CAN YOU AFFORD TO IGNORE ME?
How to manage Gender and Cultural Differences at Work

Elisabet Rodriguez Dennehy

Role model → young female lawyer

· International business development consulting

· Leadership consulting 

· Training 

· Individual coaching in workplaces in many region of the world

· “What else we can do?” → Glass Ceiling

· Gender and culture issues

· “a strong positive association” 
→  value


→  return on assets 


→  return on equity

· “… better firm quality and performance”

· Female talent

· … Women add different skills and expand perspective in ways that improve strategic decision-making and drive organizational excellence.

· … what companies can gain by investing in developing female talent
· Purchasing power

· “Let us leverage the value of our gender and cultural differences and you will see how much more we can help the company.”
· Unique qualities

· Something new

· Enhance corporate performance were not “seen” or were actively discouraged.

· Can you afford to ignore me?
· … progress requires men and women to have bluntly honest discussions about gender issues

· … holistic foundation for understanding gender and cultural differences

· Patience

· Concentration

· Companies cannot afford to ignore challenges related to gender and cultural differences.

· Develop top talent

· Improve decision-making processes

· Strengthen the corporate culture

· Improve quality and productivity

· Keeping employees fully engaged and committed

CHAPTER I: 

Women Are Weaker

· Women are consistently told to be patient and conform with the status quo

· Women with training and support that matches their needs and complementary abilities as women
· Mistrust among women

· Certain assumptions and behavioral tendencies

Women Aren’t Ambitious
· Education

By 2016
→ 60 % of bachelors


→ 63 % of master’s 


→ 54 % of doctorate

· “until women are as ambitious as men, they’re not going to achieve as much as men”

Four suggestions:

· Need more support and encouragement to develop, express, and act on it

· Potential leader

· Promising women are actively mentored

· Don’t force women to see career and family as an either/or choice

Mindset 
→ recognition

→ Encouragement

→ Positive and timely feedback


→ Strategic support


→ mentoring

· Presence, Engagement and promotion through the ranks
→ retention


→ productivity


→ leadership

Women Can Be Paid Less than Men
· In the U.S., women still get paid about 23 % less than men for the same jobs

· 20 % in most of the European Union

· It is the right thing to do
→ reputation


→ attractive


→ reduces legal liability

· Unequal compensation sends a message of devaluing women’s work

· Equal compensation helps increase self-confidence, promotes a sense of belonging and being valued, and inspires stronger commitment and performance

· Financial rewards

· … a woman’s salary is supplemental to the household income rather than primary

· Women’s workforce

· 52 % since 1990

· Tips to help closing the gender ambition gap:
· Opportunities to talk about future plans with promising female professionals

· Promote networking

· Coaching process

CHAPTER II:

… company competitive and improving business performance → changing the world

· Gender-smart

· Profitability

· Cultural stability

· Personal satisfaction

· Even healthcare costs

· Male behaviors that dominated corporate culture

·  “wanting it all”

· … spending time and money to hire and train replacements

· European → leave times may be years rather than months

· From equality/sameness to fairness
Fairness → “the ability to make judgment free from discrimination or dishonesty”

· Supports the exchange of ideas with respect and interest in others

· Celebrates the value of diverse backgrounds and cultural contexts

· Encourages individuals to use and develop inherent qualities and abilities rather than trying to assimilate 

· Promotes inclusive thinking and behaviors

· Focuses on measuring, encouraging and rewarding real talent and performance
· Eliminates the quota mentality and demoralizing role of women and minorities as token figures

· … diverse groups can solve complex business problems better that homogeneous groups

· “diversity across dimensions, such as functional expertise, education or personality, can increase performance by enhancing creativity or group problem-solving”

· … superior business performance depends on understanding and embracing our complementary differences.

· It is a strategic imperative for companies to adapt to the new workforce – MARGARET A HEALE
· Differing values, learning styles, attitudes and expectations between these generations can create workforce tensions and management challenges

	Women
	Millennials

	Collaborative; enjoy working in groups
	Through social media, have a comfort with group dynamics and multicultural differences

	Want to balance family and career
	Seek work-life balance and employers that accommodate that balance

	Ability to multitask
	Multitasking is natural operating mode

	Look for recognition of job well done
	Want immediate praise, gratification and rewards

	Empathetic, personally flexible
	Thrive in flexible environments, comfortable with constant change

	Time management skills (and challenges) related to juggling multiple roles
	Desire to do tasks efficiently in order to free up more time for other pursuits

	Motivated by meaningful work and stretch assignments
	Need to be challenged; seek new and uncharted opportunities


Sisters
→ Complementary strengths of male and female qualities
Give women the same opportunities as men, the same levels of support, the same access to social and strategic networks, the same path to the C-suite, and it’s not just the women who benefit, it’s the entire organization.
· US : 80 % of all consumer purchasing decisions

· 70 % of new business start-ups

· UK : 60 % of all personal wealth by 2025

· Women earn 40 % of the world’s GDP

Gender-smart work environment is just good business:

· “Women Matter: Gender Diversity, a Corporate Performance Driver”, McKinsey’s groundbreaking 2007 study of 89 publicly traded companies with market capitalizations of 150 million euros or more, showed that those with the highest levels of gender diversity had higher returns on equity, operating results and stock price growth than their sector averages over a three-year period
· A Catalyst study of Fortune 500 companies found that companies in the highest quartile of female board directors outperformed those in the lowest quartile by 66 % in return on invested capital, 53 % in return on equity, and 42 % in return on sales

· “Gender inequality, Growth and Global Aging”, a report from Goldman Sachs, suggested that gender equality in the workforce could increase gross domestic product by 9 % in the U.S., 13 % in the Eurozone, and 16 % in Japan.

· “the macho cult is gone”

· … collective decision-making between men and women is the way to go

· Men and women must co-create a new working context 

Tips:

· … talking with people who have different experiences than yours

· …shortcomings… because no one has taken the time to look for them

· Ambition and pay parity
· The global workforce is also multicultural

MBA programs → “men were twice as likely as women to get CEO or senior executive positions”

· …brain wiring, hormones and cultural predispositions might lead to differences in how they behave, respond to certain situations, communicate and interact.
CHAPTER 3:

Physiological Differences Between Women and Men

… gender-smart environment

· Leverage the full range of skills and attributes that individual men and women can contribute

· Adapt corporate strategy, training and management processes to better fit the physiological realities of team members

· Deflate potential conflicts among employees by using training, coaching or group dialogue to raise awareness of how gender influences behavior; replace misunderstanding with appreciation
· Assemble more effective, higher-performing teams by balancing complementary skills and encouraging individuals to leverage what they naturally do best

· Establish a stronger, more cohesive, better aligned culture to help managers optimize limited resources and achieve ambitious performance goals.

· Verbal agility 

· Connect deeply in friendship

· Psychic capacity to read faces and tone of voice for emotions and states of mind

· Ability to defuse conflict

· Lack of shared understanding on physiological differences and their impact

Differences in Brain Function and Behavior

	The Female Brain
	The Male Brain

	Anterior Cingulate Cortex – weighs options, detects conflicts and makes decisions
	Temporal Parietal Junction – the solution seeker; during interpersonal solutions, it activates more quickly in males and looks to “fix it fast”

	Insula- - processes “gut feelings”
	Dorsal Premammillary Nucleus – defend your turf, sensitivity to turf threats

	Hippocampus – never forgets a fight or a tender moment
	Amygdale – the alarm system for threats

	Mirror Neuron Systems – emotional empathy, ability to feel what another feels
	Ventral Tegmental Area – movement, motivation, reward

	Prefrontal Cortex – the “CEO” of the brain; makes judgments and puts the brake on impulses
	


· The Female Brain and The Male Brain by Louann Brizendine (source)
· At any given time, there is 15% to 20% more blood flow in a woman’s brain than in a man’s. This helps women’s brains work simultaneously in ways men’s brains do not, and may explain why women tend to have a strong ability to multitask
· The male brain enters a rest state many times during the day, whereas the female brain doesn’t. This has an impact on the way women pay attention, complete tasks, relax and talk
· The female brain processes information and experience in different parts of the brain at different times than the male brain. This leads to different types of intelligence, and may explain the tendency for the genders to focus on different things, ideas and outcomes

· The occipital and parietal lobes in women’s brains are more active than in men’s brains. This has been tied to different ways of negotiating deals, conflicts and communication processes.

· The male temporal lobe is less active than the female temporal lobe. This makes women better able to hear words and transfer what they hear, read, and see into written words
· Knowledge is power
· Ask more questions →  “fix the problem fast”
· Lack of critical questions

· Dismiss challenges

· Coach women on effective communication (e.g. encourage a focus on targeted communication and top-value questions)

· Help male team members understand that questioning is natural for female team members – and valuable for the whole team. Reassure them that although they may feel that a woman is “too intense” or is creating more work or threatening their views, the reality is that she is just contributing in a mode that is slightly different from theirs.

· Coach men on good listening skills; encourage them to be patient, and to actively engage with the person posing the question

· Lead by example. Be a bridge. In group settings, we take our cues from the lead manager. If he or she says, “wait, let’s stop and address that question,” it will signify everyone to deepen their attention.

· … how much hormones influence behaviors and decision-making – in both genders and at all ages.

Male Hormones 

· … constant exposure to the testosterone-cortisol rollercoaster can impair the nerve, leaving a person in a constantly “stressed” state

· … mood swings and behavioral shifts that impact both their personal lives and business performance

Female Hormones
· Estrogen and oxytocin

· More verbal, including a tendency to ask more questions and be inquisitive

· More empathetic, with a strong desire to “bond” with colleagues, especially other females

· More collaborative, inclusive the “we” factor

· More willing to share power and success; tend to seek and create egalitarian environments

· More driven and focused
· Baby boomers

Balancing the Equation: … action with leadership

Gender Tendencies
	Females are more Likely to…
	Males are more Likely to…

	Seek collaboration and build connections
	Gravitate toward hierarchical structure; want to assert themselves as the leader or have a clear idea of where they fit in “the pecking order”

	Perceive and work toward collective goals; use “we” when talking about performance
	Focus on maximizing individual performance

	Want to ask questions and weigh a range of variables before making a decision
	Want to take decisive action quickly; more linear, direct “fix it fast” approach

	Attuned to subtle changes or distinctions in vocal tone, facial expression and body language; good at “reading between the lines”
	Minimize social and personal data; less inclined to seek out or facilitate social interactions in general

	Experience and express empathy; easily put themselves in other people’s shoes
	Emphasize results specific to themselves or their team without worrying about broader consequences or impact on others

	Develop and apply emotional intelligence
	Downplay emotional expression

	Want to prevent conflict and find conciliatory outcomes, which can lead to internal stress
	Depersonalize conflict, allowing them to navigate disagreements more easily, but also sometimes fail to address the “real” problem

	Look for (and respond to) outward signs of approval or disapproval
	Promote themselves; less concerned with how others feel

	Mirror behavior of others and adapt to be complementary; develop a deep resonance with people they know for a long time that allows them to predict behavior
	Develop a sense of tactical independence


Benefits for Women:
· Women’s careers accelerate

· Women feel empowered

· Understanding the physiological dynamics behind behavior, men and women have less negative, less personal reactions to differences. This leads to more collegial, synergistic interactions that focus on finding the best way to accomplish objectives

· Communication improves

· To contribute

· Both genders are freed from the energy-draining need to “walk on eggshells” or suppress differences

CHAPTER 4:

Socialization Differences Between Women and Men

· Managing men and women fairly and effectively does not mean managing everyone in exactly the same way

· Making “The Invisible Shield” Visible

· Girls 
→ 30 % of encouraging comments



→ 84 % of discouraging comments


→ low self-confidence

· Competitiveness

· Challenges and conflicts

· Desire to win

· Focus on performance

· Teamwork

· “depersonalize” failure

· Ballet

· Being liked

· Women shy away from claiming their place in meetings, negotiating for better work and compensation, asking for the power to hire and fire, and so on

· Men
→ too passive



→ too conflict-adverse



→ lead

· Coach communication → sometimes conflict can be productive

· Pay attention to group dynamics, particularly if your team has more men than women; if you notice a lack of female participation, reach out and request input

· Make it clear to men that “winning” means working as a team
· Proactively manage discussions to ensure that all view-points are considered and reach out to individuals who may be wrestling with conflicts between how they were socialized and how they can best advance their careers and contribute to the team

· Culture is critical

· Gender-balanced teams and leadership

· “That’s just how we do things”

Identifying and Understanding the Impact of Culture Differences

· Quotas

· Tokenism

MERRIAM WEBSTER → culture: 

· “a: the integrated pattern of human behavior that includes thought, speech, action, and artifacts and depends upon the human capacity for learning and transmitting knowledge to succeeding generations

· b: the customary beliefs, social forms and material traits of a racial, religious, or social group; 

· c: the set of shared attitudes, values, goals, and practices that characterizes and institution or organization;

· d: the set of values, conventions, or social practices associated with a particular field, activity, or societal characteristic”

· ethnicity

· race

· nationality

· profession

CHAPTER 5:

High Context – Low Context → different cultures may have very different communication styles

· High-context cultures
→ personal relationships


→ the collective good


→ the value of group harmony and consensus
· Developing trust

→ first impressions are critical


→ too subjective


→ too personal
→ tone of voice

→ facial expression

→ body language

→ speaker’s background

→ status

→ to read between the lines → what is not said will be as important as what is

→ formal

→ structured

→ less direct

→ patience

· Low-context
→ informal


→ “we are equal”

→ individual performance


→ perceptions and communication style


→ communication is more direct and concise


→ logic and facts → intuition


→ efficiency and taking action


→ “time is money”


→ agendas that conclude with action plans and next steps


→ efficient decision-making and swift execution are highly valued

Geert Hofstede’s Six Dimensions of Culture:

· Masculinity and Femininity

· Feminine culture
→ values are more homogeneous

→ care is central

→ there is a tendency toward collaborative behavior

· Masculine culture
→ more variation in values generally

→ larger gap may exist between male and female norms

→ competitive

→ assertive

→ last word

· Large Power Distance and Small Power Distance
· Hierarchy
· Authoritarian approach

· Individualism and Collectivism
· Uncertainty: High Tolerance and Low Tolerance

· Ability to tolerate uncertainty

· Ambiguity

· Less need for precise rules and laws

· Innovation and creativity 
→ encourage individuals to experiment

· Long-Term Orientation and Short-Term Orientation

· Absolute Truth, Respect for tradition, Adherence to established norms

· Quick results

·  “time is money”
· Differences in work style

· Indulgence and Restraint

· “you should do what you want”

· “follow your passion”

· “pursuit of happiness”

· Community or group values

· Immoral

· People

· Tradition and rules

· Latin America 
→ indulgent cultures

· Asian
→ restraint

· Feelings about authority

· Applying the Tools

· Frameworks to multicultural scenarios
· Balancing cultural differences, just like balancing gender, will help reduce conflicts and boost performance

· Bringing cultural differences is always more successful than trying to “change” them

· We didn’t let our differences become obstacles → we leveraged them to achieve more than we could have separately

· Do your pre-work

· Take nothing for granted

· Be diligent and inquisitive

· Leverage a range of resources

Underperforming Individuals and Companies: The Price of Ignoring Gender and Culture Differences
· … balanced, diverse work environments and leadership teams consistently lead to better performance

· … executive board diversity (women and foreign nationals) → 53 % higher return on equity 

CHAPTER 6: 

Nine Gender-Related Challenges. No Company Can Afford to Ignore

· Promoting more women

· Missing in leadership programs for women

· Misunderstanding

· Talented women

· Culture is a factor in how we manage and develop talent

· Double Bind: Held Back by Contradictory Demands
· 1. A psychological impasse created when contradictory demands are made of an individual, so that no matter which directive is followed, the response will be construed as incorrect

· 2. A situation in which a person must choose between equally unsatisfactory alternatives; a punishing and inescapable dilemma

· Society gives each gender a set of expectations and rules that define how to behave, interact and participate in the world

· Male behaviors → she is too pushy

· Collaborative and inclusive → weak

· Passion → too emotional

· … double binds of the underlying social context aren’t addressed

· Authentic behavior

· Women undermining each other

· Female leadership

· Different is good → when embraced, our differences become strengths rather than challenges

· The Dragon Lady: What Shapes Her and Why She Is Rejected
· “an overbearing or tyrannical woman”
· Social hybrid 
→ too assertive



→ domineering



→ arrogant



→ impersonal

· Her authentic self
→ “one of the guys”

· … the support, loyalty and networking strength they need to reach the next level

· Different and unreachable → breaking the dead-even rule → in the eyes of female co-workers

· When a woman is promoted, other women tend to withdraw support from her

· The more power a woman gets, the less she is liked
· Women tend to be more rigid and demanding when dealing with other women
· “too ambitious”

· Collaboration, Tolerance, Inclusivity

· Feeling (and Being) Unheard
· When you share an idea or suggestion with your team or peers, particularly the men, do they give you attention and credit for your contributions?
· If the same idea is articulated by a man or your boss, does it receive a better response – does the team, especially the men, listen in a way they didn’t listen to you?

· English as a masculine language

· Communication gender bias

· … communication as a process to exchange favors and support

· Indirect language → vocabulary that seeks consensus → “we”

· Ask more questions

· Personal accomplishments

· Language to democratize an environment 

Men on the other hand often see communication as a tool for showcasing their power, exercising control, or gaining the upper hand in a situation. They use direct language, are more concise, and comfortably slide into command mode.

· Men 
→ control




→ centeredness




→ power

· Teachable skills

· Expertise Is Second-Guessed or Ignored

· … must understand the system of power they’re part of and take appropriate action to ensure that their expertise is received as expertise

· Strategic networking is a “must”

· When many people know a woman at a personal level and are confident in her competence, her ideas will have more credibility and traction

· Must know how and when to assert it

· “She’s Not Good at Delegating”

· women often feel a need to demonstrate their abilities beyond any doubt – to achieve “perfection”
· risk-taking

· delegating

· … perfectionist mindset prompts a tendency to micromanage rather than delegate

· Perfection is impossible to attain – and therefore very stressful to carry as your benchmark

· Understanding the Importance of Strategic Networking

· It is one’s responsibility to flag others when you can contribute valuable knowledge

· Doubting one’s worth

· They don’t believe it’s important

· Strategic networking → is absolutely critical to career advancement

· Success is not achieved by publishing more or even doing better research, but through personal contacts, friendship, and cooperative work with key players in the field

· … influence of networking on their upward mobility

1. Developing personal connections

2. To hear feedback from others, and gain a better perspective of your value to the organization

3. Knowledge transfer

· How to network

· Mentoring Challenges for Women

· Europe 
→ 61 % “lack of mentoring”

→ 66 % “stereotypes and preconceptions of women’s roles and abilities”

· “friendly advice” → higher position of power
· Long-term relationship
· Mentor → commitment to supporting the mentee over a period of time and lighting a path toward professional development, satisfaction at work, and upward mobility within the organization

· What percentage of your team/department has mentors?

· How many women participate in the mentoring process?

Are similar percentages of women and men involves?

· How are you tracking the progress of mentor relationships?

· What is your role in the mentoring process? Are there opportunities to expand that role and better facilitate mentoring relationships?

· Are you “going the extra step” to make sure women have mentoring opportunities and get the full value of the mentoring experience?

· Don’t Ask and You Shall Not Receive
· Hard work, competency and experience are core elements in building career success
· … the aversion to negotiating and asking for what they need is tied to a fear that it will make them vulnerable

· “Hard work” should stand on its own
· 2.5 times more women than men said they feel “a great deal of apprehension” about negotiating

· Men initiate negotiations about four times more often than women

· 63 % of Saturn car buyers 

· 30 % less than men

· 20 % of women

· Companies… value and reward talent and effort, regardless of gender

· … powerful message to individual women in your company, it will also help you attract and retain the best and brightest professionals

· Going Brandless: Failure to Self-Promote
· … men, no matter how incompetent, pass themselves off as experts

· High-performing leader / Competent follower: 

· Language

· Communication style

· Tone of voice

· Body language

· “weak vocabulary” 
· Tentative
· Apologetic

· Self-discounting

· Ambivalent

· Vague 

· Public fashion
· In meetings and other settings, open up a dialogue that encourages women to talk about the project they did. Prompt them with specific questions about implementation strategies, overcoming challenges that were encountered, and so on

· Work and talent

· If a female team member defers her accomplishments to the team or “we”, or if you see someone taking credit for a female team member’s idea or work, step in and set the record straight

· Stop peers from interrupting female team members during a meeting or conversation → may give her the space she needs

· Seek out training and coaching that can help female team members identify areas for growth and improvement, including becoming more assertive, understanding the impact of communication style, etc.

· Higher engagement and better performance come not from being resigned to a limited, quiet, modest role, but from believing that there is a level playing field that values talent and compensates it accordingly.

CHAPTER 7:

Diversity or Adversity? : Cultural Challenges That Impact Performance
· “equal opportunities” regardless of origin, gender, ethnic background and sexual orientation

· Failure to Confront Prejudices and Stereotypes
· Individual commitment and transformation

· Values, norms and stereotypes that define our differences

· “color” of your soul
· Personal experiences and values

· People want to feel a sense of control and predictability in social contexts – both personal and professional

· European
→ dress code



→ language



→ behavior



→ outlook on work and professional development



→ other norms

· Multicultural workforce of the 21st century

· Homogeneity
→ new demands of the global economy

· The reality of today’s market is that cultural differences must be appreciated and leveraged – not ignored
· All In or Just HR: Who “Owns” Diversity?
· HR

· Talent

· Corporate and Regional Culture: Managing Both Worlds
· You must overcome people’s natural resistance to change, make sure processes are in place for them to learn new information, anticipate likely obstacles, and provide extra support where necessary to help everyone get through the change

· Inclusive environments

· “equal opportunities”

· Gender

· Race

· Ethnicity

· Other business priorities

· JOHN P. KOTTER: “higher rate of urgency… in which complacency is virtually absent”

· Millennials and the New “World Culture”
· Internet
· Global media

· Worldwide travel

· Companies that want to hire the best and brightest Millennials may need to step up recruitment efforts when it comes to foreign nationals
· Valuable experience

· Intellectual capital
· Respond rather than react

· Tell the truth about yourself

· Commitment and monitoring must be ongoing

Creating Gender and Cultural Awareness in the Workplace to Improve Business Performance
CHAPTER 8:

Unleashing the Power of Balanced Teams
· Let’s stop losing sleep worrying about gender and cultural differences – and begin exploring how those differences can be key elements in creating high-performing teams
· Begin With Balance: A Strategic View of Team Composition
· Gender dynamics can impact leadership and performance

· Self-Managed Teams
· Gender and cultural awareness → leader

· Problem-Solving Teams
· New solutions and opportunities for improvement

· Cross-Functional Project Teams
· Woman → I knew I would be perceived as collaborative rather than competitive, and I made full use of that perception to build consensus

· Clearly Define Roles and Communication Paths
· Power

· Individualism

· Success

· Different cultures often have real differences in 
→ values



→ ways of thinking



→ basic assumptions      about business

· Technology

· Language barriers
→ “fluently”


→ avoid idiosyncrasies and slang

· Protocols for body language

· Phone and email

· Meeting conduct

· Set the Tone for Successful Female Presence and Diversity
· Check power dynamics
· Build trust
· Provide clear direction and leave space for questions
· Coach good listening
→ value of active listening, questioning and integrating a range of perspectives

· Choose the right leaders
→ intellectual competency



→ experience




→ commonality




→ congruence

· Bring in and support “newcomers”
· Don’t let competitiveness result in a losing team
→ team

· Provide Support Through All Phases of Team-Building
· BRUCE TUCKMAN in 1965
→ forming; storming; norming; performing.

· Forming


→ tone


→ individual coaching


→ full-scale training seminars


→ face-to-face contact 


→ Skype

· Storming


→ women: 
high-context



large power distance

· Norming


→ team mentality


→ solid direction


→ operational momentum

· Performing


→ women and people from certain cultures may find it difficult to self-promote


→ lead by example


→ change is a constant

· Manage Multinational Teams, Don’t Colonize Them
· … encouraging someone to find their place in your culture and dictating that they must abandon all their natural values and behaviors – or else
· “globalocal”

· Latin America

· Europe

· Stress
· Everyone understands cultural and regional issues that my need to be taken into consideration

· “forced to do things the American way all the time”

· “there is little space for our way of thinking and communication style”

· Communication style

· Energy 
→ “overwhelming”

· Multicultural team
→ how to self-regulate or modify her style to fit her audience





→ valuable content





→ Latina woman → communicate like them or be silent

· Assimilate, assimilate, assimilate

· European → diversity, not assimilation, is the path to greater productivity and organizational excellence

· Multinational sensivity

· Corporate culture 
→ values



→ how it operates

· Technology

· Educational experiences

· Personal interests

· Travel and hobbies

· Match Your Management Style to Cultural Orientation

· Empathy

· To lead someone → “get in their shoes” and understand their concerns and motivations

· Self-awareness

· Empathy → when managing across cultures

· Comfort zone

· Individualist Orientation
· Individualist

· Empathetic and collaborative

· Decision-making

· Turnaround

· Types of words, phrases and tones to use or avoid

· Collectivist Orientation
· Usual assumptions and ways of operating

· The way you manage your time, milestones and performance

· Than just focusing on individuals

· Hierarchical Orientation
· Rank,

· Title

· Experience

· Class

· Korean Air
· More openended and democratic

· Hierarchical orientation

· Participative Orientation
· Europe
→ access to power



→ people respect expertise more than position



→ challenging



→ authority



→ decision-making processes

· Control/Certainty Orientation
· Ambiguity or lack of control

· Failure

· Trial and error

· Quickly

· Creative Orientation
· Achievement Orientation
· “Live to work” 
→ priority over family and friends
· Quality

· Productivity

· Efficiency

· Europe 

→ Vacation periods



→ Maternity leaves



→ Holidays 

· Quality-of-Life Orientation
· “The Productivity Paradox”

· “Energy management”

· Don’t expect people to always be “on” and operating at full speed
· “get more out of” employees, meeting their core needs  (physical health)

· 84 % of participants said they felt better able to meet the demands of their job and more engaged

· 90 % said they had more energy to bring to work

· Productivity

· Quality

· Customer service
· Multicultural Management in Action
· US and German
→ achievement-oriented





→ individualistic





→ tolerate ambiguity

· Mexico and China
→ hierarchy




→ control




→ certainty




→ quality-of-life orientation

· Helping team members see and accept their differences is critical

· Reframe their assumptions and behavior

· Power


→ set clear expectations about following rules




→ challenging authority

· Build your cultural intelligence and let empathy be your guide!

Managing in a Flat World: Virtual Teams Need Real Guidance

· Technology 

· Skills

· Talent

· Expertise around the world at a low cost and in real time

· Travel
· Data exchange

· Team meetings

· Reports

· Strategy sessions

· Purchasing

· Email

· Accessibility and connection
· Conflicts & Misunderstandings

· No manager should assume that competency, intellect, shared business goals and the power of modern technology will be enough to overcome cultural differences.

· Education, Training – and Bridge Building
· Travel: budget is limited

· Profile sharing:

· List your hobbies and special interests. What are you most passionate about?

· Describe the members of your family

· Tell a story about a moment when you felt a high degree of success or accomplishment

· Tell a story about a situation that was challenging or difficult and how you handled the obstacles

· Describe something humorous about you that happened in the past year

· Describe your country of origin – be sure to mention a few things that usually only natives know about it

· Share a few pictures of your country or family and explain how they are meaningful to you

· Personally connective start
· Research the Other

· Have fun

· Unify Around the Corporate Mission/Vision

· Corporate culture → local office culture

· Let the Experts Do It

· Focused expertise

· Value of an outside perspective

· Short two-day session

· Best practices

· Harassment

· To transform perceptions and behaviors

· Make the Connection in Person

· Bridge-building just can’t be done online

· Ensuring Clear Communications

· Virtual

· Video conferencing

· Email

· Are all team members proficient in the technology that you want to use?

· Is there the same degree of connectivity and infrastructure in all the sites/countries?

· Are time zones a factor? If so, how can you structure communications to be accommodating and equitable for all? For example, avoid putting people in a position where they have to do a video conference at a local time when they would be in bed!
· Consider creating guidelines to identify what technology and communication modes are best for different purposes

· Managing communications in a virtual setting is challenging

· Email → it’s out there forever

· Online Etiquette: New Challenges in Virtual Interactions
· Who should have access to email?

· Title, use of first or last name, openings and closings

· Develop guidelines for when to communicate via online vehicles and when it is better to pick up the phone, schedule a videoconference, or, if possible, convey something in person. Also clarify lines of authority that relate to communications – who determines who needs to know what?

· Transparency, online communication guidelines

· Using humor and slang
· Tap other internal and external resources for more guidance. Your HR department may already have a Do/Don’t list for online communications, and there are numerous resources on the web that you can use or modify for your team’s purposes.

· Creating “Virtual” Trust and Collaboration
· Creating trust

· Define trust

· Consequences of distrust

· Possible obstacles to building trust

· Trust solutions

· Impact of trust on collaboration

· Exploring trust can also provide insights on related issues

· Challenges these women faced from social and cultural contexts

· You Can’t Ask What You Can’t Do!
· Be honest

· There is no shame in acknowledging limitations

· I embrace the complexity – it’s a great learning experience
· I’m ok with some things related to diversity but unclear or unsure about others

· I’m uncomfortable and feel trapped or frustrated

· No one should feel bad about asking for help when it comes to understanding gender and cultural differences – this is a vast, complicated subject!

· Ignoring differences, and team members with differences, is simply not an option given today’s workforce. 

· Gender and cultural awareness and sensitivity

· Travel → experience

· Stay informed

· Try this at home

· Writing a book is a work of love, dedication and will / Leadership, individual and team performance
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