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Abstract

In times of hasty growth, both in economic development and globalization, an cumulative number
of ﬁ.nns' spread their businesses abroad. A ensuing challenge of this development is the managenal
implications of cross-cultural management. This study pays a qualitative approach in a single case study of a
US.company and its subsidiary in China. After reviewing the previous studies, the authors précis the
variances of management style, staff behaviors and communication system in different culture context and
find the barriers of cross cultural communication in multinational firms. The discoveries of this study show
that tt{e barriers of communication come from the national culture’s encouragement on the work place and
behaviors of people with different identity. Moreover, culture also influences people’s mode of thinking and
behaving and result in different empathies toward vision and purposes of firms.
Key words: cross cultural, communication, multinational firms, management style, staff behavior

Introduction
Because of the globalization and the rapid expansion of economics, multinational firms are more and more

rampant. Intercultural communication grants a new contest to managers. Culture, as Hofstede (1997, p. 4)
states, is the “software of mind” that can impact people’s outlines of thinking and behaving. Mental
programming stimuluses people’s living and working all over their lives. For example, Sweden and China
are engrossed in different cultures which lead to different ways of thinking and behaving. When a Swedish
company tries to realize the management style or behaviors of Chinese staff, some basic principles are
rebelled. For instance, Chinese feel that all men are born unfit and they should all adapt the decision of the
authority (Martinsons & Hempel, 1998). While Western people trust that all men are born identical and they
can make self-governing decisions and act on their own (ibid). Ambos and Schlegelmilch (2008) contend
that one culture may support certain type (or types) of organizations rather than other types, and culture
differences will eventually influence on the performance of company (ibid). In addition, national culture can

impact the management and communications of organizations.
Companies who cover their business abroad have to face a task of cross-cultural communication. Especially

for multi-culture firms with some holdings in other countries, it is essential that managers have common
communication and sufficient understanding for organizational goal. Technical developments have detached
most of the physical barriers on communication. However, managers still happenstance some cultural
barriers. In order to attain success, managers working in global environments must be capable IN Cross-
cultural communication. Different characteristics of culture result in thinking, considerate and
communicational diversity. These diversities barricade organizational development and management more

or less More and more managers have paid attention to the problem of cross-cultural conflict on

communication.

Statement of the problem o _
To understand the different barriers of communication in Mncs which obstruct the communication within

an organisation, it is very important to analyse the types of barriers. To go more into it is very important to
conceptualise the content. There are several reasons where interpersonal communications may fail. There
are numerous reasons wherefore interpersonal communications may fail. In many communications, the

memo (What is said) may not be established exactly the way the sender envisioned. It i1s, consequently, vital

that the correspondent seeks feedback to check that their message 1s clearly understood.
There are numerous barriers to communication and these may befall at any stage in the communication

process. Barricades may lead to your message becoming slanted and you therefore risk degenerative both
time and /or money by causing confusion and misinterpretation. Effective communication nvolves

overpowering these barriers and transmission a clear and concise message.
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gz;tt‘:: iosftll;le“:dr;i;n of taken-for-granted molds about how a given collection of people should think, act,

et . 9 . 3). Hofstede (1997) discourses that
and feel as they go about their daily a_f'falrs (lJoyrlltt & mﬁ}olnga?%uﬁmrl, which differs when it comes tg
SO SO RS SR I f life, in other words, one’s value comes Halmstaq
values and practice. Values come from the knowle:-dge of life, 78 1from e T

| S e

vl se by Englfleeﬂng pue Sfchlan hci(;lLel:p(ezr?;I?c)e' working. The alterations in nationg]
i T ?f o Wlll:le Perf(:{'?: (\:;E;Te i?ln:):;anizational level, culture differences seem mostly in
culrure e 1: v;:}l::es Ji;ﬁ:r(itbi?) p{fl;:elma and B;run (2009) refer to Schneider and Barsoux’s (1997) quarre]
Fhr::: tt]lf: ;aatreirt cjll:ntry’s culture is often remained in multicultur_al companies, al;ld the na;ltt;r;a} cu}ture Tf
parent’s company is often defied by the national culture of subprdmate‘company, ecauseho - oretlgn rule
put on it. National culture provides a principle for employees in organizations to comprehend how :t}l:’_vork,
how to approach to the goals and how they want others tg delicacy them. If the mat"lﬁgt?mle? within an
organization fails to consist with these “deeply hold values” together, the empleee will fee l_scontented
and frustrated, thus will poorly perform (Newman &Nollen, 19‘96). _BeSIdes, t_he effectiveness of
organization will decrease. Hofstede (1980) claims that there are four dlme-nstlcrns of na?mnal. c.ulture: !ow Vs.
high Power Distance; individualism vs. collectivism; mascullmt_y vs. femininity; and 1{1dec1510n ?vmdance.
Before long, the fifth dimension i1s organed by Harris Bond, which was called Confucian dyr}amlspl (Bond
& Hofstede, 1988). Later, Hofstede takes it into his agenda in terms of long vs. short term orzlenFatl(‘m. Low
vs. High Power Distance Power distance is “the level to which the less powerful members of institutions and
organizations within a country expect and accept that power is disseminated” (Hofstede, 1997, p. 28). In low
influence distance countries, the authority is dispersed within the organization. Superiors are dependent on
subordinates as session on a limited extent. Thus, emotional distance between them is relatively small: it is
easy and agreeable for subordinates to approach and contact their superiors. However, in high power
distance countries, power is always federal within the organization. Only a substantial dependence exists
from subordinators to superiors. “Subordinates retort by either preferring such dependence, or rejecting it
entirely, which in psychology is known as “counter dependence”: that is requirement, but in a negative sign”
(ibid, p.27). High power detachment countries thus show a pattern of divergence between dependence and
counter dependence (ibid). Individualism vs. Collectivism “Individualism relates to societies in which the
ties between individuals are loose: everyone is predictable to look after himself or herself and his or her
immediate family. Collectivism as its opposite pertains to societies in which people from birth onwards are
integrated into strong, cohesive cliques, which throughout people’s lifetime continue to protect them in
exchange for unquestioning faithfulness” (Hofstede, 1997, p- O1). The two dimensions (power distance and
individualism) incline to be negatively Halmstad School of Business and Engineering Rufei He &Jianchao
Liu (2010) 6 / 32 connected: larger power distance countries are also likely to be more collectivist: small

power aloofness countries are more individualist. When the authority is disseminated, people are likely to be

individualist. When the authority is centralized people is likely to be collectivist.
Objectives

1. To understand the best
communicating.
2. To ensure The best solution for C

between a parent company and subsidiary
Research Methodology

The data has been collected from arou throu ' :
CO . The data
collected for the study is gh convenient sampling method. T

' - 1he primary data was collected through interview
method and secondary d of journals. The data was calculated through

and low context communication_
communication theory |

d as a culture based on the communications that people within the cultur®
ately links management style and staff bel,

research, which can be watche
prefer to use . It appropri - -

| - - { Cross
cultural management in SVIOur fo converse the issue 0 |

. PN l\r
and Smith, cultures cannot be €ast.
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described into HC or LC, b
, DUt 1o some extent, *
Xtent, “some cultures tend to be at the higher end while others are at

the lower end of the continuum”
P o2 _ . To some
similarly, staff behavior imply s.ubordill:ntf;rm;gte » Management style imply superior part of the organization
thcs? Halmstad School of Business and Ep =5 t_he organization. Frequently, because of the ga 1
barriers also occur during th : ngineering Rufei H ; : gap H'Hll()l’lg
_ g the conveying of i He &Jianchao Liu (2010) 8 / 32 positions
that are used within the T messages and informat; icati : ’
il organization to hel ion. Communication system is the ways
Organization uses communicati elp contemporaries to “ : -
Serblutent unication system to link transmit messages and information.
a nllflstranve goals. Management style Culture i lnf o elu.. ol WK S
researchers have undgrlined the importance of cultS R S ssipistiog S Myl o eampes, Bevers
to solve th_e battles within the organization. Chine ure on management style. The different way managers U
Prettﬁ'f a nval sW{e. Leadership style is prc'udis edmanagers B B B e
addition, an effective management style facilijtatese O T U 3
1985). Chinese have a different point of view on tlf: lt.llllm‘-lmcatum and in_fonnational transmission (Mcphee,
& Wt'-‘?twood, 1997). As a result, aidiosyncratic i S ]'e ade_r Db s gy Sss——
rzgul‘?tlons are used moderately (ibid). Chinese leadem-gmup ks f: o qutiantion. Joukl REVSMEe.
4 opting team’s perspective (Martinsons & Westwo::i ali?)gm R B
important results are only made by lea R, S0 fef_ef ‘0 Fukuda, 1983). Therefore, in China,
| _ y leaders according to their indivi -
natural that Chinese leaders who own authority to determi e, o o M- &
We_SFWOOd, 1997 refer to Silin, 1976). Western cvounl:rie eﬁne et 12 N e
legltu?late: power to protect their private property 'F'lie bStl'thfat person has his/her individual right and a
organw?tfonﬂl structure. According to Martinsons at;d \\ t\ffled S T et R
any d_eCISIOI]-makiIlg in the system does not depend on it estwood (1997), in greatest westem organizatons,
and iopessoml st of miles 'with its top managers or owners, in its place, on a rational
e th a well-defined purpose. Staff ' '
organizations. They bring organizati : : rpose. ola behavior Staff is critical asset of
_ : g organization with their knowledge, skills, and ski
education provides important devel * ’ , and skills. Webb (1996) argues that
) P velopments and has been observed '
staff. Skills of the labors will ultimatelyleads to the inequality of el B
1993) Wage 1s alwavs viewed th o 9 lty of their Wages (JUhIl, Mul'phy & Pierce
ay y as the enthusiasm part or the ose of worki : ’
has a positive relationship with skills, will regulate the wage lpm}) fe o S
more and be more driven than their less educated collga s, 1.;1 Staff"Th':lswe“ educ?ted MRS WS,
School of Business and Engineering Rufei He &Jianchao i iﬁuezs(.no ;nultmatlonal O{gamzations, Halmstad
staff that cannot be neglected (Usunier& Lee, 2005) Ac( du? /32‘language e gt
relationship between language & culture Moreo;er botil of fl?;se t%vctoi Jla'ngt'(ZOOO)l; e
.. 3 v % ' ’ nspiration €a ' -
gture 1s immersed 1n nts'language and will influence the way of people Ettering an(c:l r::;ie\lr.i:ln —
ts of researc_:hers have highlighted the importance of enablement within the organization to b g&:n S
staff and achieve efficiency. Empowerment within organizations mains to high prvcr-ductiw.r"0 mghv'a 3
pgrrformance 2s well as the satisfaction of the employees themselves. (Labianca, Gray & lBt);aan 212)103(])jl
Kirkman & R?sen, 1999) Communication system System is measures and rules ;)oth formal (;fans ci
btl;:igets) and informal, which communicates devices and goals; monitors the organization; and infoa?ms
others of the developments within the group (Hitt, 1995). System can be used to maintain the patterns in

organizational activities, not only those can be foretold but also the surprised ones (Simons, 19935). In
cation system is the greatest important system in international knowle-dge

1992) refers Bennis and Nanus (1985) that communication is the private
ove toward the goal of organization. In addition, accentuates that there 1s a

closed relation between interpersonal communication and culture. Interpersonal communication is one of the
fragments of organization communication system. Communication forms the links which help cluster
members to transmit the social values and facilitate their sharing (ibid). Collective action can belf)cased b

shared meaning and shared communication mechanisms (ibid). Furthermore, Kraut, Fish, Root and organiz)e’
communication into formal communication and informal communication, according to their point of view
formal communication tends to be scheduled in advance, arranged members, participants in role prese;
agenda, one-way, penurious content and formal language & speech register. The structural and fu;lctional

features of communication and the nature of the communication setting influence the degree of formal. In
terms of the different appearances, formal and informal communication suit to different situation, “‘formal

multinational firms, communi
transfer. According to Erez (
approach group can exactly m
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st-off for coordinating relatively routing trancactions within PIOUR and

communication tends to be ca , W |
seemns needed for management in the face of uncentaiyy 4 o

organizations, while, informal communication
equivocality” (ibid, p 6).

Conclusion : - .2 N T Te—
In a multinational firm it is not the best solution to ambition subsidiary company Into pArcnt Company’s v,

of communicating, or merely let the subsidiary company work 1n thcir own way. The best explanatio of
communicating multinational firms 13 to reach a mutual undcrnl;mdmg bt:t'f.rct:n a parent company and
subsidiary, which be contingent on mutual leaming and mutual adaptation- in rfm'luﬂt;ulm_rr: manaycineny
perspective. When a parent company and its subsidiary do not r;har'c the same opimons »f/hlt:h f’f:flvf: from
the influence of different national culture where the firm operates in, problems and barnicrs will occur, |,
this study particularly, when the patent company holds the belicf that the subsidiary company lacks initigtiye
on work, at the same time, the subsidiary company reflects that the parent company would ”f’? treat thejr
suggestions seriously and afraid to nonstop the frustration to the parent company. I )ljf: to differences iy
cultures, the emotional reserve towards soupier-subordinate relationship i3 varying. Swedinh managers try 1o
arouse the passion of Chinese employees by asking for their initiative at work. While, Chinese manager,
clutch the Halmstad School of Business and Engineering Rufei He &Jianchao Liu (2010) 12 /32 credence
that it is better when the power is centralized and subordinates just follow the instructions of the superiory
Therefore, Chinese managers are expected to have a all-inclusive knowledge of the firm to make “pood”
decisions for the subordinates. However, Swedish managers ponder that it is impossible for one to know 4|
and they are depending on the wisdoms of the group. Besidces, the language and geography distances always
bring barriers on communicating and understanding each other. Even when they are using the game
language (English), they might have unlike understanding on the same message because of the stimulus of
the “hidden rules” in their mother tongue. Many researchers have found that in Asian countrics people tend
to nonstop themselves inexplicitly, while in Western world pcople are straight when talking (Ybema&
Byun, 2009; Newman & Nollen, 1996; Jolly, 2008; Welth&Welth, 2008). Another point to be revealed s
that, life pressure varies from country to country. In low life pressure countries, people pay more devotion 1o
fulfill one’s self-worthiness, which will enhance the initiatives at work. While in high life burden countries
people struggle with their lives and follow superior’s instructions is the unsurpassed way to keep their job.
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