeling and acting. Cultures can
be different not only ‘between continents or nations, but also within the same compa-
ny or even family: Every human being has their own history, their own life and there-
fore also their own culture (geographical, ethnical, moral, ethical, religious, political
and historical) and respectively their cultural affiliation or cultural identity.

Experts .in the field of cross-cultural communication are in great demand.
Cross-cultural communication aims to minimize the negative impact of cross-cultural
differences through building common frameworks for people of different cultures to
interact within. In business, cross-cultural solutions are applied in areas such as HR,
team building, foreign trade, negotiations and website design.

ASPECTS OF CULTURE
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Anthropologists and other social scientists define human culture as learned be-
havior acquired by individuals as members of a social group. The concept of culture
was first explicitly defined in 1871 by the British anthropologist Edward B. Tylor. He
used the term to refer to “that complex whole which includes knowledge, belief, art,
morals, law, custom, and any other capabilities and habits acquired by man as a
member of society.” Since then, anthropologists have offered numerous refinements
and variations on this definition, but all have agreed that culture-is learned behavior
in contrast to genetically endowed behavior.

Each human society has a body of norms. governing behavior and other
knowledge to which an individual is socialized, or acculturated, beginning at birth.
Culture in this sense is different from the concept of culture used to describe a highly
cultured person who is versed in music, literature, philosophy, and other intellectual
pursuits associated with civilized life.

Culture refers to:

1. Human environment. Culture has been created by humans; it is part of a
human-made environment that holds human groups together.

2. Social heritage and traditions. Culture refers to the history of a nation, re-
gion, or group of people, and its traditions, customs, art crafts, architecture, music,
and painting.

3. Way of life..Culture is a way of life of a group of people or an entire socie-
ty; it shows how to live and what standards and criteria to use to decide what to do in
life and how to do things.

4. Behavior. Culture is about human behavior; it influences human behavior
and shows how people should behave. It determines the patterns of behavior associat-
ed with particular groups of people, and the conditions and circumstances under
which various behaviors occur. Culture also helps to interpret, understand, and pre-
dict others’ behavior. People’s behavior depends upon the culture in which they have

been raised. Culture is the foundation of human behavior.
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5. Rules of social life. Culture represents a set of rules that gives direction
concerning how human beings should behave in their lives. These rules also allow for
a better understanding of others’ behavior and predicting how others will behave and
why. These rules need to be followed to maintain harmony and order in a society.

6. Dress and appearance. Culture dictates how people should dress. It deter-
mines what clothing people wear for a business or casual meeting; as wellas at home.
To be socially accepted, people dress appropriately for the occasion. Cultural customs
and traditions determine the dress code and color, the length of hair,.the jewelry to be
worn, and the amount of makeup to be used. Some cultures accept jeans by youth and
elders (e.g. the United States), others favor traditional dress.(e.g. Japanese kimono or
the sarong in Southeast Asia). Culture determines a sense of aesthetics.

7. Food and eating habits. Culture determines how food is prepared, cooked,
presented, and consumed. For example, in some cultures people eat beef (e.g. in the
United States), while in others beef is forbidden (e.g. India). In some cultures people
use forks and knives to eat (e.g. Europeans), while in others, people use chopsticks
(e.g. Chinese), or their hands (e.g./Indians). Culture determines table manners. For
example, one can distinguish between the Europeans and the Americans by observing
how they hold forks and knives at the dinner table.

8. Sense of self. Culture gives people a sense of identity and self-esteem. Cul-
ture provides meanings and directions, and shows people where they belong. Culture
also provides answers to those who feel lost due to globalization, industrialization,
urbanization, new technelogy, and rapid economic development.

9. Relationships. Culture impacts personal relationships, businesses, corpora-
tions, and government. Culture indicates how people should behave in a group, relate
to each other, and treat others, for example, friends, elders, teachers, supervisors, mi-
norities, and special-needs groups. For example, in some cultures, elders are honored,
respected, and allocated the best rooms in the house (e.g. Korea). In other cultures, it
Is common to send elders to special-care facilities (e.g. the United States). Culture in-
fluences attitudes towards genders, gender roles and responsibilities, marriage, social

relationships, and work. The concept of culture can explain various systems of a soci-
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ety, such as social, political, economic, financial, educational, kinship, religious,
health, and recreational systems.

10. Values and norms. Culture dictates the priorities people should attach to
certain values; it indicates what should be the most important and least important val-
ue. In some cultures, individuals are concerned with work, personal achievement, and
material things (e.g. the United States), whereas in other cultures, people are expected
to share, obey, and be concerned about others (e.g. Asia). Culture helps to reaffirm
values, cope with difficulties, and find solutions to problems. Culture includes
systems of values, and values create culture.

11. Beliefs and attitudes. Culture defines people’s beliefs, views, opinions, per-
ceptions, and attitudes towards themselves, others,.and the world. Culture determines
religious practices, beliefs in life and death, and.the difference between good and bad.

12. Ways of thinking and doing things. Culture is a socially acquired way of
thinking, feeling, and doing things. Culture isthe means through which human beings
communicate their thoughts and values‘and fulfill their needs.

13. Work and leisure habits. Culture-determines attitude towards work, work
habits and practices, accomplishments, assessments, promotions, incentives, respon-
sibilities, work ethic, worthiness of.activity, loyalty to employer, commitment to
quality of work and service,-and ways of making decisions. In some cultures, people
“live to work” (e.g. the United States), in others, people “work to live” (e.g. France).
Culture also determines attitudes towards leisure, travel habits, frequency and sea-
sonality of travel, preferred modes of travel and accommodation, sources of infor-
mation used, spending patterns, length of stay, and destination selection. For exam-
ple, tourists from the United States and Europe like to travel independently, whereas
tourists from Asia prefer to travel in groups.

14. Time. Culture determines attitude towards time. In some cultures, punctual-
ity and promptness are expected (e.g. Germany). In others, people do not bother
about time; instead, they manage their life by sunrise and sunset, and by winter,
spring, summer, or fall. For example, in India or Latin America, being late for ap-

pointments and not adhering to time schedules is acceptable.
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15. Cognitive knowledge. Culture is a system of cognitive knowledge, classifi-
cations, and categories existing in the minds of people and shaped by the human
brain. Culture is often described as “the collective programming of the mind, which
distinguishes the members of one group or category of people from another”. For ex-
ample, rules for human behavior are created by a culturally-patterned mind.

16. Mental process and learning. Culture is about how people organize and
process information, how they learn and adapt to the surrounding environment, and
how they suffer the consequences of not learning certain information and not adapt-
ing to new circumstances. For example, some cultures favor straightforwardness, log-
ic, cognition, and intellectual skills (e.g. Germany), others stress circular logic, con-
ceptualization, abstract thinking, and emotional communication (e.g. Japan).

17. Information and communication. Culture is information, and information is
communication. Thus, culture is a communication system. It uses verbal and non-
verbal cues that distinguish one group from another. Language is a guide to commu-
nication and culture. Language helps to transmit people’s values, beliefs, perceptions,
and norms. It facilitates the development of attitudes and perceptions of the world.
Differences in languages and verbal cues create different ways of expressing beliefs,
values, and perceptions. Non-verbal cues, such as gestures or body language, also dif-
fer by culture. For example;.in seme cultures, interruptions in discussions are com-
mon (e.g. Brazil), in others, they are regarded as rude (e.g. Japan). So, different cul-
tures have different communication systems. In some societies, people speak several
major languages (e.g. in-Switzerland people speak German, Italian, and French).
Within one language group there may be various dialects, slang, jargons, or accents.
People who speak the same language with the same accent or jargon distinguish
themselves from others.

18. Symbols and meanings. Culture is a system of symbols, meanings, ideas,
and emotions that influence people’s experiences. Members of the same culture rely
on the same symbols (e.g. letters, signs) to frame their thoughts, expressions, and
emotions (e.g. joy, sorrow). Symbols help people communicate, develop attitudes to-

wards life and others, and understand socially accepted behavior. Symbols make cul-
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ture possible and readable. Although meanings cannot be observed and measured,
they can help to understand others’ behavior. For example, in some cultures patting a
child on the head is unacceptable because the head is considered to be the center of
intellectual power (e.g. Malaysia), while in other cultures head patting is acceptable.
In Poland, for example, patting a child on the head is considered to be a caring and
protective gesture.

19. Perceptions. Culture is a way of perceiving the environment. It is “the sum
of people’s perceptions of themselves and of the world”. The similarity in people’s
perceptions indicates the existence of similar cultures and the sharing and understand-
ing of meanings.

20. Differences and similarities between people. Culture is about differences
and similarities between people. It is often referred to as differences between groups
of people who do things differently and perceive the world differently. These differ-
ences indicate the existence of different cultures. It is important to understand how
cultural differences affect human perceptions of the world.

First of all, we are to consider some-of the key processes and concepts embod-
ied in the word “culture”. Before you look at any culture in particular, it is helpful to
understand what culture is in general.and how it works. The central focus here is on
the relationship between culture in the abstract — the underlying values and assump-
tions of a society — and culture in the flesh — the specific behaviors that derive from
those values. It is important to understand that what people do and say in a particular
culture are not arbitrary.and spontaneous, but are consistent with what people in that
culture value and believe in. By knowing people’s values and beliefs, you can come
to expect and predict their behavior. So, for example, why do the English queue for
everything? This relates to their approach to fairness, justice, order, and rights. The
rationale behind the queue is that those that get there first should by rights be served
first or get on the bus first. Many other cultures simply do not queue in this manner as
it is not part of their cultural programing.

Many people question what culture is. How can it be defined? What analogies

can be used to describe it? In intercultural training one of the questions that is often
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asked of participants is to think what culture means to them. What picture can they
draw to describe it? Whether they draw a tree, a plate of food or a tapestry, they are
all valid as culture means different things to different people.

There is one model or analogy of culture that sums up the concept best: that is
the iceberg. The iceberg perhaps lends itself best to this as it graphically demonstrates
the idea of having both a visible and invisible structure. Furthermore, the fate of the
Titanic, whose crew failed to appreciate the true size of the unseen part of the ice-
berg, adds another dimension in illustrating to people within intercultural training
what can happen when this is ignored.

The iceberg, as mentioned above, has the visible tip. These are the areas of cul-
ture that we can see manifest in the physical sense. In‘addition, more often than not
these are the elements that we come into contact with first when diving into a new
country or culture. Such “visible” elements include things such as music, dress,
dance, architecture, language, food, gestures, greetings, behaviors, devotional prac-
tices, art and more. In addition, it can also relate to behaviors such as seeing people
ignoring red traffic lights, spitting on the floor, smoking in public or queuing for a
bus. All, depending on your own culture, may come across as weird, strange, rude,
ignorant or simply silly. None of the visible elements can ever make real sense with-
out understanding the drivers behind them; and these are hidden on the bottom side of
the iceberg, the invisible side. It is these invisible elements that are the underlying
causes of what is manifested on the visible side. For example, religious beliefs influ-
ence holiday customs, painting, music, and styles of dress; notions of modesty, influ-
ence styles of dress; concept of self could influence rules of social etiquette; etc. So,
when thinking about culture, the bottom side of the iceberg will include things such
as religious beliefs and philosophies, worldviews, rules of relationships, approach to
the family, motivations, tolerance for change, attitudes to rules, communication
styles, modes of thinking, the difference between public and private, gender differ-
ences and more.

It is for the reasons of clarity that the iceberg model has become so popular. It

perfectly demonstrates the idea of an unseen world manifesting itself in many differ-
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ent ways in the visible world. In cross-cultural communication it is very important to
have the ability to see the visible elements of culture, to recognize them and to corre-
late them with the drivers hidden on the invisible part of the iceberg which we call
culture.

Culture shapes individual human behavior by identifying appropriate and inap-
propriate forms of human interaction. Individuals learn culture in"the course of eve-
ryday living by interacting with those around them; in other words, they become so-
cialized. The learning starts at an early age and generally stays with the people for the
rest of their lives. In turn, they transmit culture to others, particularly to their off-
spring, through direct instruction and through behaviors they consciously and uncon-
sciously encourage and discourage.

When interculturalists use the word culture they do not just mean universal,
civilization, race, national and regional cultures, but the whole range of different
types of culture. These may include:

- corporate culture (for example, the culture of Microsoft);

- professional culture (for example, the culture of lawyers or doctors);

- gender culture (the different cultures of men and women);

- age culture (the different cultures of young, middle-aged, and old people);

- religious culture (for example, Catholicism, Protestantism, Islam);

- class culture (working class, middle class, and upper class);

- individual culture (an individual’s value system, beliefs, ideas, expectations,
actions, attitudes).

A country’s culture is defined by its value system and norms. In turn, the value
systems and norms_.of a country are influenced by such factors as social structure, re-
ligion, language; education, political philosophy, and economic philosophy. Coun-
tries and people differ from each other because of these factors.

Culture is learned rather than genetically inherited. This means that each of us
is capable of learning more than one culture, although — as with language — we are
usually most fluent and comfortable with the culture in which we grow up.

Culture is shared by members of a group. It is true that each of us is unique and
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capable of individual thoughts, behaviors, and utterances. It is also true that societal
knowledge is not shared equally among all members; individuals have varying levels
of familiarity and expertise with different aspects of their own culture. Even so, what
we say and do must conform to some set of underlying linguistic and cultural rules
that makes us comprehensible to other members of our society. Otherwise, this be-
havior is not cultural.

Culture is dynamic rather than static. During most of history, conquests and
trade contacts have caused the mixing of new ideas and artifacts among human cul-
tures. Today, few groups remain sufficiently isolated from the global networks of in-
formation and artifact exchange to possess a culturethat has remained essentially un-
changed over the last fifty years.

Culture is a systemic whole and should not to be broken into high and low cul-
ture.

How do people acquire their culture? How do they learn all the behaviors that
are regarded as right and wrong in their society? This process, known as cultural con-
ditioning, goes on in all cultures, but the specific behaviors that people acquire, the
precise content of their conditioning, varies considerably from group to group. Keep
in mind also that people learning behaviors through this process are automatically
learning and internalizing the values and beliefs behind those behaviors. When you
understand how this process warks, you can then understand how two people from
different cultures can behave in radically different ways and both be completely con-
vinced they are right. While conditioning occurs mostly in early childhood, adults
continue to be conditioned as they acquire new behaviors throughout their life.

Interaction only within one’s own culture produces a number of obvious bene-
fits: your culture provides predictability and reduces the threat of the unknown. Inter-
cultural. communication, by definition, means that people are interacting with at least
one culturally different person. Consequently, the sense of security, comfort, and pre-
dictability that characterizes communication with culturally similar people is lost.
The greater the degree of cultural diversity, the greater the loss of predictability and

certainty. Assurances about the accuracy of interpretations of verbal and nonverbal
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messages are lost.

The old saying “When in Rome, do as the Romans do” is very accurate and
clearly places the responsibility for change on the newcomer. Sometimes it is difficult
for people to change their behaviors to match the cultural patterns that contradict their
own beliefs and values. Many European women may find it difficult to respond posi-
tively to Saudi Arabian cultural practices that require women to wear veilsin public.

What characteristics, attitudes, and knowledge allow individuals to respond
more functionally to the uncertainty, unpredictability, ambiguity, curiosity, novelty?
They are knowledge, experience, maturity, culture, tolerance, intelligence and, of
course, foreign languages.

All human beings are, to some extent, ethnocentric. Anthropologists generally
define ethnocentrism as the view held by members of a particular culture that the val-
ues and ways of one’s own group are superior to others, and that all other cultures are
judged inferior with reference to this view. Ethnocentrism rests upon the assumption
that the world view of one’s own culture is central to all reality. An ethnocentric per-
son expects everyone to think and behave like him, that his or her culture is the best,
superior to all others. Ethnocentrism and the assumption of the “centrality” of one’s
own culture lies at the root of racism;.negative evaluations of dissimilar cultures, and
the construction of in-group/out-group distinctions. Cross- culturally competent per-

sons should adhere to the position of polycentrism.

HOFSTEDE'S CULTURAL DIMENSIONS THEORY

For those who study cross-cultural communication or who work in internation-
al business, it is'sometimes amazing to discover how differently people in other cul-
tures behave. We tend to have a human instinct "deep inside" that all people are the
same = but they are not. Therefore, if we go into another country and make decisions
based on how we operate in our own home country — the chances are we will make
some very bad decisions. The question is, "How can | come to understand these cul-
tural differences?" Fortunately, a psychologist named Dr. Geert Hofstede asked him-

self this question in the 1970s. What emerged after a decade of research and thou-
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sands of interviews is a model of cultural dimensions that has become an internation-
ally recognized standard. With access to people working for the same organization in
over 40 countries of the world, Hofstede collected cultural data and analyzed his find-
ings. He initially identified four distinct cultural dimensions that served to distinguish
one culture from another. Later he added the fifth dimension and that is how the
model stands today. He scored each country using a scale of roughly 0to 100 for
each dimension. The higher the score, the more that dimension.is exhibited in society.
Geert Hofstede's research gives us insights into other cultures so that we can be more
effective when interacting with people in other countries. If understood and applied
properly, this information should reduce your level of frustration, anxiety, and con-
cern during a cross-cultural contact. But most important, Geert Hofstede will give
you the 'edge of understanding' which translates:.to more successful results.

The Hofstede Model of Cultural Dimensions can be of great use when it comes
to analyzing a country's culture. There are however a few things one has to keep in
mind. Firstly, the averages of a country do not relate to individuals of that country.
Even though this model has proven to be quite often correct when applied to the gen-
eral population, one must be aware that.not all individuals or even regions with sub-
cultures fit into the mould. It is to be.used as a guide to understanding the difference
in culture between countries, not'as law set in stone. As always, there are exceptions
to the rule. Secondly, how accurate is the data? The data has been collected through
questionnaires, which have their own limitations. Not only that, but in some cultures
the context of the 'question asked is as important as its content. Especially in group-
oriented cultures, individuals might tend to answer questions as if they were ad-
dressed to the group he or she belongs to. While on the other hand in the United
States, which is an individualistic culture, the answers will most likely be answered
and perceived through the eyes of that individual. Lastly, is the data up to date? How
much does the culture of a country change over time, either by internal or external
influences?

From cross-cultural point of view we are interested in some specific features of

cultures that shape patterns of behavior and communication, views and attitudes.
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Power Distance

According to Hofstede, the power distance index shows the extent to which
people perceive inequality as normal in a society, institution or organization. Power
distance describes also the extent to which employees accept that superiors have
more power than they have.

Low power distance is egalitarian and is the norm in such countries‘as the USA,
Britain, Austria, Israel, Denmark, New Zealand and the Scandinavian countries. In
these countries people expect and accept power relations that are more consultative or
democratic. People relate to one another more as equals regardless of formal posi-
tions. Subordinates are more comfortable with their'superiors and demand the right to
contribute to and criticize the decision making processes. of those in power. Subordi-
nates are more likely to challenge bosses and bosses tend to use a consultative man-
agement style. People of this culture believe'in equality in social, political, and eco-
nomic affairs and that everyone should have access to power. Individuals are ex-
pected to disagree openly or even to confront a friend, partner or supervisor assertive-
ly. People who live in countries with the low power distance culture are used to equal
rights for all people. They are more open to contacts, have their own opinion and are
not scared to speak out. They are used.to group decision making and are more modest,
tolerable and democratic. ~In low. power distance cultures, there is a certain distrust
for authority; it's seen as a Kind of necessary evil that should be limited as much as
possible. Students are expected to demonstrate their knowledge and command of the
subject, participate.in discussions with the teacher and even challenge the teacher.
Low power distance cultures rely less on symbols of power, and less of a problem is
created if you fail to use a respectful title. But even in low power distance cultures
you may.create problem if, for example, you call a medical doctor, police captain,
military officer or professor Ms or Mr.

In High power distance countries (e.g. Japan, China, Asian countries, Mexico,
Egypt, India, Arab countries, the majority of Eastern European countries), the less
powerful accept power relationships that are more autocratic and paternalistic. Sub-

ordinates acknowledge the power of others simply based on where they are situated
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in certain formal, hierarchical positions. People think that a system of hierarchy is
necessary for the existence of a society. It suggests that a society's level of inequality
Is endorsed by the followers as much as by the leaders. So we can say that the Power
Distance Index does not reflect an objective difference in power distribution but ra-
ther the way people perceive power differences. Superiors and subordinates consider
themselves different; we can see centralization of power, importance of ‘status, rank
and protocol. Subordinates are excluded from decision-making. Power.is concentrat-
ed in the hands of a few and there is a great difference in the power held by these
people and that held by the ordinary citizen. In high power distance cultures, direct
confrontation and assertiveness may be viewed negatively, especially if directed at a
superior. People are taught to have great respect for authority; they see authority as
desirable and beneficial and challenges to authority are generally not welcomed. In
high power distance cultures, there're a great power distance between students and
teachers; students are expected to be modest, polite, and totally respectful. High pow-
er distance cultures rely more on symbols of power. For example, titles (Dr., Profes-
sor, Chief, Inspector) are more important-in-high power distance cultures. Failure to
include these in forms of address is a serious breach of etiquette. In Europe, Power
Distance tends to be lower in Northern countries and higher in Southern and Eastern
parts. There seems to be an-admittedly disputable correlation with predominant reli-
gions.

People brought up in high power distance cultures are used to acting and com-
municating in accordance with patterns of behavior which are relevant to the position
they occupy in‘the hierarchy of their own society. Those who occupy the leading po-
sitions expect special attention, respect (sometimes exaggerated). They like formali-
ties and visible signs of their special rule. They are used to making their own personal
decisions and usually do not pay attention to anybody's opinion. They show rigidity
in opinions and suppress differences of opinion. They are bossy and often like to use
the channel of objective communication to send special signals with their expensive
shoes, wrist watches, clothes, cars. They are intolerant to inattentive listening and be-

ing interrupted.
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Those who consider themselves to be subordinates in business or social hierar-
chy are used to showing signs of respect to the bosses. In countries with high power
distance employees are too afraid to express their doubts and disagreements with
their autocratic and paternalistic bosses.

The index of power distance describes the interdependence of relationships in a
country and determines behavior of people and their communication style.

How does this manifest in a culture or country?

In a high power distance cultures the following may be observed:

- Those in authority openly demonstrate their rank;

- Subordinates are not given important work and expect clear guidance from
above;

- Subordinates are expected to take the blame for things going wrong;

- The relationship between boss and subordinate is rarely close/personal;

- Politics is prone to totalitarianism;

- Class divisions within society are accepted.

In a low power distance culture:

- Superiors treat subordinates with respect and do not pull rank;

- Subordinates are entrusted with important assignments;

- Blame is either shared-or very often accepted by the superior due to it being
their responsibility to manage;

- Managers may often socialize with subordinates;

- Liberal democracies are the norm;

- Societies lean more towards egalitarianism.

How Does the Power Distance Orientation Affect Communication?

High power distance people tend to use formal, hierarchical communication.
That is, they go through channels with suggestions and problems. Rank affects to
whom they talk. Information may not be offered except in formal settings. Some high
power distance people may be reluctant to go to the leader for additional guidance.
Subordinates may fail to provide critical information to leaders, believing it is the

leader's responsibility to make decisions (Helmreich, 2000). Or they may fail to chal-
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lenge a leader's decision, even if it could result in catastrophic consequences. They
prefer more traditional approaches to dealing with obstacles. Riedel and Karrasch
(2002) report that one cause of communication problems cited by multinational team
members was the reluctance to ask questions when they did not understand, because
in their culture, it is rude to ask questions or because one simply does not question
one's supervisor.

Low power distance people tend to use informal, rather than formal, communi-
cation channels. They tend to be less traditional and seek more innovative answers to
problems. They have a greater need for technology and independent thinking. They
have different value orientations about the appropriateness or importance of status
differences and social hierarchies than high power distance cultures. They are less
traditional and more open to innovative answers to problems. They feel more com-
fortable challenging the decisions of the power holders. Low power distance cultures
defend and assert their personal rights more than members of high power distance
cultures.

Individualism vs. Collectivism

Individualism is contrasted with collectivism, and refers to the extent to which
people are expected to stand up for themselves and to choose their own affiliations, or
alternatively act predominantly as a member of a life-long group or organization.
This aspect of culture refers to the extent to which the individual's goals and desires
or the group's goals and desires are given greater importance. Individual and collec-
tive tendencies are not mutually exclusive; it is not "all or nothing" but rather a matter
of emphasis.

On the collectivist side, we find societies in which people from birth onwards
are integrated into strong, cohesive in-groups, often extended families (with uncles,
aunts and grandparents) which continue protecting them in exchange for unquestion-
ing loyalty. Distinctions between in-group members and out-group members are ex-
tremely important in collectivist cultures. In collectivistic cultures children are taught
"You belong. You belong to a family, to a tribe, to a village. Your actions reflect on

the whole group. You must behave in a way that brings honor not shame to the family
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name. We all take care of each other. No one stands alone."” There is a group mentali-
ty that says "We are a community and must share our food, private lives, homes, and
even opinions, to serve the whole." This translates into a behavior that is inclusive,
not independent.

The word "collectivism" in this sense has no political meaning: it.refers to the
group, not to the state. Chinese, Latin American, African, Arabic, Slavonic, Indone-
sian, Portuguese, Japanese cultures rank among the most collectivist in this category.
Their cultures stress cooperation, conflict avoidance, solidarity, loyalty and group de-
cision-making. Collectivistic cultures put great emphasis on groups and think more in
terms of "we" rather than "I". Harmony and loyalty within a company is very im-
portant and should always be maintained and confrontation should be avoided. In
China it is out of the question to disagree with someone's opinion in public. One will
do that in a more private and personal atmosphere to protect a person from the "loss
of face". In collectivistic cultures a direct confrontation will be always avoided. Ex-
pressions or phrases are used which describe a disagreement or negative statement
instead of saying no. Saying no would mean destroying the harmony in the group.
The relationship between employer and. employee or business partners is based on
trust and harmony and a deep understanding of moral values. The wealth of the com-
pany is more important than the prosperity of an individual. People brought up in col-
lectivist cultures are not independently minded, the opinion of the group is important,
relations within a group are more important than the results of group's activity, people
show good team-work abilities and the feeling of loyalty to the group is very high.

On the individualist side we find societies in which the ties between individuals
are loose: everyone is expected to look after their immediate family. In individualistic
societies, from.the time children are small, they are taught, "You are an individual.
Learn<to think for yourself." Children from these societies know that they should
have an opinion and be able to defend it. Individuality and independence are affirmed
as good qualities. In the United States, one of the founding values of the country is
that the individual has rights. "I have my rights" is a phrase you will hear an Ameri-

can say when he doesn't feel he is being treated justly. Another aspect of that individ-
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ualism can be: "I will look out for myself - you look out for yourself." In individualis-
tic cultures, which prize a person's distinctive qualities, the in-group versus out-group
distinctions are likely to be less important.

Western countries such as the USA, Great Britain and Australia are the most
individualistic cultures. This type of culture stresses competition; individual goals
take precedence over group affiliates. In individualistic countries people are expected
to look out for themselves. Solidarity is organic (all contribute to a. common goal, but
with little mutual pressure) rather than mechanical. Typical values are personal time,
freedom, and challenge. People in individualistic cultures emphasize their success
and achievements in job or private wealth and aim to achieve more and in particular a
better job position. Especially in the USA the fight about jobs and trying to climb up
in the hierarchy ladder is something very common. In business they try to improve
their connections and to gain more value out.of them, not for establishing a good rela-
tionship but just to be involved in a calculative way. Employees are expected to de-
fend their interests and to promote themselves whenever possible.

For example, Germany can be considered as individualistic with a high score
(89) on the scale of Hofstede compared to a country like Guatemala where they have
strong collectivism (6 on the scale). In Germany people stress personal achievements
and individual rights. Germans expect from each other to fulfill their own needs.
Group work is important, but everybody has the right to their own opinion. In an in-
dividualistic culture such as Germany people tend to have more loose relationships
than the countries with-the collectivistic culture where people have large extended
families. The United States can clearly been seen as individualistic (scoring a 91).
The "American dream" is clearly a representation of this. This is the Americans' hope
for a better quality of life and a higher standard of living than their parents'. This be-
lief is‘that'anyone, regardless of their status can ‘pull themselves up by their boot
straps' and raise themselves from poverty.

Individualism or collectivism may be affected by the philosophy of predomi-

nant religions. Protestant religion teaches individualism, independence, reliance on
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your own will-power, strength of mind, competition. Catholicism and Orthodoxy
preach collectivism, support and assistance.

How does this manifest in a culture or country?

In a country that scores high on the individualism scale the following traits are
common:

- A person's identity revolves around the "I";

- Personal goals and achievement are strived for;

- It is acceptable to pursue individual goals at the expense of others;

- Individualism is encouraged whether it be personality, clothes or music
tastes;

- The right of the individual reign supreme; thus laws to protect choices and
freedom of speech.

In a country that scores low on the individualism scale the following traits are
common:

- "We" is more important that "I";

- Conformity is expected and perceived positively;

- Individual's desires and-aspirations should be curbed if necessary for the
good of the group;

- The rights of the family (or for the common good) are more important;

- Rules provide stability, order, obedience.

How Does the Individualism-Collectivism Orientation Affect Communication?
Gudykunst and Mody (2002) believe that individualism-collectivism is the
most important dimension of cultural variability used to explain differences and simi-
larities in-communication across cultures. In individualistic cultures, individual goals
take precedence over group goals; in collectivistic cultures, group goals take prece-
dence over individual goals. Salas et al. (2004) report that individualists are more
likely to give more weight to dispositional cues while collectivists are more likely to
pay attention to situation and context cues in inferring why something happened. In-

dividualistic cultures emphasize person-based information to interpret others' com-
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munications. Individualists tend to use low-context messages, which are direct, pre-
cise, and clear. Individualist countries include Canada, Australia, England, France,
Ireland, Italy, New Zealand, and the US, among others.

On the other hand, in collectivist cultures, group goals take precedence over
individual goals, tending to be concerned with avoiding hurting someones feelings
and not imposing on others. They emphasize harmony and cooperation within the in-
group and will try to save face for the group and in-group members. They see direct
requests as the least effective way to accomplish goals. Collectivist cultures tend to
be group oriented. They make a clear distinction between in- and out-groups. In mul-
tinational teams or groups, members who are judged as being very dissimilar may be
judged as being in the out-group. This may result in less. interaction and communica-
tion with the out-group members, less information sharing, less value placed on their
contributions, and fewer assignments given to those perceived as out-group members
(Salas et al., 2004). Collectivists focus on the goals of the group and the "we" identity
Is emphasized. They have few in-groups, value tradition and conformity, and have an
interdependent identity. They tend to use high-context messages, which are indirect,
ambiguous, implicit, and dependent on the context. Cultures high in collectivism in-
clude African, Arab, Asian, Latin, and Southern European cultures. Collectivists tend
to impose a large psychological distance between in-group and out-group members,
and in-group members are expected to have unquestioning loyalty to their group. In
conflict situations, members of collectivistic cultures are likely to use avoidance, in-
termediaries, or face-saving techniques. Leaders of collectivist cultures never repri-
mand a person-in front of other group members. They are aware of the importance of
the group and the importance of saving face. Collectivists prefer an indirect or im-
plicit communication style. Implicit language carefully imbues messages within a
more positive tone to decrease the chances of unpleasant encounters, direct confron-
tations, and disagreements. Collectivists are not likely to ask questions. They follow
the saying, "the nail that sticks up gets pounded.” found that collectivist team mem-
bers were less likely to have direct communications with the leader than with other

team members, while the opposite was found for individualistic team members. They
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also found that collectivist team members were more hesitant to provide information,
possibly due to a culture-related hesitancy to speak. When they did speak, it was for
longer time periods than in the case of individualist team members, possibly to save
face when a risk was taken to speak. That is, by speaking longer they were able to
better justify their speaking out. For example, Chinese, Japanese, Koreans, and Indo-
nesians make frequent use of ambiguous words such as maybe, perhaps, and some-
what to avoid confrontation. Members of these cultures tend to avoid negative re-
sponses while communicating with their team in order to preserve.the sense of har-
mony within the group. In collectivist cultures it is vital that one establishes a cordial
interpersonal relationship and maintain it over time:

People in individualistic cultures do not perceive a large psychological distance
between in-group and out-group members. They value self-expression, see speaking
out as a means of resolving problems, and are likely to use confrontational strategies
when dealing with interpersonal problems. For example, North Americans and Ger-
mans prefer directness while Japanese prefer indirectness. Individualistic cultures are
concerned with clarity in conversation and-use direct requests as the best way to ac-
complish goals. They focus the communication on the task rather than on maintaining
relationships. Individualists prefer a.direct or explicit communication style, where
language communicates exactly what is meant in a direct manner, even if the mes-
sage is negative or somewhat harsh. Individualistic group members may inadvertently
offend other members because they did not take time to learn about cultural differ-
ences or because they were so focused on their tasks that they neglected social ameni-
ties.

Collectivists are more attuned to social relationships in communication than on
the task, and individualists may feel that collectivists spend too much time on rela-
tionship building and not enough on the task. The individualist is more likely to give
more weight to dispositional cues, while collectivists are more likely to pay attention
to situation and context cues in inferring causality. In teams, a natural and profitable
strategy is to monitor each other's performance and offer feedback if needed. Howev-

er, members of collectivist cultures may have a difficult time offering feedback, and
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even help, to fellow team members. Collectivists may feel that those they critique
will lose face and thus hesitate to offer feedback, or they may hesitate to give feed-
back because of the conflict that the feedback may create. Collectivists also tend to be
more favorable in their evaluations of their in-group members (Gomez, Kirkman, &
Shapiro, 2000).

One communication dynamic related to the individualism-collectivism dimen-
sion is face saving. Novinger says that saving face is "the value or standing a person
has in the eyes of others... It relates to pride or self respect” (2001). Face includes
status, power, courtesy, insider and outsider relations, and respect. In many cultures,
maintaining face is of great importance. Collectivist cultures use more other-oriented
face saving strategies and other-oriented face approval.enhancement strategies than
individualistic cultures, which use more self-oriented face saving strategies. In Asian
cultures, preservation of the self and the reputation of the family are important
(Leong, Wagner, & Kim, 1995). This leads t0 avoidance of interpersonal risk and
avoidance of direct types of communications, such as challenges, confrontations, in-
terruptions, and direct questions. In the US; people are less concerned with saving
face and more apt to challenge the speaker. In individualism, saving face has to do
with preserving one's own image with others. For collectivists, considerations about
face are with respect to one's own group rather than one's self. Direct confrontation
with others may reflect poorly on one's own group or disturb the overall community
harmony; thus one may prefer to avoid criticism of others. Emphasizing self-face
leads to using dominating/competing conflict styles and substantive conflict resolu-
tion modes. Emphasizing other face leads to using avoiding/obligating conflict styles.
When there‘is conflict, a third party who intervenes between the people involved in
the conflict preserves face since no direct confrontation takes place and the relation-
ship is maintained. Thus, collectivists use relational process-oriented conflict strate-
gies more than individualists.

Masculinity vs. Femininity
This dimension refers to the importance placed on traditionally male or female

values (as understood in most Western cultures). Gender is a social aspect which has
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a great impact on international political, social and business life in many different
ways. Each culture handles gender roles differently.

Masculine cultures value competitiveness, assertiveness, ambition, and the ac-
cumulation of wealth and material possessions. There is strong separation of roles be-
tween men and women. Self-confidence, respect for things which are big, strong, and
fast is normally a masculine trait. People tend to value having a high opportunity for
earnings, getting the recognition they deserve when doing a good job, having an op-
portunity for advancement to a higher-level job, and having_challenging work to do to
derive a sense of accomplishment (Japan, Italy, United Kingdom, Germany, United
States, Mexico). In a highly masculine culture men-are viewed as assertive, oriented
to material success, and strong; women on the other hand are viewed as modest, fo-
cused on the quality of life and tender. Masculine cultures emphasize success and
condition their people to be assertive, ambitious and competitive. Members of mascu-
line cultures are thus more likely to confront conflicts directly and to competitively
fight out any differences. They are more likely to emphasize win-lose conflict strate-
gies. Organizations also can be viewed in‘terms of masculinity of femininity. Mascu-
line organizations emphasize competitiveness and aggressiveness. They focus on the
bottom line and reward their workers.on the basic of their contribution to the organi-
zation. Communication styleis mare aggressive and formal.

Feminine cultures place more value on relationships and quality of life, and
have weak separation of roles between men and women. Dominant characteristics of
culture are female-oriented: nurturing, emotionality, care of the unfortunate, coopera-
tion. People tend to value a good working relationship with their supervisors; work-
ing with people:who cooperate well with one another, living in an area desirable to
themselves and to their families, and having the security that they will be able to
work for their company as long as they want. (Sweden, Norway, Denmark, Nether-
lands, Portugal). The women in feminine countries have the modest, caring values as
do the men. In highly feminine culture, both men and women are encouraged to be
modest, oriented to maintaining the quality of life and tender. Feminine cultures em-

phasize the quality of life and condition their people to be modest and to emphasize
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close interpersonal relationship. Members of feminine cultures are thus more likely to
emphasize compromise and negotiation in resolving conflict; they are more likely to
seek win-win solutions. Communication style is softer and more casual. Not surpris-
ingly, people in feminine cultures score significantly lower on depression levels.
Feminine organizations are less competitive and less aggressive. They are more likely
to emphasize worker satisfaction and reward their workers on the basis of need; those
who have large families, for example, may get better raises than the single people,
even if the singles have contributed more to the organization. Japan.is considered by
Hofstede to be the most masculine culture, Sweden the most feminine.

How is it manifested in a culture or country?

Below are some of the common traits found-in countries that score low on the
masculinity scale:

In life the main priorities are the family, relationships and quality of life;

- Conflicts should ideally be solved through negotiation;

- Men and women should share equal positions in society;

- Professionals "work to live”, meaning longer vacations and flexible working
hours.

Below are some of the.common-traits found in countries that score high on the
masculinity scale:

- Life's priorities are achievement, wealth and expansion;

It is acceptable to settle conflicts through aggressive means;
- Women-and men have different roles in society;
- professionals often "live to work", meaning longer work hours and short va-

cations.

How Does the Masculine-Feminine Orientation Affect Communication?
In masculine cultures there are differentiated gender roles, and power, asser-
tiveness, and performance are valued. Masculine-oriented countries include Austria,

Germany, Italy, Japan, Mexico, New Zealand, Switzerland, and Venezuela.
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In feminine cultures, there are overlapping gender roles, and quality of life,
service, and nurturance are valued. Countries with a feminine orientation include
Denmark, Finland, the Netherlands, Norway, and Sweden. This dimension has major
implications for military multinational teams because of the different roles of women
in cultures differing on this dimension. For example, one female executive from a
feminine culture reported that in her multinational team, her authority was repeatedly
challenged by subordinates from masculine cultures. If she .issued an order, team
members looked to her male peer for confirmation. If she gave information, it was
ignored until a male peer repeated it. In general, she felt powerless and unable to
communicate effectively in the team even though she had a relatively high rank and
experienced acceptance of her authority in her own country's business community
(Riedel & Karrasch, 2002).

How Does Achievement-Relationship Affect Communication?

This dimension refers to the extent to which cultures prefer achievement and
assertiveness as opposed to nurturance and-social support. Japan, Italy, Mexico, the
UK, Germany, and the US tend to believe in achievement as a basis of performance,
whereas Sweden and Portugal tend to be relationship countries.

If leaders or team members are high on achievement and low on relationship,
then they will miss the richness of information sharing provided by the diverse team,
because they will tend to encourage people to focus on the task at hand, rather than
take time to think of different ways of solving the problem. Members may tend to
work in their national chain or with selected team members who can accomplish the
tasks, thus missing the richness of the diverse team setting and resulting in stream-
lined, but content-poor information.

If team members are high on relationship, then they may spend too much time
off-task and either not produce a product on time or produce a product that is incom-
plete. If a leader is high on relationship, he or she will likely have a high level of in-
teraction with team members, which will positively influence team members' confi-

dence, efficacy, and performance. With regard to communication, the team members
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high on relationship may interact more with other members, generating more infor-
mation and better coordination.

If leaders are high on achievement and low on relationship, then they may dis-
regard some team members' contributions if they do not obviously contribute to the
task at hand, ignoring that their contributions may indirectly contribute to the task or
may be relevant to team functions in general. Information and opportunities for
shared situational awareness are lost.

If leaders or team members are high on achievement but low on relationship,
then they may be moving from task to task, without developing a team culture or
team situational awareness.

If leaders or team members are low on relationship, then they may inadvertent-
ly offend another team member because they did not take the time to learn cultural
nuances important to that person. This will inhibit information sharing and coordina-
tion.

Uncertainty Avoidance

This index deals with a society's tolerance for uncertainty and ambiguity. It in-
dicates to what extent a culture programs its members to feel either uncomfortable or
comfortable in unstructured situations. Unstructured situations are novel, unknown,
surprising and different from-usual.

Generally, in communication, we seek to reduce uncertainty. Communication
with strangers involves relatively greater degrees of uncertainty, due to the difficulty
in predicting a stranger's-responses. We experience uncertainty with regard to the
stranger's attitudes, feelings and beliefs. We are also uncertain of how to explain the
stranger's behavior. The increased uncertainty in interactions with strangers is ac-
companied by higher levels of anxiety, as we anticipate a wider array of possible
negative outcomes. We may worry about damage to our self-esteem from feeling
confused and out of control. We may fear the possibility of being incompetent, or be-
ing exploited. We may worry about being perceived negatively by the stranger.

Uncertainty avoiding cultures try to minimize the possibility of such situations

by strict laws and rules, safety and security measures, and on the philosophical and
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religious level by a belief in absolute Truth. People in uncertainty avoiding countries
are also more emotional, and motivated by inner nervous energy. In the high uncer-
tainty avoidance cultures (Greece, Portugal, Guatemala, Uruguay, Japan) people
avoid conflict in communication, seek consensus in conversation, and security
through written rules, regulations, and face saving. Members of these societies are
anxious, aggressive, emotionally restrained and loyal to group decisions. They are of-
ten nationalistic and suspicious toward foreigners.

The opposite type, uncertainty accepting cultures, are more tolerant of opinions
different from what they are used to; they try to have as few rules as possible, and on
the philosophical and religious level they are relativist and allow many currents to
flow side by side. People within these cultures are.more phlegmatic and contempla-
tive, and not expected by their environment to.express emotions. In the low uncer-
tainty avoidance cultures (Singapore, Denmark, Sweden, China, Hong Kong, the
United Kingdom, India, the United States), people tolerate ambiguity and uncertainty
in conversations, talk about new ideas, and need few rules as possible to guide them
in communication. They believe conflicts-and disagreements are natural. They accept
foreigners with different ideas and are optimistic about the future.

In essence this cultural dimension measures a country or culture's preference
for strict laws and regulations over ambiguity and risk. According the Hofstede's
findings Greece is the most risk-averse culture while Singapore the least. Generally
speaking Protestant countries and those with Chinese influences score low. Catholic,
Buddhist and Arabic speaking countries tend to score high in uncertainty avoidance.

Some of‘the common traits found in countries that score high on the uncertain-
ty avoidance scale:

- _The population is not multicultural, i.e. homogenous;

- Risks, even calculated, are avoided in business;

- New ideas and concepts are more difficult to introduce.

Some of the common traits found in countries that score low on the uncertainty
avoidance scale include:

- The population is much more diverse due to waves of immigration;
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- Risk is embraced as part of business;

- Innovation and pushing boundaries is encouraged.

How Does the Uncertainty Avoidance Orientation Affect Communication?

Uncertainty avoidance represents the extent to which "a society feels threatened
by uncertain and ambiguous situations and tries to avoid these situations by providing
greater career stability, establishing more formal rules, not tolerating deviant ideas and
behaviors, and believing in absolute truths and the attainment of expertise” (Hofstede,
1980, p. 45). Low uncertainty avoidance cultures can accept dissent and conflict and see
these as natural and useful. Norms and rules are not as clear cut and rigid as in high un-
certainty. They are willing to change and take risks. Conflict and dissent are seen as nat-
ural and beneficial. Low uncertainty avoidance cultures are characterized by low stress,
acceptance of dissent, high level of risk-taking, and few rituals. Cultures high on uncer-
tainty avoidance include Japan, Mexico, Greece, Chile, France, Belgium, and Argentina.
Cultures low on uncertainty avoidance include Canada, the UK, Denmark, India, Hong
Kong, Sweden, and the US.

In high uncertainty avoidance cultures, situations that deviate from the plan
may be unnoticed or not communicated because these events are threatening to indi-
viduals who have high uncertainty avoidance (llgen, LePine, & Hollenbeck, 1997).
Uncertainty avoidance may have the effect of limiting the recognition of cues that
may call for the team to adapt. If leaders are too high on uncertainty avoidance, task
procedures may become so detailed and structured that team members' ability to think
creatively about a task is stifled. These leaders may excessively control a situation,
limiting dialogue and the development of a shared situational awareness. If team
members-are high on uncertainty avoidance, they may ask for so much guidance and
information that they no longer provide unique contributions to the task. In other
words, the leader might as well have done it him or herself. If leaders are low on un-
certainty avoidance, they may appear to be "shooting from the hip" or may not cover
sufficient details in an operation. They may not give the team members enough in-
formation for them to do their jobs. Rifkind and Harper (1993) found that in high un-
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certainty avoidance cultures, clear instruction, specialized careers, and cooperation
among employees tended to be preferred. One would expect that cultures with high
uncertainty avoidance would tend to ignore information that did not conform to what

they already believed.

Long-Term vs. Short-Term Orientation

Michael Harris Bond and his collaborators subsequently found a fifth dimen-
sion which was initially called Confucian dynamism. Hofstede later.incorporated this
into his framework.

Long or short-term orientation describes a society's “time horizon," or the im-
portance attached to the future versus the past and-present. In long-term oriented so-
cieties, values include persistence (perseverance), ordering relationships by status,
thrift, and having a sense of shame; in short-term oriented societies, values include
normative statements, personal steadiness and stability, fulfilling social obligations,
saving face, respect for tradition, and reciprocation of greetings, favors, and gifts.
China, Japan and the Asian countries score especially high (long-term) here, with

Western nations scoring rather low (short-term).

How Does the Past-Future Time Orientation Affect Communication?

This dimension overlaps somewhat with the monochronic-polychronic dimen-
sion. Monochronic cultures tend to be present- and future-oriented and short-term fo-
cused. Polychronic cultures are past- and long-term oriented.

Past-oriented cultures regard past experiences as most important. The emphasis
here is on tradition and wisdom passed down. These cultures show deference and re-
spect for elders who represent links to the past. British, Chinese, and native American
cultures show past orientation. Tradition is very important.

Present-oriented cultures regard current experiences as the most important.
They emphasize spontaneity and experiencing each moment as fully as possible.

They participate in events because of the immediate pleasure of the activity and be-
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lieve in unseen and unknown outside forces like fate or luck. They might be seen by
past- and future-oriented cultures as self-centered, hedonistic, and inefficient.
Future-oriented cultures believe that the future is the most important. Current
activities are appreciated for their future benefits. Planning ahead and having a
schedule to know what they will be doing in the future is important. Other cultures
find this future orientation and the need to schedule and plan ahead very unreasonable
and hard to deal with. Members of Northern European and American cultures are fu-
ture-oriented, believing that their fate is in their own hands, and that they can control
the consequences of their actions. Past- and present-oriented: cultures see future-
oriented cultures as slaves to efficiency. These orientations can cause miscommunica-
tion because future-oriented cultures see schedules-as firm and important. If a future-
oriented team member says that a task is scheduled to be completed by 5 pm, this
member's assumption is that everyone understands that the task must be completed by
5 pm. Present-oriented members, however, may understand this to mean that the task

Is to be completed by 5 pm if it gets done.

EDWARD T. HALL'S CULTURAL MODEL

Edward T. Hall, a respected anthropologist and one of the founders of intercul-
tural communication study, identified two more dimensions of culture. Understanding
and applying these concepts can help to improve communication skills across cul-
tures. Hall presented a popular cultural framework in which he stated that all cultures
are situated in relation to one another through the styles in which they communicate.
He identified high-context and low-context cultures, where the high and low context
concept is primarily concerned with the way information is communicated and where
context has to do with how much you need to know before you can communicate ef-
fectively. The collectivism vs. individualism dimension was proposed by Geert Hof-
stede, and is suggested as an alternative to the High-Context / Low-Context dimen-
sion. The two dimensions, however, correlate: High-context cultures tend to be col-

lectivistic while low-context cultures tend to be individualistic.
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Low-context cultures tend to be individualistic, where emphasis is put on the
goals and accomplishments of the individual rather than the group. Individuals are
expected to be independent of others and look after themselves and their immediate
family. This culture can be characterized by fragile bonds between people, little sense
of loyalty, tasks are more important than relationships, people blame others for fail-
ures, time is highly organized, result is more important than the process. Personal
values include personal time, freedom, and challenge. These cultures place less em-
phasis on personal relationship and more emphasis on written, explicit explanation,
for example, on written contracts in business. Low-context communication occurs
predominantly through explicit statements in text and speech — the majority of the in-
formation is contained in the words. As such, most of the information must be in the
transmitted message in order to make up for what is missing in the context. To low
context cultures’ members, what is omitted creates ambiguity; this ambiguity is to be
eliminated by explicit and direct communication. For people in these cultures, it is
easy to interpret the reluctance to say no when someone means no as a weakness or
as an unwillingness to confront reality. Cultures, such as Scandinavian, German, and
Swiss, are predominantly low-contextual ones.

High-context transactions are the reverse. High-context cultures are also collec-
tivist cultures. Collectivistic cultures prioritize group welfare over the goals of the in-
dividual. The family's history often has an influence on the way people see an indi-
vidual, whereas personal accomplishments will play a minor role. Individuals in col-
lectivistic cultures tend to-be interdependent with others and will usually have built a
network of deep-rooted relationships and personal, loyal ties. VValues in collectivistic
cultures include- training, physical condition, and the use of skills. These cultures
place great emphasis on personal relationships and oral agreements. Members of
high-context cultures spend lots of time getting to know each other before any im-
portant transactions take place. Because of this prior personal knowledge, a great deal
of information is shared and therefore does not have to be explicitly stated. In this
culture we can see strong people bonds with affiliation to family and community,

high commitment to long-term relationships, relationships are more important than
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tasks, process is more important than the product, people accept the failure personally,
and time is more flexible.

This context involves implying a message through that which is not spoken;
messages include other communication cues such as body language, eye movement,
para-verbal cues, and the use of silence. This type of communication features pre-
programmed information that is in the receiver and in the setting, with only minimal
information in the transmitted message. A high-context culture is one in which much
of the information in communications is contained in the context or.in the person, for
example, information that is shared through previous communication, through as-
sumptions that participants hold about each other, and through shared experiences.
The information is not explicitly stated in the verbal message.

The listener or the interpreter of the message is expected to read "between the
lines" to infer accurately the implicit intent of the verbal message. To the members of
these cultures, what is assumed is a vital part of the communication transaction. In some
instances for example silence is highly valued. People in these cultures are reluctant to
say no for fear of giving offense and causing the person to lose face. For example, it is
necessary to determine when the Japanese executive's yes means yes and when it means
no. People in high context cultures tend to be more implicit in verbal codes, perceive
highly verbal persons less attractive, tend to be more reliant on and tuned into non-verbal
communication, and expect to have more non-verbal codes in communication. Cultures
considered high-contextual are Japanese, Arabic, Korean, etc.

Another of ‘Hofstede's dimensions, which is tied to the High-Context / Low-
Context dimension as well as to the collectivism/individualism dimension, is the
power distance dimension. This refers to the extent to which less powerful members
expect and accept unequal power distribution within a culture. The characteristics of
cultures with high power distance include many hierarchical levels, autocratic leader-
ship, and the expectation of inequality and power differences, and are affiliated with
High-Context cultures, such as Japan. In contrast, low power distance cultures are

characterized by flat organization structures, consultative or participative manage-
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ment style, and the expectation of egalitarianism, especially evident in Low-Context
cultures such as the Scandinavian countries.
High-context cultures
Japan
Arab countries
Greece
Spain
Italy
England
France
North America
Scandinavian countries
German-speaking countries

Low-context cultures

Hall's second concept deals with the-ways in which cultures structure time and
how people in these cultures perceive and manage time. It has merit in analyzing cul-
tural implications about time and communication. Usually individualistic cultures are
low-context ones and they. are, as-Hall termed them, “monochronic’, viewing time as
linear, highly scheduled, an absolute and can be lost or gained. High context cultures,
on the contrary, tendto be “polychronic’, that is they are apt to be involved in a lot of
different activities with-different people at any given time, time for them is circular
and more holistic.

Cultures that have a linear concept of time (identified, very broadly, with low-
context cultures) view time as a precious commodity to be used, not wasted ("time is
money"); they schedule and measure time in small units (days, hours, minutes) and
consider punctuality and promptness a basic courtesy as well as a proof of commit-
ment. In order to get more things done in the shortest time possible, they concentrate

on one task at a time and dislike interruptions.
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On the other hand, for cultures that view time as flexible (Southern Europe,
Mediterranean countries, Latin America), time is not an absolute value. When people
and relationships demand attention, time can be manipulated or stretched, and the
passing of time will be ignored if it means that conversations or human relations or
interactions will be left unfinished. Compared to U.S. standards, for example, busi-
ness life in Italy is more relationship-focused. Polychronic cultures often place com-
pletion of the job in a special category much below the importance of being nice,
courteous, considerate, kind, and sociable to other human beings.

In a meeting involving participants with different concepts of time, and there-
fore a completely different frame of mind as far as planning, scheduling, punctuality
and deadlines are concerned, tensions may arise quite easily. It is the task of the in-
terpreter or cultural mediator, on the basis of. his/her intercultural competence, to
make sure such different attitudes do not become the source of major misunderstand-
ings. When extra-linguistic problems arise in‘ameeting, the interpreter should always
try to facilitate mutual understanding either by briefing the participants beforehand
whenever possible or by interpreting in a more diplomatic way so as to soften the at-
mosphere and allow the negotiation to proceed.

Polychronic Cultures:

Are not as oriented toward the clock as monochronic cultures;

Are event oriented;

Are spontaneous and flexible in their approach to life;

Respond to what life brings;

Consider that saving time is not as important as experiencing the moment.

Monochronic Cultures:

Are time oriented;

Are structured in their approach to life;

Enjoy using time efficiently;

Try to plan their day, and saving time is a value;

Expecting the event (dinner, the arrival of a guest, or a meeting) to begin at the

time announced.

44



How Does the High-Low Context Orientation Affect Communication?

Hall and Hall (1990) described the cultural dimension of high-low context. In
high-context cultures, speakers tend to use a more indirect communication style,
while in low-context cultures, speakers tend to use a more direct communication style.
This dimension overlaps with individualism-collectivism, with high-context and low-
context communication styles being the predominant forms of communication in in-
dividualistic and collectivistic cultures, respectively (Gudykunst & Ting-Tooney,
1988). US, German, Swedish, European American, and UK are low-context cultures.
Buddhist, Hindu, Japanese, African-American, Mexican, and Latino are high-context
cultures.

In low-context cultures reactions are frequently very explicit and readily ob-
servable. In high-context cultures, information about procedures is more likely to be
communicated through non-verbal cues, and ‘with less reliance on explicit verbal
communication (Rifkind & Harper, 1993; Triandis, 2000). In low-context cultures,
communication is more explicitly verbal and direct — the non-verbal context of the
message has less value. This dimension speaks directly to the communication style
norms across cultures and represents a particular challenge for multicultural envi-
ronments. More is taken for granted and assumed to be shared in high-context cul-
tures. Messages do not need to be explicitly and verbally transmitted. Reactions are
likely to be reserved, as unconstrained reactions could threaten face or social esteem.

High-context cultures rely heavily on a non-verbal code system. People from
low-context cultures would tend to seek information that emphasized personal or in-
dividual aspects-rather than social or group aspects. In low-context cultures, messages
are explicit and dependent on verbal codes (Ting-Tooney, 1988).

In high-context (HC) cultures, communication style is influenced by the close-
ness of human relationships, well-structured social hierarchy, and strong behavioral
norms (Kim et al., 1998, 512). In a high-context culture, internal meaning is usually
embedded deep in the information, so not everything is explicitly stated in writing or

when spoken. In an HC culture, the listener is expected to be able to read "between
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the lines", to understand the unsaid, thanks to his or her background knowledge. Hall
(1976, 91) emphasized that "a high-context communication or message is one in
which most of the information is either in the physical context or internalized in the
person, while very little is in the coded, explicit, or transmitted part of the message".
In an HC culture, people tend to speak one after another in a linear way, so the speak-
er is seldom interrupted. Communication is, according to Gudykunst and Ting-
Toomey (1988), indirect, ambiguous, harmonious, reserved and understated. In an
HC culture, communication involves more of the information in the physical context
or internalized in the person; greater confidence is placed in the-nonverbal aspects of
communication than the verbal aspects (Hall, 1976, 79).

In a low-context (LC) culture, meanings are explicitly stated through language.
People communicating usually expect explanations when something remains unclear.
As Hall (1976) explains, most information is expected to be in the transmitted mes-
sage in order to make up for what is missing in the context (both internal and exter-
nal). An LC culture is characterized by direct and linear communication and by the
constant and sometimes never-ending use of words. Communication is direct, precise,
dramatic, open, and based on feelings or true intentions (Gudykunst & Ting-Toomey,
1988).

How Does the Polychronic vs. Monochronic Orientation Affect Communication?

The monochronic or Western concept of time sees time as a straight line. An
individualist way -of life.fits easily into the monochronic culture. Time is logical, se-
quential, and present- and future- focused. Efficiency is important. Time is money. In
contrast, Eastern cultures tend to be polychronic. Here time unravels and the universe
Is continuous. People may attend to many things at once. There is a certain timeless
quality to time; it is too vast for the human mind to comprehend. Eastern countries
tend to be polychronic. Time is alive with fate and destiny. Time is a circle, an unrav-
elling ball of thread, a spiral. Members of American culture, for example, tend to re-
gard time as a valuable, tangible commodity that is to be consumed to a greater or

lesser degree. Americans tend to be very time-driven. A polychronic time system
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means that several things are being done at the same time. For Spanish and many
South American cultures, relationships are more important than schedules. Deadlines
are unmet when friends or family require attention. They often schedule multiple ap-
pointments at the same time. Whether they are members of polychronic or mono-
chronic cultures, people tend to see their own time system as superior. Monochronic
cultures tend to organize their thoughts and communications linearly, that is: fact,
fact, generalization, conclusion. In polychronic cultures, the line of thought is associ-
ative, going around and around the point so that the listener understands the point al-
most intuitively, finally zeroing in on the conclusion. Group members from a mono-
chronic culture may find the circular and intuitive way of.reasoning and communi-

cating of polychronic group members difficult to understand and work within.
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CULTURAL ASPECTS OF VERBAL COMMUNICATION

Anthropologist Edward T. Hall’s theory of high- and low-context cultures and
languages helps us better understand the powerful effect culture has on communica-
tion.

Context is probably the most important cultural dimension-and the most diffi-
cult to define. It refers to the entire array of stimuli surrounding every communication
event — the context — and how much of that stimuli is meaningful. Context is the in-
formation that surrounds an event; it is inextricably bound up with the meaning of
that event. The elements that combine to produce a given meaning — events and con-
text — are in different proportions depending on the culture. The cultures of the world
can be compared on a scale from high to low context. A high-context communication
Is one in which most of the information is already in the person, while very little is in
the coded, explicit, transmitted part of the message. A low-context communication is
just the opposite, i.e. the mass of the information is vested in the explicit code. Con-
text refers to the level of information included in a communication message. In low-
context cultures (Australia, the United States) most of the information is explicit and
contained in verbal messages, very little in the contextual message. There is a tenden-
cy to emphasize facts, line“logic, and clear intentions. There is a need for explicit
rules, guidelines, and policies that explain how to behave. In high-context cultures
(China, Japan, Korea, Vietnam) most information is coded in the non-verbal, contex-
tual message. The focus.is‘on meanings, all events can be understood only in context;
meanings vary-depending upon circumstances, and categories can change, spiral log-
ic, discretion in-expressing one’s own opinions, and the use of indirect communica-
tion. Since high-context cultures value face-saving, honor, shame and obligations,
they also use negotiations and smoothing strategies to manage interpersonal conflicts.
They are reserved, non-confrontational, and more cautious in initial interactions with
strangers. They also make more assumptions based upon people’s cultural back-

ground. They expect others to sense the rules of behavior.
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The Japanese, Arabs, and Mediterranean people, who have extensive infor-
mation networks among family, friends, colleagues, and clients and who are involved
in close personal relationship are high-context. As a result, for most normal transac-
tions in daily life they do not require and do not expect much in-depth, background
information. This is because they keep themselves informed about everything having
to do with the people who are important in their lives. Low-context people include
the Americans, Germans, Swiss, Scandinavians, and other northern Europeans; they
compartmentalize their personal relationships, their work, and many aspects of day-
to-day life. Consequently, each time they interact with others they need detailed
background information. The French are much higher on the context scale than either
the Germans or the Americans. This difference can affect virtually every situation
and every relationship in which the members .of these two opposite traditions find
themselves.

Cultures vary dramatically as to how much of the total environment, or context,
Is meaningful in communication. High-context cultures assign meaning to many of
the stimuli surrounding an explicit.message. Low-context cultures exclude many of
those stimuli and focus more intensely on the objective communication event, wheth-
er it is a word, a sentence, or a physical gesture. Thus in high-context cultures, verbal
messages have little meaning without the surrounding context, which includes the
overall relationship between all the people engaged in communication. In low-context
cultures, the message itself means everything.

Groups that have high-context communication styles combine verbal and non-
verbal messages to convey the entire meaning. A listener must read between the lines
and add non-verbal nuances to fully understand the message. It is important to have
excellent listening and observational skills when interacting with individuals from a
high-context culture. In conversation, the listener knows what is meant; because the
speaker and listener share the same knowledge and assumptions, the listener can
piece together the speaker’s meaning. Others are expected to understand without ex-
planation or specific details. Explanations are insulting, as if the speaker regards the

listener as not knowledgeable or “cultured” enough to understand. The “contextual
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cues” are keys to understanding what is being said in high-context countries. These
cues include the type of relationship that exists between the speaker and the listener,
their age difference, their gender, the difference in their status and the place where
the communication is taking place. In high-context cultures much depends on what is
left unsaid. According to Hall, these cultures are collectivistic, preferring group har-
mony and consensus to individual achievement. People in these cultures are less gov-
erned by reason than by intuition or feelings. Words are not so important as context,
which might include the speaker’s tone of voice, facial expression,.gestures, posture
— and even the person’s family history and status. High-context. communication tends
to be more indirect and more formal. Flowery language, humility, and elaborate apol-
ogies are typical. If a North American supervisor is unsatisfied with a subordinate’s
sales proposal, the response will probably be explicit and direct: “I can’t accept this
proposal as submitted, so come up with some better ideas”. A Korean supervisor, in
the same situation, might say: “While | have the highest regard for your abilities, |
regret to inform you that | am not completely satisfied with this proposal. | must ask
that you reflect further and submit additional ideas on how to develop this sales pro-
gram”.

High-context cultures of the Far East and Southeast Asia, the Mediterranean,
Eastern Europe, the Middle East-and Latin America attach great importance to im-
plied meaning and non-verbal communication. In these cultures the communication
style is indirect and relies heavily on the listener’s intuition and cooperation. People
raised in high-context systems expect more of others than do the participants in low-
context systems. When talking about something that they have on their minds, a high-
context individual will expect his interlocutor to know what’s bothering him, so that
he doesn’t have to be specific.The result is that he will think around and around the
point,“in effect putting, all the pieces in place except the crucial one. Placing it
properly — this keystone — is the role his interlocutor. To do this for him is an insult
and a violation of his individuality. Language is expressive, often emotional. The
meaning of the message is in the context, a context rooted in the person and the situa-

tion.
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Low-context languages, on the other hand, rely on the literal and precise mean-
ing of the words they use. They prefer explicit conversations where words convey the
bulk of the entire message. Groups with this preference prefer written communication
as they do not need to include the subtleness of non-verbal communication.

Low-context cultures are logical, linear, individualistic, and ‘action-oriented.
People from low-context cultures value logic, facts, and directness. Solving a prob-
lem means lining up the facts and evaluating one after another. Decisions are based
on fact rather than intuition. Discussions end with actions. And communicators are
expected to be straightforward, concise, and efficient in telling what action is ex-
pected. To be absolutely clear, they strive to use precise words and intend them to be
taken literally.

Broadly speaking, most of German- and. English-speaking cultures are low-
context. Here, communication relies on explicit statements and very little is left to the
listener’s interpretation and imagination. In low-context cultures what is said is more
important than how it is said: speakers follow a linear, cause-effect logic, and — espe-
cially in business communication —often provide plenty of data and statistics as sup-
porting evidence of what they are stating.

The English language appears as a very effective communication tool for low-
context cultures, since it reflects a belief in objective reality and is structured in such
a way as to clearly identify agent and action. In addition, English is noted for the vast
size of its vocabulary, and words with slightly different meanings enable the language
to be used in a very flexible way to express fine variations or shades of thought with
great precision‘and without the need to paraphrase too often. English speakers like
messages that are direct, explicit, rational, concise and informationally dense. There-
fore, they might find it difficult to interact with a speaker using long, complex sen-
tences and, in some cases, even regard such a communication style as reflecting a
lack of commitment and interest on the part of their interlocutor.

The major difference between high- and low-context cultures is the amount of

information that a person can comfortably manage. In a high-context culture, back-
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ground information tends to be implicit. In a low-context culture, much of the back-
ground information needs to be made explicit in communication.

In the event of a conflict arising, high-context cultures tend to use indirect,
non-confrontational, and vague language, relying on the listener’s or reader’s ability
to grasp the meaning from the context. Low-context cultures tend to use a more di-
rect, confrontational, and explicit approach to ensure that the listener receives the
message exactly as it was sent.

Low-context cultures tend to emphasize logic and rationality, based on the be-
lief that there is always an objective truth that can be reached through linear process-
es of discovery. High-context cultures, on the other‘hand, believe that truth will mani-
fest itself through non-linear discovery processes and without having to employ ra-
tionality.

In conversations, people in low-context cultures will shift from information al-
ready stated to information about to be given, while high-context communication will
jump back and forth and leave out detail, assuming this to be implicit between the
two interlocutors. These patterns of linearversus circular thinking may in some ways
reflect the way monochronic cultures perceive the concept of time compared to poly-
chronic cultures — as a linear sequence of progressing happenings from start to dead-
line, versus the circular or.sporadic patterns that are evident in the cycle of the year,
month and life. High-context cultures are thus characterized by indirect and cyclical
approaches in their conversation and writing styles, often communicating without
mentioning the subjects.directly, whereas low-context cultures will get straight down
to the point.

Remember that every culture and every situation has its high and low aspects.
Often one situation will contain an inner high-context core and an outer low-context

ring for those who are less involved.
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CULTURAL ASPECTS OF NON-VERBAL COMMUNICATION

A topic that cuts across the above cultural dimensions is the use of non-verbal
communication. Studies on the facial expression of emotion have demonstrated that
facial expressions of basic emotions, such as anger, disgust, fear, happiness, sadness,
and surprise, can be accurately recognized across cultural groups: This suggests that
emotion is a universal language (Ekman, 1972, 1982; Ekman, Soresen, & Friesen,
1969; lzard, 1971). Despite this universal expression of emotion, a study by Halber-
stadt (1985) found that specific appearances of facial expression may differ among
cultures. A study by Marsh, Elfenbein, and Ambady (2003) also found evidence for
subtle differences in the facial expression of emotions. between cultures, the facial
expressions in people of one's own culture tend to be easier to read.

However, many other forms of non-verbal communication can be interpreted
only within the framework of the culture in which they occur. That is, cultures vary in
specific repertoires of behaviors. Use of movement, body positions, postures, vocal
intonations, gestures, touch, time, and spatial requirements all vary across cultures.

Cultures vary a great deal in non-verbal communication and there is a great
deal of room for error in these interpretations. The importance of non-verbal commu-
nication in the interpretation of messages also varies with culture. Low-context cul-
tures like the US tend to assign less importance to non-verbal communication than to
the literal meaning of the words. In high-context cultures like Japan, understanding of
non-verbal communication is more important to understanding the meaning of the
message than itis in Western cultures.

People from collectivist cultures tend to pay more attention to the context of
communication than people from individualist cultures do, paying more attention to
gestures, eye contact, tone of voice, touch, personal space, and so on. Further compli-
cating the situation, non-verbal communication also varies by gender and social sta-
tus within a culture (Tannen, 1994).

All cultures have display rules that govern when and under what conditions

various non-verbal expressions are required, preferred, permitted, or prohibited, such
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as how far apart to stand while talking, who to touch and where, speed and timing of
movements and gestures, when to look directly at others in a conversation, when to
look away, whether loud talking and expansive gestures or quietness and controlled
movements should be used, when to smile and when to frown, and overall pacing of
communication.

Display rules vary greatly across cultures. Approachability (smiling, laughing,
appropriate conversational distance) is important for Latinos when working with oth-
er Latinos and socializing with people from other cultures. European Americans tend
to display these behaviors only when socializing with other European Americans.
When showing grief, Southern Mediterranean countries tend to exaggerate their dis-
plays. In European American cultures, people try to remain calm. British cultures
may understate their displays. Japanese may hide their sorrow or cover it with smil-
ing.

Non-verbal communication is also important in regulating the flow of conver-
sations. Non-verbal behaviors that help to synchronize the back and forth nature of
conversations are called regulators.. They-are culture-specific and include behaviors
such as eye contact, posture, movement, and vocalizations. As discussed above, the
expression of many emotions are constant across cultures. However, cultural differ-
ences may occur with regard to which emotion it is acceptable to display. For exam-
ple, in the US it may be more socially acceptable for a woman to express fear but not
anger, but it is just the opposite for a man. In Japan it is unacceptable to show anger
or sadness (Novinger, 2001) and those emotions may be masked by an expression of
happiness. Thus, when talking about the death of a relative, a Japanese smile may
seem inappropriate to a Westerner.

Eye Contact

High-context cultures are concerned with meanings conveyed by the eyes.
Asians consider extended eye contact rude and prefer brief eye contact. Anglo-
Americans, on the other hand, admire a steady gaze and consider it important to
maintain eye contact. For them, if someone will not make eye contact, it is a clue that

something is wrong. European Americans look into the eyes of the other people when
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they are the listeners, but African Americans look away, which European Americans
could regard as a sign of indifference. Looking into the eyes by the European Ameri-
cans could be regarded as invasive or confrontational by African Americans.

Conyne, Wilson, Tang, and Shi (1999) found that US group members tend to
look at fellow group members as they speak. Head nods and eye gaze indicate in-
volvement with the task and eye gaze is associated with dominance. For Asian groups,
on the other hand, the speaker tends to look at the leader or his.or her notes, but rarely
looks at other group members. Conyne et al. (1999) found that in Asian groups, inter-
actions involved fewer speech occurrences but longer duration of verbalization than
in US groups. They explained this finding by proposing that a cultural hesitancy to
speak may yield fewer inputs, but when the risk istaken, the speaker may talk longer
to protect against any loss of face. In the US, high verbal participation in groups is
associated with dominance and high status. In comparison, Asian group members are
relatively quieter. The Asian culture also emphasizes verbal non-assertiveness, reluc-
tance of emotional expression, and avoidance of self disclosure, all of which may be
misinterpreted as lower status of or non-invelvement by high-context group members.

Personal Space

The amount of personal space that a person feels comfortable with when con-
versing varies depending on-the culture. Members of Hispanic, Latin American, and
Italian cultures tend to stand close to others while talking, while Anglo-Americans
might feel that their personal space has been violated by someone standing that close.
In general, people from.cold climates use large physical distances when they com-
municate whereas those from warm climates prefer close distances.

Different cultures have different ideas about the appropriate amount of space
between _conversationalists. Americans and Canadians prefer large amounts of space.
Europeans tend to stand closer to one another when talking. North Americans may
see the European desire for such nearness as pushy, while the Europeans may see the

North American preference for more physical distance as cold.
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Touch

Meanings of touch include affection, playfulness, control, ritual purposes, and
task-related purposes. Members of Middle Eastern, Latin American, and Southern
European cultures touch more than others. This may be regarded as aggressive, over-
ly familiar, or pushy by Northern Europeans. The latter tend not to touch others and
may be perceived as cold or aloof by members of Southern European cultures.

Cultures also differ in where people can be touched. In Japan there are deeply
held feelings against the touch of a stranger. For Muslims, one cannot touch a person
of the opposite sex. But it is acceptable for men to hold hands. However, for Europe-
ans and Americans, it is acceptable to touch the opposite sex, but not acceptable for
men to touch each other.

Other Non-Verbal Cues

Voice includes pitch, tone, and loudness. Latinos speak more loudly and more
frequently than Americans. A Saudi Arabian's sentences may be perceived as show-
ing apathy or lack of interest. A firm statement by an American may seem doubtful to
a Saudi Arabian. Other non-verbal codes include dress, body ornaments, and the need
for privacy. The latter is expressed by closed doors in the US and sound-proof doors
in Germany, while Japan has paper thin walls.

Rules that govern most non-verbal communication are both culture-specific
and outside of conscious awareness. People use these non-verbal behaviors to make
judgments of people's feelings and attractiveness. For example, Americans highly
value positive non-verbal displays and regard someone who smiles as more intelli-
gent than someone who does not, while Japanese do not equate expressiveness with
intelligence.

In_general, non-verbal communication becomes more important in cross-
cultural communication than in homogeneous communication. In the former there is
a greater chance of the verbal message being misunderstood or unclear. When this

happens, people look for non-verbal clues for clarification.
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THE LEWIS MODEL OF CROSS-CULTURAL COMMUNICATION

Richard D. Lewis, a British linguist and cross-cultural expert, developed this
framework to help understand how different cultures approach communication, busi-
ness, and social interactions. His model categorizes cultures into three main types
based on behavioral patterns, time management, and interpersonal dynamics.

1. Linear-Active Cultures. These cultures prioritize tasks, planning, and logi-
cal sequencing. People tend to be highly organized, punctual, and focused on achiev-
ing goals step by step. Communication is direct, factual, and often low-context
(meaning they say what they mean). Examples include Germany, Switzerland, the
UK, and the USA. In business, they value efficiency and.deadlines.

2. Multi-Active Cultures. The emphasis is on relationships, emotions, and
multitasking. Individuals are expressive, interrupt frequently in conversations, and
build rapport through warmth and enthusiasm. Time is flexible, and priorities can
shift based on personal connections. Examples are many Latin American countries
(like Brazil and Mexico), Italy, Spain, and-parts of the Middle East. In social or pro-
fessional contexts, building trust is key before diving into tasks.

3. Reactive Cultures. These cultures focus on harmony, respect, and listening.
People are polite, indirect-in communication, and avoid confrontation to maintain
group cohesion. They react thoughtfully to others' ideas rather than initiating aggres-
sively. Time is cyclical, and patience is valued. Examples include Japan, China, Ko-
rea, and Vietnam, In interactions, non-verbal cues and context are crucial.

The Lewis model is a useful tool for navigating global interactions, especially
in multicultural settings. Understanding these cultural types helps in improving inter-
national business negotiations, enhancing intercultural management, promoting effec-

tive communication and collaboration across cultures.

57



Cultural Categorization Characteristics

Linear-Active

Multi-Active

Reactive

Talks half of the time
Does one thing at a time
Plans ahead step-by- step
Polite but direct

Partly conceals feelings
Confronts with logic
Dislikes losing face
Rarely interrupts
Job-oriented

Sticks to facts

Truth before diplomacy
Controls environment

Values and follows rules
Gains status by achievements

Speech is for information
Works fixed hours

Values privacy

Is data-oriented

Talks at medium speed
Thinks briefly, then speaks

Completes action chains

Results oriented
Sticks to agenda
Compromises to achieve deal

Borrows and gives rarely
Minimizes power distance
Respects officialdom
Separates social and profes-
sional lives

Deal based on products, facts,
and figures

Written word important
Contracts are binding

Quick responses to written
communication

Short-term profit is desirable
Likes short pauses between

speech turns
Restrained body language

Talks most of the time
Does several things at a time
Plans grand outline only
Emotional

Displays feelings
Confronts emotionally
Has good excuses

Often interrupts

People oriented

Feelings before facts
Flexible truth
Manipulates environment

Often disregards rules

Gains status by connections
and charisma

Speech is for opinions

Likes flexible hours

Is gregarious, inquisitive

Is dialogue oriented

Talks fast

Speech leads thought (thinks
aloud)

Completes human transactions

Relationship-oriented
Roams
Tries to win argument

Borrows and gives freely
Maximizes power distance
Seeks favors, pulls strings
Mixes social and professional
lives

Deal based on liking the client

Spoken word important
Contracts are ideal documents
in an ideal world

Responses to letters slow due
to preference for spoken mes-
sages

Increasing the status of the
organization is important
Overlapping speech is ac-
ceptable

Unrestrained body language

Listens most of the time
Reacts to partner’s action
Looks at general principles
Polite, indirect

Conceals feelings

Never confronts

Must not lose face

Doesn’t interrupt

Very people oriented
Statements are promises
Diplomacy over truth

Lives in harmony with envi-
ronment

Interprets rules flexibly

Gains status by birthright and
education

Speech is to promote harmony
Work, leisure, and life are in-
tertwined

Respectful, likes sharing

Likes networking

Talks slowly
Contemplates,
briefly
Harmonizes by doing things at
appropriate times
Harmony-oriented

Often asks for “repeats”
Compromises for future rela-
tions

Borrows rarely, gives ritually
Observes fixed power distance
Uses connections

Connects social and profes-
sional lives

Deal based on harmony and
appropriateness

Face-to-face contact important
Contracts are statements of
intent and renegotiable
Responses to letters slow due
to need for lateral clearances

then speaks

Long-term profit and in-
creased market share are im-
portant

Likes long pauses between
speech turns

Subtle body language
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Rationalism and science dom-
inate thinking

Religion
influence

retains

strong

Ethics and philosophies (e.g.,
Confucianism) dominate
thinking
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2. MPAKTUYECKHUU PA3JIEJ

2.1. Conepxxanmne yaeOHOIro MaTepuaja

Tema 1. MeﬁmyanypHaﬂ KOMIIETCHIINA — 3aJ10T" ycliexa Me)l(KyﬂLTypHOﬁ
KOMMYHHUKaIINU

Onpenenenne MEXKYIbTypHONU KOoMHOETeHIMHA. OCHOBHBIE KOMITOHEHTBI MEX-
KYJIbTYPHOW KOMIIETEHIMHU. 3HAYECHHE MEXKKYJIbTYPHOM KOMIIETCHIIMA B COBPEMEH-
HOM MHUpe. MeXKynbTypHass KOMIETECHIUS B MEXKIYHAPOIHOM Typu3Me. MexKyJib-

TypHasi KoMneTeHuus B OusHece. Kpocc-KynbTypHbIN KOHCAITHHT.

Tema 2. KyabTypa u €€ 3jieMeHTbI

[lonsiTve KyJIbTYphl. DJAEMEHTHI KYJIbTYpPbL: SI3bIK, LIEHHOCTH, HOPMBI, OObIYaH.
KynbTypHble paznnuns U UX BIUSHUE HA KOMMYHUKAWo0. HanroHanbHasa KyJabTypa.

OTHYECKUE aCIICKThI MCKKYJbTYPHOTO BSaHMOHeﬁCTBHH.

Tema 3. Teopus kKyabTypHbIX H3Mepenuii I'. Xodcrene

[TapameTpbl KyJIbTYpPHBIX U3MEPEHMI: TUCTAaHUMS BIACTH, UHIWBUIAYAIU3M U
KOJUIEKTUBU3M, MACKYJUHHOCTh M (DEMUHHOCTb, H30€raHue HEOIpPEeeICHHOCTH,
KpaTKOCpOYHas WIH JIOJITOCpouHasi opueHTanus Ha Oyayuiee. CpaBHUTENbHBIA aHa-

JU3 KyJIBTYP.

Tema 4. TEOpI/Iﬂ BBICOKO- U HUBKOKOHTECKCTHBIX KYJbTYP 9. XoJjj1a

Oco6eHHOCTH BEpOATBHOTO U HEBEPOATBHOTO KOMMYHHUKATUBHOTO MOBECHUS
B BBICOKOKOHTEKCTHBIX W HHU3KOKOHTEKCTHBIX KyJbTypax. KOMIOHEHTH HeBepOah-
HOM KOMMYHHUKAIMH. KHHECHWKA, MPOCOIWKA, TaKEeCHWKa, MPOKCEMHKAa, XPOHEMHKA.

KonuenryanbHas kaptuHa BpeMeHU. [[oTuXpoHHBIE 1 MOHOXPOHHBIE KYJIBTYPHI.
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Tema 5. KyasTypHas moneasn P. JIbrouca

IlonsiTne nenmoBoy KynbTypsl. TpeyronbHuK KyabTyp P. JIbronca: MOHOAKTHB-
HbI€, MOJIMAKTUBHBIE U PEAKTUBHBIE KYJIbTYypbl. OCOOEHHOCTH pa3HbIX BHUJIOB JIEJIO-

BBIX KYJIBTYP.

Tema 6. Me;mcy.m)TypHaﬂ KOMMYHHUKAIIUA B KOHTEKCTE JI€JI0BOTO
BSaHMOI[eﬁCTBHH

BepOanbHble u HeBepOadbHbIE aCHEKThl MEKKYJIbTYPHOH ICTIOBOM KOMMYHHU-
karuu. [IpoOneMbl U Oapbepbl B MEXKKYJIbTYpHOU KoMMyHHKanuu. Ctpareruu 3¢-

(EeKTHUBHOTO OOLIEHUS C MPEICTABUTEISAMU JPYTUX KYJIBTYP.

Tema /. [lenoBble KyJbTYPbl B MEKIYHAPOIHOM Ou3Hece

CpaBHUTENBHBIN aHAIN3 OU3HEC-KYJIBTYP B pa3MuHbIX cTpaHax mupa: CIIA,

ctpanbl A3uun, EBponsl, FOxHoi1 AMepuku, bimxknero Bocroka.

2.2. IllpakTuKyM

CULTURAL COMPETEN(lZJII;| Il-g '1I'HE KEY TO EFFECTIVE
CROSS-CULTURAL COMMUNICATION
Review Questions
What is cross-cultural communication?
What role does cross-cultural communication play in the modern world?
Who was the founder of cross-cultural communication as a science?
What are the barriers in cross-cultural communication?
What is cross-cultural competence?
What are the stages of cross-cultural communication training process?

What are the features of cross-culturally competent person?
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In what ways do you think working internationally has changed in recent

years?
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9. What personal skills and qualities are important if you want to work success-

fully with people from other cultures?

Exercises for Critical Thinking

The objective of this exercise is to demonstrate the difference between an ob-
servation and an interpretation, to demonstrate the consequences of making judg-
ments, as opposed to observations, in a cross-cultural setting. For people working
with representatives of another culture it is significant to make such distinctions.

Judging or interpreting the situation is essential to functioning in daily life.
That is, we have to interpret or make sense of the things we see and hear; we have to
decide what they mean. We are not saying that in this exercise you shouldn’t interpret
what is going on around you, but only that when you interpret across cultures, you
may sometimes be wrong. The message of this activity, in other words, is not that
you shouldn’t interpret other people’s behavior but that you shouldn’t be so sure of
your interpretations — at least, not until you understand their culture better.

Observations are mere statements of fact; they record what the observer sees,
but they do not contain any explanation of or assign any meaning to what is observed.
As such, they do not — or at least should not — involve any interpretation.

Interpretations assign-meaning to “interpret” the facts; they involve conclu-
sions and judgments. These interpretations inevitably come from the observer’s expe-
rience of what the observed phenomena means in his or her culture. But if a person is
from a different culture; then that behavior may very well have a different meaning in
that culture — with the result that the meaning assigned by the observer may be very
different from the meaning intended (or assigned by) the doer. This dynamic is at the
core of the majority of cross-cultural misunderstandings.

Below you will find 11 pairs of statements. In each case, one of the statements
IS an observation, a mere description of the facts or behavior you are witnessing, and
the other is an interpretation, your explanation or opinion of what those facts or that

behavior means. Define which is which.
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That man is very angry. / That man is talking quite loud.

My boss doesn’t trust his subordinates. / My boss doesn’t delegate responsibil-
ity.

That woman always wears a veil when she goes out in public. / That woman is
quite conservative.

That woman stands three feet away when she speaks to me. / That woman is
cold and reserved.

That man is afraid of his boss. / That man never contradicts his boss in public.
She doesn’t have strong opinions. / She never speaks up in meetings.

That worker never does anything until he is told. / That worker is lazy.

He lied to me. / He said yes when the real answer:to my question was no.

She wasn’t listening to me. / She didn’t look me inthe eyes when | was talking

to her.

10.He stood very close and talked loud. / He’s very aggressive.

11.She’s insecure and power hungry. / She doesn’t share information with her

subordinates.

UNIT 2
ASPECTS OF CULTURE

Review Questions

1. What aspects-of our life does culture refer to?

2. How do we define culture?

3. Why do we prefer an iceberg model of culture?

4. What types of culture do you know?

5. What are the characteristics of culture?

6. What is ethnocentrism?

Exercises for Critical Thinking

Below are some features of culture. Divide them into visible and invisible ones.
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Facial expressions
Religious beliefs
Religious rituals
Importance of time
Paintings

Values

Literature

Child raising beliefs
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Concept of leadership
10.Gestures

11.Holiday customs
12.Concept of fairness
13.Nature of friendship
14.Notions of modesty
15.Foods

16.Eating habits
17.Understanding of the natural world
18.Concept of self

19.Work ethic

20.Concept of beauty
21.Music

22.Styles of dress

23.General world view
24.Concept of personal space

25.Rules of social etiquette
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UNIT 3
HOFSTEDE'S CULTURAL DIMENSIONS THEORY

Power Distance

Review Questions

What is the gist of Hofstede's Model of Cultural Dimensions for assessing cul-
tures?

What are the drawbacks of his method?

How can you define power distance?

What are the features of low and high power distance cultures?

How does power distance influence communication and behavior?

What cultural things does the aspect of power distance reflect?

What can we say about a typical individual brought up in a country with a high

or low power distance index?

Exercises for Critical Thinking

1. Say which situation manifests high or low power distance.

People are less likely to question the boss.

Elitism is the norm.

Students question teachers.

Freedom of thought is encouraged.

Those in power have special privileges.

The chain of command is mainly for convenience.

There are greater wage differences between managers and subordinates.
Workers prefer precise instructions from superiors.

Interaction between boss and subordinate is more informal.

10.Subordinates and bosses are interdependent.

11.Bosses are independent; subordinates are dependent.

12.Freedom of thought could get you into trouble.

13.1t is okay to question the boss.
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14.Less social mobility is the norm.

15.The chain of command is sacred.

16.The pecking order is clearly established.
17.Management style is authoritarian and paternalistic.
18.Management style is consultative and democratic.

19.Interaction between boss and subordinate is formal.

2. Read the following scenario and see if you can identify the problem.
The Immigration Officer

Felipe Cordova was a senior official in the Philippines Ministry of Communi-
cation. He is proud of the fact that he has been invited to the United States to attend
an international conference and is excited at the prospect of his first trip there. Upon
entering the United States he has to pass through Immigration and Customs. The im-
migration officer subjects him to a long series . of questions as to how long he intends
to stay, how much money he has, whether he intends to visit relatives, whether he
understands the visa regulations, and so on.-Felipe grows increasingly irritated by this
questioning and finally refuses to answer any more queries. The officer then calls
over the supervisor who leads Felipe-away to his office and spends considerable time
verifying the authenticity of all his documents before finally allowing him to proceed.
Felipe suffers all this with repressed indignation but swears to himself that he will
never return to this uncivilized country.

How would you explain Felipe's obstinate and uncooperative attitude toward
the immigration authorities?
(1) He is fatigued and irritable because of the long plane trip.
(2) He feels he.is being singled out as a suspicious person and is insulted.
(3) His expectations as to his status and treatment in the United States have been
strongly violated.
(4) He feels the officer's questioning is too personal and resents having to disclose

such information.
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3. Why do you think one should follow these recommendations?
Intercultural communication tips for cross-cultural consulting
When dealing with people from a country with a higher PDI than yours:
- acknowledge a leader's power;
- be aware that you may need to go to the top for answers;
- give clear and explicit directions to those working with you. Deadlines should be
highlighted and stressed;
- do not expect subordinates to take initiative;
- be more authoritarian in your management style. Relationships with staff may be
more distant than you are used to;
- show respect and deference to those higher up on.the ladder. This is usually reflect-
ed through language, behavior and protocol;
- expect to encounter more bureaucracy in organizations and government agencies.
When dealing with people from a country with a lower PDI than yours:
- use teamwork;
- involve as many people as possible in decision making;
- don't expect to be treated with the usual respect or deference you may be used to;
- people will want to get to know youin an informal manner with little protocol or
etiquette;
- be more inclusive in your management or leadership style as being directive will be
poorly interpreted;
- do not base judgments.of people on appearance, demeanor, privileges or status
symbols.

Individualism vs. Collectivism

Review Questions
1. How can you define individualism and collectivism?
2. What are collectivist and individualist cultures?
3. What cultural things do they reflect?
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4. What typical patterns of communication and behavior can be expected from an

individual brought up in collectivist or individualist cultures?

Exercises for Critical Thinking
1. Look at the list of behaviors or characteristics given below. Who, in your

opinion, lives in collectivistic and who in individualistic cultures?

People answer the phone by giving the name of the organization.
People give cocktail parties.

Intergroup rivalry is strong.

Employee-of-the-year awards are offered.

People adhere to tradition.

Promotion is based on performance.

Contracts in business are used frequently.

There is a need for autonomy.
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People change jobs frequently:

10.People believe that conflict clearsthe air.

11.There is a need for affiliation.

12.Short-term relationships are.common.

13.1t is okay to stand out.

14.Face saving is important.

15.1t is common for -mothers to ask their preschoolers what they want to wear to-
day.

16.Self-help books are popular.

17.Decisions are made by consensus.

18.The language has one word for mother's brother, another for father's brother.

19.Marriages are arranged.

20.People have potluck dinners.
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2. Read the following scenario and see if you can identify the problem.
Eating Out In Brazil

Two Americans visiting Brazil on business were taken by their hosts to lunch
in a restaurant. When everyone was seated, the waitress put down one menu in mid-
dle of the table for all four people, the two Americans and two Brazilians. The Amer-
icans were surprised that they did not each receive a menu, but the Brazilians did not
seem perturbed. One of the Americans asked the waitress why she didn't give every-
one a menu. Without batting an eye she said, "They are all the same" — and left the
table. The Americans resignedly looked at the one menu and memorized their selec-
tion, muttering to each other about the rudeness of the waitress and the cheapness of
the restaurant. The Brazilians seemed to accept the situation matter-of-factly.

Why did the waitress give them only one menu?
(1) It was a deliberate snub on the part of the waitress, who disliked the sometimes
arrogant attitude of American tourists.
(2) It was a cheap restaurant and there simply were not enough menus to go around.
(3) The waitress assumed the Americans would not understand the Brazilian menu,
and so did not bother providing extra copies for them.

(4) Brazilians do not really see the need for individual menus.

3. Why do you think one should follow these recommendations?
Intercultural communication tips for cross-cultural consulting

When dealing with-people from a country with a higher individualism
score than yours:
— remember that.each person is a self-standing person with his/her own identity;
—you can't depend on the group for answers. As an individual you are expected to
work on your own and use your initiative;
— prepare yourself for a business environment that may be less reliant on relationships
and personal contacts. Business and personal life may very well be kept separate;
— employees or subordinates will expect the chance to work on projects or solve is-

sues independently;
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— being too intrusive into their work may be interpreted negatively;
— taking initiative within a group is good and expected;
— one must know how to make one's own decisions;
— behavior of a person reflects on him/her — not on the group;
— it is not uncommon for people to try and stand out from the rest. This.may be dur-
Ing meetings, presentations or even during group work;
— bear in mind that a certain amount of individual expression is tolerated, i.e. people's
appearance, behavior, etc;
— acknowledge accomplishments;
— encourage debate and expression of own ideas.
When dealing with people from a country with-a lower individualism score
than yours:
— identity of a person is tied to the group;
— note that people will have a strong sense of responsibility for their family which can
mean they take precedence over business;
— behavior of a person reflects on the whole group;
— team members expect direction from the leader;
— remember that praise should always be directed at a team rather than individuals as
otherwise this may cause people embarrassment. Reward teams not people;
— understand that promotions depend upon seniority and experience — not perfor-
mance and achievement;
— decision-making may-bea slow process, as many individuals across the hierarchy
will need to be‘consulted;
— show respect for age and wisdom;
— suppress. feelings and emotions to work in harmony;

— respect traditions and introduce change slowly.

Masculinity vs. Femininity
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Review Questions
1. Define masculine and feminine cultures.
2. What can you say about a typical individual brought up in a mascu-

line/feminine culture?

Exercises for Critical Thinking
1. What values are typical for feminine and masculine cultures?
1. Opportunity for advancement in profession
2. Close friendly relationships

3. High quality of life

4. Win-win conflict strategies

5. Ambitions

6. Nurturing

7. Accumulation of wealth

8. Cooperation

9. Care of the underdog

10.Confront conflicts directly

11.Security

12.Self-confidence

13.Competitiveness

14.Safe future

15.Modesty

16.Tenderness

17.Compromise in conflict

18.Opportunity for earning

19:Win-lose conflict strategies

20.Challenging work

2. Why do you think one should follow these recommendations?
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Intercultural communication tips for cross-cultural consulting

When dealing with people from a country with a higher masculinity score
than yours:
— remember that men in this culture are masculine and women are feminine;
— advise men to avoid discussing emotions or making emotionally-based decisions or
arguments;
—to succeed in this culture you will be expected to make sacrifices in the form of
longer work hours, shorter holidays and possibly more travel;
— be aware that people will discuss business anytime, even at social gatherings;
— avoid asking personal questions in business situations. Your colleagues or prospec-
tive partners will probably want to get straight to business;
— people are not always interested in developing.closer friendships;
— communication style that is direct, concise and unemotional will be most effective
in this environment;
— people will use professional identity, rather than family or contacts, to assess others;
— self-promotion is an acceptable part of the-business culture in this competitive envi-
ronment.

When dealing with people from a country with a lower masculinity score
than yours:
— treat men and women equally;
— powerful and successful women are admired and respected,;
—recognize that people.value their personal time. They prioritize family and take
longer holidays. Working overtime is not the norm;
—small talk-at social (or business) functions will focus on an individual's life and in-
terests rather than just business;
— personal questions are normal rather than intrusive;
— in business dealings trust weighs more than projected profit margins and the like;

— nepotism is seen as a positive and people openly show favoritism to close relations.

Uncertainty Avoidance
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Review Questions

1. What is uncertainty avoidance?

2. What are the characteristics of uncertainty accepting and uncertainty denying
cultures?

3. How do cultures differ as to their "time horizon™?

Exercises for Critical Thinking
1. Why do you think one should follow these recommendations?
Intercultural communication tips for cross-cultural consulting

When dealing with people from a country with a higher uncertainty
avoidance score than yours:
— don't expect new ideas, ways or methods to be readily embraced. You need to allow
time to help develop an understanding of an initiative, to help foster confidence in it;
— involve local counterparts in projects to build a sense of understanding. This then
decreases the element of the unknown;
— be prepared for a more fatalistic world view. People may not feel fully in control
and are therefore possibly less willing to make decisions with some element of the
unknown;
— remember that due to a need to negate uncertainty proposals and presentations will
be examined in fine detail. Back up everything with facts and statistics.

When dealing with-people from a country with a lower uncertainty avoid-
ance score than yours:
— try to be more flexible or open in your approach to new ideas than you may be used
to;
— be prepared to push through agreed plans quickly as they would be expected to be
realized as soon as possible;
— allow employees the autonomy and space to execute their tasks on their own; only

guidelines and resources will be expected of you;
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— minimize your emotional response by being calm and contemplating situations be-
fore speaking;

— express curiosity when you discover differences;

— recognize that nationals in that country may take a different approach to life and see

their destiny in their own hands.

UNIT 4
EDWARD T. HALL'S CULTURAL MODEL

Review Questions

What is the role of Edward T. Hall in cross-cultural communication?
How can you define context?

What are the specific features of low and high context?

How do you understand the aspect of "saving face" in high-context cultures?

o~ w e

What kind of communication and behavior is generated by attitude to time?

Exercises for Critical Thinking
1. Read the following scenario and see if you can identify the problem.
Memories of College Days

It had been several years since Ted, from Pittsburgh, had seen his old college
buddy, George. Now, Ted was.in Thailand (George's present home) on a business
tour, and was trying to.catch-up on all that had transpired between those years.
George had invited several of his business associates to have dinner with them so that
they could meet Ted, an industrious contractor, who was thinking of expanding to
Asia. The dinner had gone well with Ted gamely trying and praising the various exot-
ic foods they placed before him. They were delighted by this and tried to find out
more about Ted and his business. As the evening went on, however, Ted and George
began to-reminisce a little and talk of their college days and happenings. His memory
stimulated, Ted brought up several incidents he considered humorous and memorable.
In one of them, Ted referred to a time when George made a presentation to one of
their "notorious™ professors, which had not turned out exactly the way George had
expected. Ted elaborated on George's seemingly ridiculous antics and kept comment-
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ing, "You should have seen your face!" and making a gruesome face. At this, George

paled, and his expression changed. Ted noticed the others were not laughing and the

atmosphere changed from one of camaraderie to tension. Although the topic was im-

mediately changed to other things, they left the restaurant soon afterward and no

mention was made about getting together again. Ted was bewildered and dismayed.
How would you analyze the situation?

(1) George's friends did not like Ted and did not want to do any business with him.

(2) Teds mentioning a professor offended George's friends, as businessmen and aca-

demics don't get along.

(3) Ted had caused George to seem undignified before his friends, thereby not acting

like a "good friend".

(4) As making funny faces is unacceptable in this culture, Ted's behavior at the table

offended them.

2. Define each of the behaviors or characteristics listed below as monochronic or
polychronic.
1. Time is money.
. To be late is rude.
. Schedules are sacred:

. The focus is on the task, getting the job done.

2

3

4

5. Being made to wait is normal.
6. Interruptions.area fact of life.

7. Plans are fixed, once agreed upon.

8. This attitude is consistent with an individualist viewpoint.
9. The focus is on the person, establishing a relationship.
10:This attitude is consistent with a collectivist viewpoint.
11.Deadlines are an approximation.

12.To be late is to be late.

13.Focus on the internal clock.

14.Plans are always changing.
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15.Having to wait is an insult.
16.People are never too busy.
17.Interruptions are bad.

18.People stand in line.

3. Read the following scenario and see if you can identify the problem.

David Duel, a businessman from the United States, had made a 3:30 p.m. ap-
pointment with Mr. Abdullah, a high-ranking government official in Riyadh, Saudi
Arabia. From the beginning things did not go well for David. First, he was kept wait-
ing until nearly 4:45 before he was ushered into the office. When he finally did get in,
several other men were also in the room. Even though David felt that he wanted to
get down to business with Mr. Abdullah, he was reluctant to get too specific because
he considered much of what they needed to discuss was sensitive and private. To add
to David's sense of frustration, Mr. Abdullah seemed more interested in engaging in
meaningless small talk than in dealing with substantive issues concerning their busi-
ness.

How might you help David with his frustration?

4. Below you will find a description of six common frustrations monochronic
people often have to deal with in polychronic cultures. What would you do if you
were faced with these situations?

1. People do not line up in situations where you are used to a line. Instead, there is
just a group of people pressing on each other, everyone trying to be waited on
at once. You find this frustrating and very inefficient.

2. In meetings, people do not stick to the agenda.

3. In one-on-one meetings, people take telephone calls and talk with other people
who happen to drop by, causing your meeting to go on much longer than you
had expected. The result is you never get as much done as you would like to on

any given day.
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4. People never stick to the schedule. You often waste an hour or more waiting to
see someone, even though you had an appointment.

5. People don't respect deadlines. They tell you they will have some equipment
ready by a certain time or that a task will be finished by a certain time, but
when you show up, things aren't ready. This is especially frustrating because
sometimes you can't do task B until someone else has completed task A, which
they promised would be done by a certain time.

6. People get very upset with you because you're sometimes too-busy to see them.
They feel this is rude, because you should always have time for your close

friends. After all, they point out; they always have time for you.

5. Read the paired statements and circle the one that best describes the action

you would take or the way you feel about the particular topic.

l1a. People should stand in line so they can be waited on one at a time.

1b. There is no need to stand in line, as people will be waited on as they are ready
for service.

2a. Interruptions usually cannot be avoided and are often quite beneficial.

2b. Interruptions should be avoided wherever possible.

3a. It is more efficient if you do one thing at a time.

3b. I can get as much done if | work on two or three things at the same time.

4a. It is more important to complete the transaction.

4b. It is more important to stick to the schedule.

5a. Unanticipated events are hard to accommodate and should be avoided where
possible.

5b. Unexpected things happen all the time; that's life.

6a. You shouldn't take a telephone call or acknowledge a visitor when you are
meeting with another person.

6b. It would be rude not to take a phone call if I'm in, or to ignore a visitor who

drops by.
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7a. You shouldn't take deadlines too seriously; anything can happen. What's a
deadline between friends?

7b. Deadlines are like a promise; many other things depend on them, so they
should not be treated lightly.

8a. It is important, in a meeting or a conversation, not to become distracted or di-
gress. You should stick to the agenda.

8b. Digressions, distractions are inevitable. An agenda is just a piece of paper.

9a. | tend to be people-oriented.

9b. | tend to be task-oriented.

10a. Personal talk is part of interactions.

10b. Personal talk should be saved for after hours or-during lunch.

THE LEWIS MODEL OF CROSg-I\(IZIl-JrLSTURAL COMMUNICATION
Review Questions

1. What are the three main cultural types identified by R. Lewis in his cultural
model?

2. Describe the key characteristics of linear-active cultures.

3. How do multi-active cultures typically approach communication and social in-
teraction?

4. What are the main traits of reactive cultures according to R. Lewis?

5. How can understanding Lewis’s cultural model improve international business
negotiations?

6. What are some potential challenges of intercultural communication that Lew-
Is’s model aims to address?

7. Compare and contrast linear-active and reactive cultures in terms of their ap-
proach to time and conflict.

8. Why is it important to recognize the behavioral and thinking patterns associat-

ed with different cultures?
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9. Can you think of a scenario where misunderstanding cultural communication

styles might lead to conflict? How could Lewis’s model help prevent this?

Exercises for Critical Thinking
1. Cross-cultural quiz
1. Which of the following best describes linear-active cultures?
a) Emphasis on relationships and multitasking
b) Focus on harmony and indirect communication
c) Prioritization of tasks, planning, and direct communication
d) Flexible time and emotional expressiveness
2. In Lewis's model, which cultural type is most likely to value punctuality and
logical sequencing?
a) Multi-active
b) Reactive
c) Linear-active
d) Cultural pendulum
3. Which country is typically associated with reactive cultures?
a) Germany
b) Brazil
c) Japan
d) Italy
4. The "cultural pendulum” concept in Lewis's model suggests that:
a) Cultures are fixed and unchanging
b) Individuals can shift between cultural types based on situations
¢) Only linear-active cultures adapt to new environments

d) Multi-active cultures dominate global business

2. Decide whether the statement is true or false.
1. Multi-active cultures often prioritize building personal relationships before fo-

cusing on tasks.
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1.

Reactive cultures are characterized by direct, confrontational communication to
resolve issues quickly.

The Lewis model is based on stereotypes and doesn't account for individual
variations within cultures.

Linear-active cultures tend to use low-context communication, meaning they

rely heavily on unspoken cues.

CROSS-CULTURAL COlI\J/II\II\/II-Il;ISIICATION IN BUSINESS
Review Questions
What examples can you think of where differences in communication styles
might cause problems when working across cultures?
How would you describe the typical communication style in your culture, es-
pecially between bosses and subordinates?
Can one and the same person use different styles? In what situations?
Do you think knowing your preferred 'communication style might be useful to

you in intercultural situations?

Exercises for Critical Thinking

1. In this activity, you are presented with a series of indirect statements. Try to

decode them — to explain in direct language what the speaker probably means. Possi-

ble ways to rephrase the first statement are offered as an example.

1.

e A

That is a very interesting viewpoint. | do not agree. We need to talk more
about this. You are wrong.

This proposal deserves further consideration.

I know very little about this, but...

We understand your proposal very well.

We will try our best.

| heard another story about that project.

Can we move onto the next topic?
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2. Make a list of eight or nine key personal qualities or characteristics which
you think would help someone to be successful when working across cultures. Then

compare your list with those of your classmates.

3. What are some of the main cultural differences between Western countries

and China?

4. A Western company has recently hired some Chinese graduates to work with
Western colleagues. What do you think would be some of the cross-cultural challeng-
es that could arise when they work together?

Some issues could be:

Different attitudes to hierarchy, seniority and status;

Individualism vs. group orientation;

Different learning and communication styles.

BUSINESS CULTUREU:\II\:-I\-/ZRIOUS COUNTRIES

Review Questions

1. What are some key differences in business negotiation styles between Japan
and the United States?

2. How is relationship-building prioritized in Latin American business cultures
compared to European cultures?

3. What are some common etiquette norms for meetings in Middle Eastern busi-
ness environments?

4. How does the approach to direct communication vary between Western and
East Asian business cultures?

5. Describe the role of personal relationships and trust in doing business in Brazil.

6. What are some typical business dress codes observed in formal settings in Ja-

pan and the United Kingdom?
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7. How do cultures that value collectivism differ from individualist cultures in
their approach to teamwork?
8. Why is understanding local business customs important for multinational com-

panies operating in foreign countries?

Exercises for Critical Thinking

1. Read the following scenario and see if you can identify the problem.

Jenny Rains had been assigned to the Paris office of his company. As a gradu-
ate in French and someone with a lot of admiration for all French things she was very
excited. Upon arriving at the new office Jenny was looking forward to meeting all her
new colleagues and getting to know them. While waiting for a meeting to begin she
decided to initiate some conversation with another member of staff present, Mr. Le
Blanc. She introduced herself as Madame Rains and went on to enquire as to whether
Mr. Le Blanc was married and had children. Monsieur Le Blanc seemed distant and
unapproachable. Why?

(1) Introducing oneself as Monsieur/Madame if you are a foreigner is consid-
ered arrogant in France.

(2) As a new member of staff-Jenny should have waited for Mr. Le Blanc to
approach her.

(3) Asking personal questions in France is considered intrusive.

(4) Chatting before meetings in not considered proper business conduct.

2. Decide whether these sentences are typically about doing business in Brazil,
Japan or Saudi Arabia. One applies to more than one country.
1. People tend to stand close together when talking and are not afraid to touch
each other.
2. Don't be afraid of silence.
3. On receiving a business card, examine it carefully, then place it on the table in
front of you.

4. Initial meetings are generally not private.
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5. If you are offered coffee, accept, even if you do not normally drink coffee.

6. During a presentation, you can expect to be interrupted and asked a lot of ques-
tions.

7. Don't give white flowers as a gift, because they remind people of death.

8. Avoid direct questions, especially questions which may require a 'no" answer.

9. A meeting may be postponed by one or two days once you arrive.

10.Don't bring up topics of conversation such as crime, the government or defor-

estation.

3. Tim Collins goes to Saudi Arabia

Tim Collins, Sales Manager, travelled to Riyadh to present his company's TV
sets to Karim Al-jabri, president of a retail group. The meeting, arranged for Monday,
was postponed two days later. When Collins finally met Al-jabri, he was surprised
that several other Saudi visitors attended the meeting. He turneddown Al-jabri's offer
of coffee, and when asked about his impressions of Riyadh, said that he had been too
busy dealing with paperwork to see the sights. During the meeting, Al-jabri often in-
terrupted the conversation to take telephone calls. Collins wanted to get down to
business, but Al-jabri seemed to prefer to talk about English football teams. When
Collins admired a painting.on the office wall, Al-jabri insisted on giving it to him as a
gift. Collins was very embarrassed. Two days later, Collins presented his company's
new products. A large number of staff attended and asked technical questions which
Collins couldn't answer.. The following day, Collins asked Al-jabri if he wanted to
place an order for the TV sets. 'If God pleases: was the answer. Collins thought that
meant "Yes's Collins did not secure the contract. When he e-mailed Al-jabri a month
later, he was informed that Mr Al-jabri was away on business.

Tim Collins made several mistakes because he lacked knowledge of the local
business culture. In pairs, discuss his mistakes and note them down. Draw up a list of

advice you would give a visitor like Tim Collins
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4. Carson Martin, Managing Director of a Canadian golf equipment company,
travelled to Osaka to meet Vasuo Matsumoto, General Manager of a sports goods
business. Martin arrived punctually for his meeting with Matsumoto. He hoped it
would be with Matsumoto alone, but some of Matsumoto's colleagues were also pre-
sent. After introductions, they exchanged business cards. When Martin received
Matsumoto's card, he put it away in his wallet. However, Matsumoto examined Mar-
tin's card closely for some time. After a short discussion, Martin said, ‘Well, are you
willing to be an exclusive agent for us or not?' Matsumoto_looked embarrassed, then
he said, 'It will be under consideration.' Martin was not clear what Matsumoto meant.
Matsumoto went on to say that he had to consult‘many coelleagues in other depart-
ments before they could make a decision. After the-meeting, Matsumoto invited Mar-
tin to join him for dinner. Matsumoto complimented Martin on his ability to use
chopsticks. Later, Martin gave Matsumoto two gifts: a guide book for Ontario, Cana-
da, wrapped in red paper, and a bunch of beautiful white water lilies for his wife. 'l
hope they appreciate my gifts: he thought. He did not hear from Matsumoto for some
while. However, six months later, he received an e-mail from Matsumoto: 'Please re-
turn to Osaka as soon as possible. We would like to meet you to discuss the agency
agreement.'

Read the case, then discuss the questions in pairs.

1 Why was Martin disappointed when:

a) he first entered Matsumoto's office?

b) Matsumoto said, ‘It will be under consideration'?

2 What mistakes did Martin make when he:

a) exchanged business cards?

b) asked the question about an exclusive contract?

¢) gave Matsumoto's wife white water lilies?

5. What are some of the important cultural values in Japanese society? What

recommendations would you give to Western companies doing business in Japan?
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3. PA3JIEJI KOHTPOJISI 3SHAHUI

3.1. MeToauveckue peKOMeHAAMU MO0 OPraHU3anNH

U BBINOJIHEHHMIO CAMOCTOSITEJILHOM Pad0THI CTYJI€HTOB

PexomeHTyeTcst UCTIOIB30BaTh CeAyoue (POPMbI CAaMOCTOATENLHON PabOTHI:

— MOJATOTOBKA JIOKJIAJIOB U MPE3eHTAlU Ha 3aJIaHHYIO TEMY,;

— aHanu3 U o0paboTKa BUJIEO- U ayAMOUH(POPMAIIUU C MOCIELYIOUUM MOCTPO-
€HHUEM MOHOJIOTUYECKUX BBICKA3bIBAHMUIA,

— BBINTOJIHEHUE TBOPYECKHUX 3aJaHuil (MOATOTOBKA TPOCKTOB, OpPraHU3alUs U
MPOBEJICHHUE J1e0aTOB, POJICBBIX UTP U JAP.).

JI7ist KOHTPOJIST BBIMIOJHEHHSI CAMOCTOSITEAbHON PabOThl CTYJAEHTOB HCIOJIb3Y-
I0TCSI CJIEYIOIINE OLICHOUHbIE CPEJICTBRA:

— YCTHBIU OIPOC, JUCKYCCHUS,

— o0cyXKIeHue I0KIIaa, Mpe3eHTaluu,;

— IpeACTaBICHUE MPOEKTA.

KoHTponb BeINMOMHEHUS 3aJaHUN 10 CAMOCTOSITEILHON pab0OTe OCYIECTBIISICT-
Csl IPEUMYIICCTBEHHO Ha ayJAMTOPHBIX 3aHATHIX B XO7¢ OOCYKICHUS W / WU Tpe-
3€HTAllM{ BBHIMOJHEHHBIX 3aJaHU W IyTeM SKCIIPECC-OMpPOca CTYJICHTOB IO BOIPO-

CaM, BBIHCCCHHBIM Ha CaMOCTOATCIIbHOC N3YyUCHUC.
3.2. 3agaHusi 1JIsl CAMOCTOSITEIbHOM PadoThI CTYA€HTOB

1. Decide whether the statement is true or false.
1. Failure or inability of members of one culture to understand members of
another often results in problems like anxiety, disorientation, depression,
and sleep disorders.
2. In order to improve communication among different cultures it is helpful
to first interpret other cultural situations according to the values of one’s

own culture.
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3. As a general rule, a strong foreign accent indicates that the speaker does
not have a good understanding of English grammar and vocabulary.

4. Because people of all cultures share common human traits, non-verbal
communication (gestures and facial expressions) means the same thing all
over the world.

5. About 65% of a message’s meaning is conveyed through non-verbal be-
havior.

6. Much of the meaning and understanding is communicated via the con-
text of the message in Anglo-Saxon culture.

7. Appearance is an important non-verbal communication attribute because
it gives information about a person’s age;, gender, race, culture, and profes-
sion.

8. A potential barrier to cross-cultural communication is the physical dis-
tance between the speaker and the receiver.

9. Thought patterns, forms of reasoning and logic are universal human be-
haviors which occur the same way among all cultures.

10. All cultures tend to view the use of time in the same way.

11. Sign language that'is used by the deaf is considered to be verbal com-
munication.

12. Attitudes, the social organization of cultures and roles in society affect
relationships among people of different cultures but not communication be-
tween them.

13. Foreign language skills are essential in order to work effectively with
people of other cultures.

14."The'more groups differ in culture the greater the possibility of commu-

nication difficulties between them.

2. Prepare a short presentation to a group of business people who wish to do
business in your country, but who do not know much about your culture, customs and

etiquette. Choose four topics from the list below to talk about in your presentation.
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Proximity

Gift giving
Interruptions
Dining etiquette
Eye contact
Punctuality
Greetings

Dress etiquette
Saying goodbye

Business cards

3. What advice would you give to someone from another culture about working
effectively with people from your culture? How should they adapt their behaviour

and communication style?

4. Plan an intercultural briefing day-for an expatriate family moving from the

UK or the US to your country.

5. Using the table and example given below write descriptions of different
cultures.

Individualism ranks highest and is a significant factor in the life of U.S. Amer-
icans. The low ranking of long-term orientation reflects a freedom in the culture from
long-term traditional commitments, which allows greater flexibility and the freedom
to react quickly to new opportunities.

The high individualism (IDV) ranking for the United States indicates a society
with a'more individualistic attitude and relatively loose bonds with others. The popu-
lace is more self-reliant and looks out for themselves and their close family members.

The next highest Hofstede's dimension is masculinity (MAS) with a ranking of
62, compared with a world average of 50. This indicates the country experiences a

higher degree of gender differentiation of roles. The male dominates a significant
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portion of the society and power structure. This situation generates a female popula-
tion that becomes more assertive and competitive, with women shifting toward the
male role model and away from their female role.

The United States was included in the group of countries that had the long-
term orientation (LTO) dimension added. The LTO is the lowest dimension for the
US at 29, compared to the world average of 45. This low LTO ranking is indicative
of the society’s belief in meeting its obligations and tends to reflect an appreciation
for cultural traditions.

The next lowest ranking dimension for the United States is power distance
(PDI) at 40, compared to the world average of 55. Thisis indicative of a greater
equality between societal levels, including government, organizations, and even with-
in families. This orientation reinforces a cooperative interaction across power levels
and creates a more stable cultural environment.

The last Geert Hofstede dimension for the US is uncertainty avoidance (UAI),
with a ranking of 46, compared to the world average of 64. A low ranking in the un-
certainty avoidance dimension is indicative of a society that has fewer rules and does
not attempt to control all outcomes and results. It also has a greater level of tolerance

for a variety of ideas, thoughts, and beliefs.

Country E?::aerrlce Individualism |Masculinity Xcgf(;;ii:;y Io_roigg';;?[irg
Arab countries 80 38 52 68

Australia 36 90 61 51 31
Brazil 69 38 49 76 65
Canada 39 80 52 48 23
Finland 33 63 26 59

France 68 71 43 86

Germany 35 67 66 65 31
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Great Britain 35 89 66 35 25
Greece 60 35 57 112
India 77 48 56 40 61
Ireland 28 70 68 35
Israel 13 54 47 81
Italy 50 76 70 75
Japan 54 46 95 92 80
Spain 57 51 42 86
Turkey 66 37 45 85
USA 40 91 62 46 29

3.3. KoHTpo/IbHBIE BOMPOCHI 10 TeMAM NMPAKTHYECKUX 3aHATUH

What is cross-cultural communication?

What role does cross-cultural communication play in the modern world?
Who was the founderof cross-cultural communication as a science?
What are the barriers in cross-cultural communication?

What is cross-cultural competence?

What are the stages of cross-cultural communication training process?
What are the features of cross-culturally competent person?

What aspects of our life does culture refer to?

© 0o N o 0 B~ w DN PE

How do we define culture?

10 Why do we prefer an iceberg model of culture?
11. What types of culture do you know?

12. What are the characteristics of culture?

13. What is ethnocentrism?
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14.

What is the gist of Hofstede's Model of Cultural Dimensions for assessing

cultures?

15.
16.
17.
18.
19.
20.
21.
22.
23.

What are the drawbacks of his method?

How can you define power distance?

What are the features of low and high power distance cultures?

How does power distance influence communication and behavior?

What cultural things does the aspect of power distance reflect?

How can you define individualism and collectivism?

What are collectivist and individualist cultures?

What cultural things do they reflect?

What typical patterns of communication and behavior can be expected from

an individual brought up in collectivist or individualist cultures?

24,
25.

Define masculine and feminine cultures.

What can you say about a typical individual brought up in a mascu-

line/feminine culture?

26.
217.

What is uncertainty avoidance?

What are the characteristics of uncertainty accepting and uncertainty denying

cultures?

28.
29.
30.
31.
32.
33.

How do cultures differ as to their "time horizon™?

What is the role of Edward T. Hall in cross-cultural communication?

How can you define context?

What are the specific features of low and high context?

What kind of communication and behavior is generated by attitude to time?

What are the three main cultural types identified by R. Lewis in his cultural

model?

34.
35.

Describe the key characteristics of linear-active cultures.

How do multi-active cultures typically approach communication and social

interaction?

36. What are the main traits of reactive cultures according to R. Lewis?
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37. How can understanding Lewis’s cultural model improve international busi-
ness negotiations?

38. What are some potential challenges of intercultural communication that Lew-
Is’s model aims to address?

39. Compare and contrast linear-active and reactive cultures in terms of their ap-
proach to time and conflict.

40. Why is it important to recognize the behavioral and thinking patterns associ-
ated with different cultures?

41. What examples can you think of where differences in communication styles
might cause problems when working across cultures?

42. How would you describe the typical communication style in your culture, es-
pecially between bosses and subordinates?

43. How is relationship-building prioritized in Latin American business cultures
compared to European cultures?

44. How does the approach to direct communication vary between Western and
East Asian business cultures?

45. How do cultures that value collectivism differ from individualist cultures in
their approach to teamwork?

46. Why is understanding local business customs important for multinational

companies operating in foreign countries?
3.4. lIpumepHblii NepedyeHb BONMPOCOB K IK3aMeHY

Hofstede's cultural dimensions theory.

Communicative behaviour typical for high power distance cultures.
Communicative behaviour typical for low power distance cultures.
Communicative behaviour typical for collectivistic cultures.
Communicative behaviour typical for individualistic cultures.
Communicative behaviour typical for masculine cultures.

Communicative behaviour typical for feminine cultures.

©© N o gk~ W DN E

Communicative behaviour typical for uncertainty accepting cultures.
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9. Communicative behaviour typical for uncertainty avoiding cultures.
10. Edward T. Hall's cultural model.

11. Communicative behaviour typical for high-context cultures.

12. Communicative behaviour typical for low-context cultures.

13. The aspect of "saving face" in high-context cultures.

14. Communicative behaviour typical for polychronic cultures:

15. Communicative behaviour typical for monochronic cultures.

16. The Lewis Model of Cross-Cultural Communication.

17. Cultural aspects of verbal communication.

18. Cultural aspects of non-verbal communication.

3.5. IlepeyeHb peKOMeHyeMbIX CPEICTB JUATHOCTUKHI

JIns OLIEHKM YPOBHSI 3HAHWW W JTOCTWKEHHUW CTYJECHTOB PEKOMEHIYETCS HC-
MOJIB30BaTh CICAYIOIINN JUArHOCTUYECKUN UHCTPYMEHTAPUIA:

— (bpOHTANBHBIN, TPYNTIOBON U MHIMBUAYAJIbHBINA OMIPOC;

— aHau3 TeKcTa (YCTHOTO BHICTYIUICHMS, NTEYaTHOM CTaThU WIH Kelica);

— BBICTYIUICHUE C JIOKJIAJIOM WJIW IPE3CHTAIUEH;

— MPEJCTABJICHUE MIPOCKTA WIIK PE3YJIbTATOB UCCIIENOBATEIBCKOIO 3a/1aHU;

— ydacTue B JUCKYCCHUM WM Jie0aTax, poJIeBbIX UTPax.

NToroByro nuarHoCTUKy pe3yJbTaToOB YU4E€OHOM NEATENbHOCTU CTYJEHTOB IO
y4eOHOU TUCHUIUINHE «MEKKYIbTypHas KOMIIETCHIUS (Ha WHOCTPAHHOM SI3BIKE)»
PEKOMEHIy€eTCsl OCYIIECTBISITh B XOJ€ MPOMEKYTOUHOU aTTECTALUN.

B xopxe MmpoMexyTOYHOI aTTecTaluuu IJsi OUEHKH Pe3yJIbTaTOB OOy4YEeHUS
MIPUMEHSIIOTCS KPUTEPUU OLICHUBAHUSI, PEKOMEH0BaHHbIE MUHHUCTEPCTBOM 00pa3o-

BaHMHA.
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4. BCIOMOT ATEJIbHBIN PA3JIEJ

4.1. YuyeOHasi mporpaMMa JUCHMILJINHBI

YACTHOE YUYPEXJIEHUE ObPA3OBAHNA
«MHCTUTYT COBPEMEHHbBIX 3HAHU UMEHU A M.IITMPOKOBA»

YTBEPX/IAIO
Pextop MHCTUTYTA COBPEMEHHBIX 3HAHUI

nmenn A.M.UIupokoBa
A.JI.Kanuios

.2025
Perucrpanmonnsnii Ne V/[-02-  /yq.

MEXKYJbTYPHAS KOMIIETEHL U
(Ha MHOCTPAHHOM fI3bIKeE)

VYueOHas mporpaMmMa yUpeKIeHHUS BBICIIETO 00pa30BaHUS
10 y4eOHO! AUCIUIUINHE JIJI CTICIHATBHOCTH.

6-05-0231-03 JIunrBucTHUECKOE OOECTICUeHNE MEXKYIbTYPHOU
KOMMYHUKaL#K (AaHCAWHCKUHN S3bIK ¥ BTOPOU WHOCTPAHHBIN S3BIK)

2025 .
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VdeOHas mporpamMma COCTaBJIeHa Ha OCHOBE 00pa3oBaTENbHOTO CTaHIapTa
Beiciiero  obOpazoBanus OCBO 6-05-0231-03-2022 1o cHenmalbHOCTH
6-05-0231-03 JlunrBuctuyeckoe oOECIeYeHHEe MEXKYJIbTYpPHOH KOMMYHUKAIIUU
(aHTTUICKHIA S3BIK ¥ BTOPOH MHOCTPAHHBIN SI3bIK) M YUYEOHOTO TUIAHA IO CIEIHaTb-
HOCTH

COCTABUTEJIb:

T.B.KonecHuk, crapuiuii npenoaaBaTteib kadeapbl MEHEIKMEHTa U KOMMYHUKAIIUN
YacTHoro yupexjaeHusi oOpazoBaHusi «MHCTUTYT COBpEMEHHBIX 3HAHUN HMEHU
A.M.IlIupokoBa»

PEHHEH3EHTDI:

N.E.NHo3emuieBa, AOLEHT Kadeapbl MEHEMKMEHTAa W KOMMYHHUKanuii YacTHOro
yupexJenuss  oOpazoBaHuss  «MHCTUTYT. COBpEMEHHBIX  3HAaHUW  HUMEHU
A.M.IlIupokoBa», KaHAUAAT KYJIbTYPOJIOIrWH, TOLCHT;

C.I' JIaBpeHTheB, cTapiiuid mpenojaBaTenb Kadeapbl TepMaHCKOTO SI3bIKO3HAHUS
¢dunonoruyeckoro gakynbrera beaopycekoro rocy1apcTBEHHOTO YHUBEPCUTETA

PEKOMEHAOBAHA K YTBEPX/JIEHUIO:

Kadenpoit meHemxkmMeHTa M KOMMYHHMKaUUi YacTHOTO yupexkJaeHus 00pa3oBaHMS
«HCTUTYT COBpEMEHHBIX 3HaHMK nmeHn A.M.I1InupokoBa»

(mporoxon Ne 12 ot 29.05.2025);

Hayuyno-meTonnueckuM coBetoM YactHoro yupexaeHusi oopasoBaHus «MHCTUTYT
COBpeMEHHBIX 3HaHn1 uMeHn A.M.IIIupokoBa»

(mpotokoit Ne 5 ot 25.06.2025)



HOACHUTEJIBHAA 3AIIUCKA

YueOHast auciuIuimHa «MeXKyJIbTypHas KOMICTeHIHs (Ha WHOCTPaHHOM
SI3BIKE)» HampaBjcHa Ha (OPMHUPOBAHUEC MEKKYJIbTYPHOW KOMIICTCHIIUH, OCHOBAH-
HOM Ha CUCTEMHOM MPEACTaBICHUU O KYJIbTYPHON BapUaTUBHOCTH U HALIMOHAIILHOM
cTuie OOIeHHs], Ha 3HAHUU SI3BIKOBBIX U KYJIbTYPHBIX OCOOCHHOCTEH U HOPM IOBE-
JICHUS, XapaKTePHBIX KaK JJIsI CTPAHbl U3y4aeMOTO S3bIKa, TaK U JJist CBOC CTPAHBI.

B ycrnoBusix rinobanuzanuu 1 MHOT00oOpas3us KyJbTyp MEKKYJIbTYpHas KOMIIe-
TEHIIMSI CTAHOBUTCSl BaXKHBIM acIEKTOM OOpa3oBaHUs, COCOOCTBYIOMINM (POPMHUPO-
BAHUIO Y CTYJCHTOB HaBBIKOB 3(P(EKTUBHOTO OOIIECHUSA U B3aUMOJCUCTBUSA C MpE.-
CTAaBUTEIISIMU PA3JTUYHBIX KYJIBTYP.

Leabio uzydeHus y4eOHOW AUCIUILIMHBI « MEKKYJIbTypHast KOMITETeHIUs (Ha
WHOCTPAHHOM SI3BIKE)» SIBJIICTCS (POPMHUPOBAHUE W PA3BUTHEC HABBIKOB M YMCHHI He-
00XOAMMBIX JIJIsl OCYIIECTBICHUS MEXKYIHTYPHOTO OOIIEHHS.

OcCHOBHBIC 3a1aYM U3YYCHHUS!

— (hopMupoOBaHUE KYJIbTYPHO-CIEUU(PUUSCKUX 3HAHUM, CIIyX,aluX OCHOBOM
JUIsL aJ€KBaTHOTO TOHUMAHWS W MHTEPHPETa KOMMYHUKATUBHOTO TMOBEICHUS
MPEJICTABUTEIIEN CBOEH U MHOM KYJIBTYPBI;

— (hopMupoOBaHUE BOCIIPUUMYHUBOCTH, HAOII0JaTEILHOCTU U TOJIEPAHTHOCTH,

— pa3BUTHE YMEHHS BBICTPAMBATH CTPATETUIO0 MOBEJICHUS C MPEICTABUTEIAMU
JIPYTUX KyJIbTYp B 3aBUCUMOCTHU OT CUTyalluu OOIICHUS;

— pa3BUTHE HABBIKOB COMOCTABJICHUS U aHAJIN3a KYJIbTYD;

— pa3BUTHE CIOCOOHOCTU K IMIIATHUH.

W3ydeHne y4eOHOW JUCTIUTUTHHBI «MEXKYyJIbTypHas KOMIETeHIHs (Ha WHO-
CTPaHHOM SI3BIKE)» HAIPABJICHO Ha POPMHUPOBAHUE CIICAYIONIEH KOMIICTCHIIUH:

OCYILECTBIISITH. PEYEBYIO ACSATEILHOCTh B COOTBETCTBUU C KOMMYHHUKATUBHOM
LETbI0 U CUTYyalueil oOleHus AJisi o0ecreueHusl aieKBaTHOCTH COIMAIbHBIX U MPO-
(heccroHaNBHBIX KOHTAKTOB.

B pesyibrare uzyduenue yueOHOU TUCIUIUIMHBI CTYJICHT JTOJKEH

3HATH:

— kmaccudukaruu kyiaptyp 3. Xomia, I'. Xodcerene, P. JIvtouca,

— crocoObl MTPEOI0JICHUSI MEKBS3BIKOBBIX U MEKKYJIBTYPHBIX 0apbEepOB;

— 0COOCHHOCTH BepOaNbHOW U HEBEPOAIbHOM KOMMYHHUKAIMW B Pa3IMYHBIX

3THOKYJIbTYPHBIX COOOIIECTBAX;
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YMeETh:

— aJIeKBaTHO BOCIIPUHUMATL U WHTEPIPETUPOBATH PA3IUYHBIE KYJIbTYPHBIE
LIEHHOCTH,

— paccMaTpUBaTh Pa3IMYHbIE KYyJIbTYPHBIE SIBICHUS C IIO3ULIUU IMIIATUH,;

— UHTEPIPETUPOBATh KOMMYHUKATUBHOE ITOBEICHUE NIPEACTABUTENIEH CBOEH U
VHOU KYJIBTYpHI,

— pa3palaThIBaTh CTPATETUU M TAKTUKUA PaOOTHI B YCIOBHSIX MEXKBA3BIKOBOU U

MC)KKy.HBTypHOfI KOMMYHHMKAIIUH,

HMeThb HABBIKU !

— aHaJu3a KyJIbTyp;

— 3((EeKTUBHOr0 B3aUMOJEHCTBUSA B MYJIbTUKYJIbTYPHOM COOOIIIECTBE.

B pamkax o6pazoBaTeapHOIO IMpoliecca Mo JaHHOW Y4eOHOW TUCIUILINHE CTY-
JEHT JI0JKEH MPUOOPECTH HE TOJIBKO TEOPETUUECKUE M MPAKTUYECKUE 3HAHUS, yMe-
HUS U HaBBIKU MO CMEIUAIBLHOCTH, HO U Pa3BUTh CBOW LIEHHOCTHO-TUYHOCTHBIN, JTy-
XOBHBIN MOTEHIIMAN, cPOPMHUPOBATH KauecTBa MaTpUOTa U TPa)KJaHWHA, TOTOBOTO K
AKTUBHOMY  Yy4YacTHIO B 3KOHOMHUYECKOW, IPOM3BOACTBEHHOM, COLMAIBHO-
KyJbTYPHOU U OOLIECTBEHHOU KU3HU CTPAHBDL

OO0miee KOJIMYECTBO YacOB; OTBOJMMOE Ha H3y4YEHUE YUEOHOU IUCIMILIMHBI
«MeXKyJIbTypHass KOMIETeHIM (Ha HHOCTpaHHOM si3bIke)», cocTaBisger 100 akaje-
MHUYECKHX 4YacoB, M3 HUX ayAuTOpHBIX — 50 wacoB (mpaktuueckue 3ansatus). Camo-
cTosTenbHas padora — 50 HacoB.

Texymrast aTTecTarysi MPOBOAUTCS 2 pa3a B CEMECTP B cleAyromux Gopmax mo
BBIOOPY: Ipe3eHTalus, J0KIaJ, cOOOLIEHNE M0 TeMaM, ONpPEeIeIsieMbIM IMpenoaaBa-
TEJIEM.

dopma MPOMEKYTOUYHOU ATTECTALIMU — DK3aMEH.
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COIAEPKAHUE YYEBHOI'O MATEPHUAJIA

Tema 1. MexKyJbTypHAsE KOMIIETEHIUS - 32J10T ycleXa MeXKKYJIbTYPHOM
KOMMYHHUKAIUH

Onpenenenne MEXKyIbTypHON KoMHOeTeHIMUA. OCHOBHBIE KOMITOHEHTBI MEK-
KYyJbTYPHOW KOMIIETCHIIMM. 3HAYEHUE MEKKYJbTYPHOU KOMIIETEHUMU B COBPEMEH-
HOM MHpe. MeXKynbTypHass KOMIIETCHIMS B MEXKIyHAapOIHOM TypHU3Me. MexXKyib-
TypHas KomneTeHuus B OusHece. Kpocc-KynbTypHbIN KOHCAITHHE.

Tema 2. KyabTypa u €€ 3jieMeHTbI

[loHsiTHE KYJIBTYpBl. DJAEMEHTHI KYJIbTYPbI: SI3bIK, LEHHOCTH, HOPMbI, OOBIYAH.
KynbeTypHble paznuuus U UX BIMSHUE HA KOMMyHUKauo0. HannonaneHas KyneTypa.
DTHYECKHUE aCTIEKThI MEXKYJIBTYPHOTO B3aUMOECHCTBUSI.

Tema 3. Teopus KyabTypHbIX H3Mepenuii L. Xodcrene

[TapaMeTpbl KynbTYpHBIX U3MEPEHHUM. NUCTAaHUUS BJIACTH, WHIAWBUAYAIN3M U
KOJUIEKTUBU3M, MACKYJIMHHOCTh U (EMHUHHOCTb, H30€raHue HEOIpeaeIeHHOCTH,
KpaTKOCPOYHasl WU JOJTOCpOYHas OpUeHTauus Ha Oynymiee. CpaBHUTEIbHBIN aHa-
JU3 KyJIbTYP.

Tema 4. Teopusi BBICOKO- i HI3KOKOHTEKCTHBIX KYJbTYP J. Xos1a

OcobeHHOCTH BepOAIbHOIO M HEBEPOATHLHOTO KOMMYHUKATUBHOTO MOBEJICHUS
B BBICOKOKOHTEKCTHBIX W HU3KOKOHTEKCTHBIX KyJbTypaX. KOMIOHEHTHI HeBepOaib-
HOM KOMMYHUKaIUU. KWHECHUKA, IPOCOJANKA, TAKECHKa, MPOKCEMHKA, XPOHEMHKA.
KonuenryansHas kapruHa BpeMeHH. [[onnXpoHHBIE 1 MOHOXPOHHBIE KYJIBTYPHI.

Tema 5. KyabtypHas moneasn P. JIbrounca

IlonsTre nemoBOM KynbpTypbl. TpeyronpHuK KyaeTyp P. JIpronca: MOHOAaKTHB-
HbIE, MOJIMAKTUBHBIE U PEAKTUBHBIE KYJIbTYypbl. OCOOEHHOCTH pa3HbIX BHUJIOB JIEJIO-

BBIX KYJBTYP.
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Tema 6. MexKyIbTYpHASE KOMMYHHKALMS B KOHTEKCTE /1€JI0BOT0
B3aUMO/IelicTBUSA

BepbanbHble W HeBepOaJbHBbIE  ACHEKTBl  MEXKYJIbTYPHOW  J€JI0BOMU
KOMMyHuKanuu. IIpobGnemsl U Oapbepbl B MEXKYJIbTYPHOM KOMMYHUKALIMH.
Crpateruu 3¢)peKTUBHOIO OOIIEHUS C MPEACTABUTEISIMU APYTUX KYJIBTYP.

Tema 7. [lenoBble KyJbTYPbl B MEKIYHAPOXHOM OH3HeCE

CpaBHUTENBHBIN aHATU3 OU3HEC-KYJBTYP B pa3iau4HbIX cTpaHax mupa: CIIA,

ctpanbl A3uu, EBponsl, FOxHO#1 AMepuku, bimxknero Bocrtoka.
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NH®OPMAIIMOHHO - METOANYECKAS YACTb
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Taylor & Francis Group, 2015. — 416 p.
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1. bapwimaukoB, H. B OcHOBBI nipodeccruoHanbHON MEKKYJIHTYPHON KOMMY-
HuKaiuu . y4e0. mocoouwe / H. B. BapeimmaukoB. — M. : By3oBckuil y4eOHUK :
NHOPA - M, 2016. — 368 c.
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BeHHs K B3anMmonoHumanuto / P. J1. JIetouc. — M. : Jleno, 2001. — 446 c.
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TpeﬁoBaHnﬂ K BbINIOJJHEHHIO CAMOCTOATEIbLHOM paﬁoTbl CTYACHTOB

Ne | Ha3Banue paszena, Kon-Bo 3aganue dopma BbI- Llens u 3amaga
/1 | TeMbI 4acoB MOJTHEHUS CPC
Ha CPC
1 MexKynbTypHas KOM- 2 [TonrotoBka k mpak- | CooOmenue | YrmyOnenue u
HICTCHITNA - 32101 TUYECKUM 3aHATUAM. | [0 TEME pacLmMpesue
yCIexa MEKKYJIbTYp- PaGora ¢ 31eKTpoH- 1poQeccnonab-
HOM KOMMYHUKAIHH HBIMH HHbOPMAIIH- HBIX SHAHMI 11O
OHHBIMHU M 00pa3oBa- U3y4aeMOU JHC-
TEJIbHBIMU pecypca- LATIINHE
MHU.
N3ydenue nononHu-
TEJILHOM JINTEPATyPhl
2 | Kymbrypa i e€ ane- 2 [oxroroBka k npak- | Coobmenue | Yrmybnenue u
MCHTBI THYECKUM 3aHATUAM.. | IO TEME paciiupenue
PaGora c anexTpon= npoQeccuoHab-
HBEIMH HH(pOpMAaLIH- HBIX 3HAHUM T10
OHHBIMHU M 00pa3oBa- U3y4aeMOU JHC-
TEJIbHBIMH pecypca- HUIIIINHE
MHU.
N3yuenue 1ononHu-
TEJILHOM JINTEPATYPbI
3 Teopus KynbTYpHEIX 2 Pa6ota c snekrpon- | [loaroroBka | @opmupoBaHue
usmepenui I'. Xod- HBIMH UH(pOpMAIH- MIPE3CHTAIMU | HABBIKOB COIIO-
cTenc OHHBIMU PECYpCaMHU. CTaBJICHUS U aHa-
N3ydenue nononHu- JIn3a KyJIbTyp
TEJILHOM JINTEPATyPbI
4 Teopus BbICOKO- 1 2 Pab6ota c snextpon- | [loaroroBka | @opmupoBaHue
HU3KOKOHTCKCTHBIX HBIMH HH(OpMAIIH- MpPE3EHTAllNA | HaBBIKOB COIIO-
KynbTyp 3. Xosna OHHBIMM PECYPCAMH. CTaBJICHUS U aHa-
N3ydenue nononHu- Ji3a KyJIbTyp
TEJILHOM JINTEPATyPhI
5 KynsTypHas moaenb 2 Pabota ¢ 91eKTpoH- | TJoarotoBka | MOpMHUpPOBAHHE
P. JIstonca HBIMHU MH(OpMAIH- MpEe3eHTAIlMN | HaBBIKOB COIO-
OHHBIMH PECYypCaMH. CTaBJICHUS U aHa-
N3ydeHne 1onoyHu- JTM3a KyJIbTYp
TEJIbHOW JIUTEPATYpPHI
6 MexkynbTypHas 2 HoxaroToBka k mpak- | Coobmenne | ®opmupoBaHue
KOMMYHUKAIUS B TUYECKUM 3aHATHAM. | 110 Teme HABBIKOB d((eK-

KOHTEKCTE JIEJIOBOI'0
B3aUMOIENCTBUA

PabGora c anexTpoH-
HBIMU UH(OpMaLH-
OHHBIMHU U 00pa3oBa-
TEJNBbHBIMH pecypca-
MHU.

N3ydeHnne n1onoyHu-
TEJILHOU JINTEPATYPbI

TUBHOr'O OOIEHUSA
C MPEJCTaBUTEIIS-
MU JIPYTHX KYJIb-

yp
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JlenoBble KyJIbTyphl
B MEXIyHapOJAHOM
OusHece

PabGora c anexTpoH-
HBIMU UH(OpMaLH-
OHHBIMH PECYpCaMHU.
N3ydenue nononHu-
TEJILHOM JINTEPATyPbI

IloxroroBka
MpE3CHTALINU

®opmMupoBaHUE
HaBBIKOB 3 dek-
THUBHOI'O B3aHMO-
JIEUCTBUSA B YCIIO-
BUSIX MHOTOHAIIM-
OHAJILHOT'O U MHO-
LOKYJIbTYPHO-

ro obuecrea
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IIpuMepHBIii NepedyeHb BOMPOCOB K IK3aMeHY 110 y4eOHO! TUCIUIIUNHE
((Me)KKy.Hl)TypHaﬂ KOMIICTCHIINA (Ha HHOCTPAHHOM SI3]>IKe)>>
Hofstede's Model of Cultural Dimensions for assessing cultures.
Communicative behaviour typical for high power distance cultures.
Communicative behaviour typical for low power distance cultures.
Communicative behaviour typical for collectivistic cultures.
Communicative behaviour typical for individualistic cultures.
Communicative behaviour typical for masculine cultures.
Communicative behaviour typical for feminine cultures.

Communicative behaviour typical for uncertainty accepting cultures.

© ©o N o g M w b E

Communicative behaviour typical for uncertainty avoiding cultures.

[HEN
o

. Edward T. Hall’s cultural factors.

[N
[N

. Communicative behaviour typical for-high-context cultures.

[HEN
N

. Communicative behaviour typical for low-context cultures.

[HEN
w

. The aspect of "saving face" in high context cultures.

[HEN
SN

. Communicative behaviour typical for polychronic cultures.

[HEN
a1

. Communicative behaviour typical for monochronic cultures.

[HEN
D

. The Lewis Model of Cross-Cultural Communication.

[HEN
\I

. Cultural aspects of verbal communication.

[EEN
oo

. Cultural aspects of non-verbal communication.

IlepeyeHb HCNOJIBL3YEeMbIX CPEJACTB JHATHOCTUKHU
pe3yJIbTAaTOB Y4eOHOM 1eATeJIbHOCTH
B xauecTBe CpeCcTB IUArHOCTUKH KOMIETECHIIMN CTYJICHTOB UCIIOJIb3YFOTCS:
3aJaHus B pasiUYHbIX (hopMax (yCTHBIE, MMCHMEHHBIC, TPYIIOBBIC, MMapHbBIE,
WHIMBHUIyalTbHbIC), (POHTAIBHBIA W WHIMBUAYAIBHBIA ONPOC, JUCKYCCHS, TPE3CH-

TaIMu U COOOIIEHUS U JIP.
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ITPOTOKOJI COT'JIACOBAHNS YUEBHOU ITPOI' PAMMEBI

HazBanue [Ipennoxenus o0 u3- | Pemienue, npuHITOE Ka-
y4eOHOM uc- MEHEHUSIX B cofiepka- | ¢eapoit, paspadboTaBiiei
LUUTUIMHBI, C Ha3zBanue HUU y4eOHOM mpo- yaeOHyI0 nporpamMmy (c
KOTOpPOM Tpe- Kadeapsl IpaMMBbI IO U3y4dae- | yKa3aHUEM JaThl 1 HOMepa
Oyercs corna- MOH y4ueOHOU TUCIIN- IPOTOKOJIA)
COBaHUE TUTMHE

JOITIOJIHEHUA 1 UBSMEHEHUWA K YYEBHOU TIPOTPAMME
Ha 20 _ /20 __ y4eOHbI roj

No
i JloToTHEHNS M N3MEHCHHSI OcHoBaHue
VYyebHas mporpamma nepecMoTpeHa U 0J00peHa Ha 3acelaHuu Kadeapbl Me-
HE/DKMEHTA M KOMMYHUKAIUH (mpoTtokos Ne_ ot . .20 )

3aBenyromuii Kadeapoi

(y4eHast CTETIeHb, YUeHOEe 3BaHue) (mommHCH) (W.0.Dammws)

YTBEPXAIO
Jlexan ¢akynbrera

(y4eHas CTeTieHb, YUeHOe 3BaHue) (mozmucs) (N.0.®amumms)
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