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Aims of the course: 
This course aims to provide a comprehensive understanding of the issues involved in 
cross-cultural management. It will focus on the impact of culture at the level of the 
individual, the team and the organisation; it will demonstrate how cultural factors 
influence behaviours in the workplace, and will develop the skills needed to manage 
effectively in cross-cultural situations. The course will require students to reflect on 
their own cultural values and experiences, and help prepare them for the future 
challenges of an international business career.  
 
By the end of this course, you should: 
1. Gain an in-depth understanding of the nature of culture, the theories and 

frameworks that help in highlighting similarities and differences across cultures, and 
comparative business practices and behaviours.  

2. Be able to apply these theories and concepts to a range of different cultural and 
organisational settings.  

3. Be able to analyse and synthesise different theories and concepts and critically 
evaluate their usefulness in addressing the problems of managing people from 
different cultures.  

4. Increase your awareness of the economic, social, political and ethical issues related 
to globalisation.  

5. Develop your self-awareness to how culture shapes who you are and how you 
behave and improve your ability to work in, manage and lead culturally diverse 
groups and teams. 

 
Course syllabus: 
The following is a syllabus for the Summer course on Cross-Cultural Management. 
Students’ familiarity with basic organisational behaviour concepts is highly desirable 
(though not required or presumed). Note that the syllabus may undergo minor changes 
between now and July. 
 



As a result of the continually accelerating processes of globalisation at societal and 
organisational levels, it has become important to be aware of cultural differences as 
well as similarities in order to be able to effectively manage and work in culturally 
diverse organisations. The purpose of this course is to provide students with the 
fundamental skills for working and managing in a multicultural environment. "Cross-
Cultural Management" (CCM) is the practice of applying management principles in a 
multicultural environment by describing, analysing and comparing organisational 
behaviour in different countries. 
 
In this module/course you will learn about the challenges that managers of both 
domestic and international businesses face in managing across cultural boundaries. The 
main focus will be on national cultural differences and processes at the individual, group 
and organizational levels will be examined. The following topics will be covered: 
fundamental dimensions of culture, how culture affects behaviour, cognition, 
motivation, and emotion in organisations, cross-cultural communication, negotiation 
and conflict resolution, how culture affects team work, diversity in teams and 
organisations, managing expatriates and leading a multi-cultural workforce. 
 
While most of the above topics are covered in other management courses, the 
challenge that you will be presented in the Cross Cultural Management module is to 
critically examine the management theories and research in light of what we know 
about cross cultural and national differences. This is important since most of the 
knowledge accumulated in these areas is based on a “Western” perspective; most 
studies that form the basis of management studies were carried out by scholars from 
the ‘Anglo Cluster’ of countries and may be limited in their cultural applicability. Thus, 
critical examination of these models and findings will allow us to evaluate how 
applicable they are to various cultural and social systems. 
 
A more fundamental challenge that I invite you to accept is to heighten your self-
awareness to how YOU are, in almost everything you do, a product of the social/cultural 
environment you grew up in. Committing to taking on this challenge is likely to result in 
fundamental changes in your self-perception, thinking and, eventually, acting. 
 

Class TOPIC Required Readings 

1 How do Cultural Differences Affect 
Organizations? 

Part A 
 
In this session we will discuss the 
definitions and dimensions of culture and 
how we can study it. We will then further 
discuss ways of researching and thinking 
about national cultures and how work 
behaviours vary across cultures. 

Schwartz, S. & Bardi, A. (2003). 
Values and behavior: strength and 
structure of relations. Personality & 
Social Psychology Bulletin, 29, 1207-
1220. 
 
Hofstede, G. (1993). Cultural 
constraints in management 
theories. Academy of Management 
Executive, 7, 81-94. 

2 How do Cultural Differences Affect 
Organizations? 

Part B 
 
Continuing to discuss culture from a 
comparative perspective, covering major 

Chao G., & Moon, H. 2005. A 
Cultural Mosaic: Defining the 
Complexity of Culture. Journal of 
Applied Psychology, 90: 1128-1140. 
 



frameworks that analyse broad cross-
cultural dimension.  

3 Cognition & Motivation in Global Context 
 

First, we will examine research that looks 
at how culture affects our personality and 
cognitive styles with a special attention to 
bicultural influences on individuals. 
 

Next, we consider what do leaders in a 
global workforce need to know to enhance 
employee motivation? Do motivation 
models and techniques work as well in 
varying cultures? 
 
Lastly, we examine what is Cultural 
Intelligence and how can it be developed. 

Hong et al. (2000). Multicultural 
Minds. American Psychologist, 55, 
709-720. 
 
Earley, P. C. & Mosakowski, E. 
(October, 2004). Cultural 
Intelligence. Harvard Business 
Review, 139-146. 

4 Communicating Across Cultures 
 
“What do you mean when you say 
‘Maybe’?” Covering issues involved in 
understanding how multiple aspects of 
communication are affected by culture.  

Case Study: Waking the Bear: 
‘Danonizing’ the Bolshevik biscuit 
factory (A) 
 
Tenzer, H., Pudelko, M., & Harzing, 
A.W. (2014). The impact of 
language barriers on trust 
formation in multinational teams. 
Journal of International Business 
Studies, 45, 508-535. 

5 Organisational Culture and Diversity 
 
The session looks at both intra- and inter-
national issues involved in managing 
diversity in the workplace: policies and 
approaches that help organizations 
capitalize on diversity. 
 
Screening of film on Cultural Diversity 

Stahl, G. K., et al. (2010). 
Unravelling the effects of cultural 
diversity in teams: A meta-analysis 
of research on multicultural work 
groups. Journal of International 
Business Studies, 41, 690-709. 
 
Polzer, J. (2008). Making Diverse 
Teams Click. Harvard Business 
Review, 86 (7), 20-21. 

6 Multicultural Teams 

 
In this session we continue to discuss 
diversity within and between cultures and 
examine how cultural differences affect 
team processes and performance 

Case Study: Roaring Dragon Hotel 
 
Brett J. et al. 2006. Managing 
Multicultural Teams. Harvard 
Business Review. 84, 11. 

7 Leadership & Decision Making Across 
Cultures 
 
Does one leadership model fits them all? 
How do leadership processes and 
effectiveness differ across cultures? 
 

Javidian et al. (2006). In the eyes of 
the beholder: Cross cultural lessons 
in leadership from project GLOBE. 
Academy of Management 
Perspectives, 20, 67-90.  
 
Stahl G.K. and Brannen M.Y. 2013. 
Building Cross-Cultural Leadership 



Competence: An Interview With 
Carlos Ghosn. Academy of 
Management Learning & Education. 
12, 494–502. 

8 Managing Conflict and Negotiating Across 
Global Barriers 
 
What do you need to know to make your 
cross-cultural negotiation experience more 
effective and mutually rewarding 

Case Study: Role-based exercise, 
TBA 
 
Weiss, S. E. (1994). Negotiating with 
“Romans”. Sloan Management 
Review, 32(Fall), 57-68. 
 

9 Human Resource Development & 
Expatriate Entry and Re-entry 
 
What does a company need to do to 
optimise employees’ working experience 
abroad? Which policies should be set to 
deal well with expatriate issues? How to 
make the returning experiences less 
difficult for repatriating employees and 
their families? 

Marchese, M. C. (2001). Matching 
management practices to national 
culture in India, Mexico, Poland, 
and the U.S. Academy of 
Management Executive, 15, 130-
132. 
 
Sanchez, P. and McCauley, D. (2006) 
Measuring and managing 
engagement in a cross-cultural 
workforce: New insights for global 
companies. Global Business and 
Organizational Excellence, 26, 41-
50. 

10 Summary and Integration of topics Case Study: LEADING ACROSS 
CULTURES AT MICHELIN (A) 
 

Osland, J. S., & Bird, A. (2000). 
Beyond sophisticated stereotypes: 
Cultural sense making in context. 
Academy of Management 
Executive, 14(1): 65-79. 

 
 
Bibliography 
Several readings, drawn mostly from scholarly journals, are included in each class’ 
reading list. It is the responsibility of the student to access and read the required items 
prior to the class for which they are assigned. 
 
Required readings may be the focus of discussions during class sessions and are a 
necessary part of your self-study course portion. To ensure a high quality of class 
discussion, please make sure you thoroughly read each required text at least once. All 
the readings (book chapters, case studies and articles) that appear in the table at the 
end of the syllabus (i.e., under the heading READINGS next to class topics) are required 
texts. For those with further interest in CCM topics, I prepared a list of supplemental 
reading texts (see below). They are not required for the module but highly 
recommended to deepen your understanding. 
 
See above for specific required readings according to course topics. 

 



Supplemental and Further Readings 
 

 Adams, S. M. (1999). Settling cross-cultural disagreements begins with ‘where’ not 
‘how’. Academy of Management Executive, 13, 109-110. 

 

 Aycan, Z., Kanungo, R., and Sinha, J. (1999). Organizational culture and human 
resource management practices: The model of culture fit. Journal of Cross Cultural 
Psychology, 30, 501-526.  

 

 Devoe, S. & Iyengar, S. 2004. Managers' Theories of Subordinates: A Cross-Cultural 
Examination of Manager Perceptions of Motivation and Appraisal of Performance. 
Organizational Behavior and Human Decision Processes, 93: 47-61. 

 

 Earley, P. C. & Mosakowski, E. (2000). Creating hybrid team cultures: An empirical 
test of transnational team functioning. Academy of Management Journal, 43, 26-50. 

 

 Ely & Thomas (2001). Cultural Diversity at Work. Administrative Science Quarterly, 
46, 229-273. 

 

 Gehrke B. and Claes M.-T. eds. 2014. Global leadership practices: a cross-cultural 
management perspective. Palgrave Macmillan. 

 

 Hanek, K J.; Lee, F & Brannen, M Y. 2014. Individual differences among 
global/multicultural individuals. International Studies of Management & 
Organization, 44, 75-89. 

 

 Heine, Kitayama & Lehman (2001). Cultural differences in self-evaluation. Journal of 
Cross-cultural Psychology, 32, 434-443. 

 

 Imai L. and Gelfand M.J. 2010. The culturally intelligent negotiator: The impact of 
cultural intelligence (CQ) on negotiation sequences and outcomes. Organizational 
Behavior and Human Decision Processes. 112, 2 (Jul. 2010), 83–98. 

 

 Kitayama et al. (2004). Is there any ‘free’ choice? Psychological Science, 15, 527-533. 
 

 Kraimer, Maria L. 2012. No Place Like Home? An Identity Strain Perspective on 
Repatriate Turnover. Academy of Management Journal. 55, 2. 

 

 Leung K. and Wang J. 2015. Social Processes and Team Creativity in Multicultural 
Teams: A Socio-Technical Framework.  Journal of Organizational Behavior, 36, 1008-
1025. 

 

 Linowes, R.G. (1993). The Japanese manager’s traumatic entry into the United 
States. Academy of Management Executive, 7, 21-40. 

 

 Ng, K.Y., Van Dyne, L., & Ang, S. 2009. From experience to experiential learning: 
Cultural intelligence as a learning capability for global leader development. Academy 
of Management of Management Learning and Education, 8: 511-526. 

 

 Nicholls, Chantell E.; Lane, Henry W.; Brechu, Mauricio Brehm. (1999) Taking self-
managed teams to Mexico. Academy of Management Executive, Vol. 13 Issue 3, p15.  



 

 Polzer, J. T., Crisp, C. B., Jarvenpaa, S. L., & Kim, J. W. (2006). Extending the faultline 
model to geographically dispersed teams: How colocated subgroups can impair 
group functioning. Academy of Management Journal, 49, 679-692. 

 

 Randolph, W. A. & Sashkin, M. (2002). Can organizational empowerment work in 
multinational settings? Academy of Management Executive, 16, 102-115. 

 

 Roberts, K., Kossek, E. R., & Ozeki, C. (1998). Managing the global workforce: 
Challenges and strategies. Academy of Management Executive, 12(4): 93-106. 

 

 Smith, P. B. et al. (2002). Cultural values, sources of guidance, and their relevance to 
managerial behavior: A 47-nation study. Journal of Cross-Cultural Psychology, 33(2), 
188-208. 

 

 Tadmor, Tetlock & Peng (2009). Acculturation strategies and integrative complexity. 
Journal of cross-cultural psychology, 40, 105-139. 

 

 Thomas, D. C. 2006. Domain and Development of Cultural Intelligence. The 
Importance of Mindfulness. Group & Organization Management, 31: 78-99. 

 

 Tsang, E. W. K. (1999). Internationalization as a learning process: Singapore MNCs in 
China. Academy of Management Executive, 13(1): 91-101. 

 

 Vielba, C. A. & Edelshain, D. J. (1997). Are Business Schools Meeting the Challenge of 
International Communication? The Journal of Management Development, 16, (2); 
p. 80. 

 

 Von Glinow, M.A., Shapiro, D.L. & Brett, J.M. (2004). Can we talk, and should we? 
Managing emotional conflict in multinational teams. Academy of Management 
Reviews, 29, 579-592. 

 
 
 
Teaching methods: 
As a lecturer, I believe in engaging students as much as possible, both intellectually and 
emotionally. Thus, in this class you can expect to laugh, be puzzled and maybe even 
frustrated. It’s all part of the learning experience. A variety of teaching methods 
designed to stimulate class participation and interaction with course content will be 
used. The course will combine theoretical and experiential learning through the use of 
lectures, case studies, simulations, group projects, video excerpts and class discussions. 
A special feature of this programme will be the use of practical exercises and 
demonstrations relating to selected major concepts and the use of instruments to allow 
students to gain insight into their own characteristics as related to the materials 
studied. Several case studies will be discussed in class and you’ll be receiving further 
details on that from the programme managers ahead of the first class. 
 
While I take responsibility for structuring the course and guiding the learning process, 
final responsibility for what is learned rests with you individually. The teaching 
philosophy in this course is to rely heavily on a self-learning process aided by ongoing 



class discussions. I expect you to contribute fully to the class, and I welcome feedback 
and suggestions as to how we can shape the learning process together. 
 
Class participation is an important part of your role as a student and it gives you an 
opportunity to practice your communication skills. I see class participation not as an 
optional component of the course, but as a basic feature of it. In other words, students 
need to prepare well for each class by reading the required material in advance and 
participate fully in class discussions. You have to learn to speak up and/or communicate 
with people from different cultures at some point in your career; you may as well do it 
in class among friends and colleagues.  
 
I do not give marks for attendance as I wish to treat you as adult learners and I feel that 
rewarding attendance through marks does not sit well with my respect for you as self-
driven students. What I am asking is that you exhibit a professional attitude; that is, 
expect of yourself the same conduct that you would if you were attending a training in 
your work-place: if you cannot come to a certain class for some reason or need to leave 
early, please let me know, in advance. 
 
Prerequisites: 
Students’ familiarity with basic organisational behaviour concepts is highly desirable 
(though not required or presumed). If you did not take an OB or HRM course you will 
need to read some introductory material from OB textbook before taking the course. 
 
Examination methods: 

Evaluation in the course combines both individual and group elements and will involve 
both oral (presentation) and written assignments. 

The final grade in the course will be comprised of: 

 Country Group Presentation    34% 

 Case Study Analyses     6% 

 Reflective Essay      10% 

 Expatriate Interview     40% 

 Culture in Popular Media Assignment   10% 

 

Detailed information and instructions for each of the above assignments will be 
provided to all registered students well before the start of the course in July. 

Submitting any assignments after the specified deadline may result in lower grade 
and/or lecturer not grading the late assignment.  
 
Note on PLAGIARISM in essays: Full and proper referencing is essential and all work 
submitted by you and your group should be your own original work, not submitted 
elsewhere. Plagiarism involves obtaining materials and presenting them as your own 
without proper acknowledgement of the source and without clear indication of how 
much of the source you have used at any one instance (e.g., through citations, 
references or use of quotation marks, when copying substantial text). Plagiarism include 
the unacknowledged use of any published or broadcast source, Internet resources, 
another student’s work, etc. Any acts of plagiarism will be heavily penalized and may 
result in a Failed mark in the course. 
 



 
Note: This course is comparable to the officially accredited course Cross-Cultural 
Management and Organization (ECTS: 6) at the Faculty of Economics, University of 
Ljubljana.  
 
        


