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[bookmark: _Toc6767377]Executive Summary
The purpose of this report is to discuss how the impact of globalisation has led to greater prominence of cross-cultural teams within the workforce as the movement of commerce and people moving across borders has become more common.  This movement does not only consider the physical movement of one person(s) but also their personal values. This report will analyse the implications of attitudes, values and beliefs within the work place. It will aim to do by using various models to depict how culture impacts behaviour within a workplace setting. Moreover, it will consider the appropriate tools in managing culture such as the use different management theories used to help shape and influence organisational behaviour. 
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[bookmark: _Toc6767378]Introduction
This report is split into two segments. Multi-cultural teams are becoming more prominent in the workplace through globalisation (Lloyd and Hartel 2010). This exposure to different national cultures can impact how members operate within the workplace.  As such the first section will look to analyse the how cultural values can impact behaviour in the workplace by using various models such as a multidisciplinary approach to conceptualise organisational behaviour and looking deeper into culture bound values using the cultural iceberg model. It will aim to do this by using a cross-culture comparison between German and Japanese work colleagues in a workplace setting.  The second segment will consider different management theories. Predominately looking at bureaucratic management and how this can help organisational performance. This will be exemplified by looking at the motoring industry and impact of different management styles upon performance.
[bookmark: _Toc6767379]Section 1
[bookmark: _Toc6767380]Shaping Organisational Behaviour 
Organisational behaviour is considered one of the most complex and least understood elements of modern general management, indicates (Mullins and Christy 2016). At its foundation organisational behaviour is related to the study of how people behave within an organisational setting, and is concerned with the understanding, prediction and control of human behaviour (Vecchio 2005).  The workforce is considered on the main resources to any organisation. Mullins and Christy (2016) suggest, an organisation is a representation of its employees, in the sense that a company is only as good as the persons within it. A positive manifestation of this finds when organisational behaviour is adequately displayed it can help improve organisational performance through the understanding of individual and group behaviour (Bratton and Gold 2012&Mullins and Christy 2016). It is suggestive that failure to monitor organisational behaviour can negatively impact performance and endanger organisational success and survival (Drummond 2000). Therefore, it is important to grasp the influences on human behaviour, how an individual’s attitudes, values and beliefs can encourage interaction and stimulate organisational behaviour. 
One approach of understanding values, beliefs and attitudes can be epitomised by the multidisciplinary perspective (see figure 1)
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[bookmark: _Toc6767381]Figure 1: Multidisciplinary Approach, (Mullins and Christy 2016)
This study offers an insight to the behaviour of individuals within the workplace using three disciplines: psychology, sociology and anthropology, and all three disciplines have made a significant contribution to the field of organisational behaviour, states Mullins and Christy (2016). The psychological approach is predominately concerned with the individuals within the organisation. The attention is centred around the individual as a whole, often referred to as the personality system which concludes of the person’s perception, attitudes and motives. It looks at how people behave and are managed within the workplace settings. Sociological is can be considered very broad in relation to human behaviour in society. The main area of focus is surrounding the analysis of the social hierarchy and positions within the structure. This aspect looks at the relationship between leaders and followers (Vecchio 2005& Mullins and Christy 2016).
Anthropology and anthropologists look more towards the science of humankind and refers to human behaviour as a whole. In relation to organisational behaviour the centre of attention is based around cultural systems, beliefs, customs, values residing within a group or society. Moreover, it looks the compare the behaviour across different cultures i.e. the importance of wearing hijab to Muslim women in work (Mullins and Christy 2016). It is argued people often become dependent on their culture as it offers them security and stability, although they can experience adverse reactions when exposed to unfamiliar environments. The influence of ethics and economic factors must also be considered in the application of organisational behaviour (Drummond 2000, Vecchio 2005, Mullins and Christy 2016). A particular strength of this multidisciplinary approach is that it aims to offer a holistic picture as it considers more than one view. As behaviour is complex and multitude of events and influence it, it would be misconstrued to only consider perspective as the sole influence on organisational behaviour. A weakness in this approach is the criticism the sociological approach has received, in particular lack of constructive ideas. 
[bookmark: _Toc6767382]Deep laying Culture-bound Values 
Another method in trying to anticipate an individual’s behaviour is Edward Hall’s cultural Iceberg model (see figure 2)
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[bookmark: _Toc6767383]Figure 2 – Cultural Iceberg Model, (Hall 1976) 
This model contains six factors which can be categorised into segments; overt and covert. The overt elements are considered to be observable: physical environment, language rituals and ceremonies, stories and legend. The covert elements on the other hand is considered not observable: shared values and assumptions. Hall (1976) used the iceberg analogy as the majority of an iceberg is beneath the surface. In relation to behaviour and culture the overt aspects are considered the tip of the iceberg whereas most of the drivers of behaviour lie beneath the surface in the subconscious of the individual.
In order to conceptualise the subconscious driver, it is important to understand how shared values and assumptions are created. Hofstede (2010) indicates that culture plays a pivotal role in an individual’s human nature and personality. Human nature considered universal and is described as the ability to feel anger, happiness, fear, shame, joy, love and sadness. Hofstede (2010) claims the practical expressions of these emotions can be modified by culture, and that culture and can be both inherited and learnt through experiences.
For instance, on the surface of language can just be perceived as verbal communication between one or more parties. However, there can be more hidden assumptions and values rooted to language. Hall (1976) acknowledged communication as high and low context cultures (HC and LC). High-context (HC) cultures, are influenced by close collective relationships and well-formed social hierarchy (Nishimura 2008). Communication in HC cultures revolves around the unwritten, unspoken message, communication is more indirect; the meaning resides within the information as not everything is stated explicitly (Hall 1976&Avruch 2002). LC cultures place on more emphasis on individualism over collectivism, the need of the individual is prioritised over the needs of the group. Communication in LC cultures relies strongly on directness, the message is explicitly expressed through language (Hooker 2008). LC communication has little focus on paralinguistic cues, and communication is direct, and feelings are open. Whereas, HC communication is strongly reliant on paralinguistic cues such as facial expressions, gestures and body language, nuanced language is used as such communication is considered indirect (Hall 1976& Nishimura 2008). 
An example of the difference in cross cultural communication can be found in a case study by Lincoln (1995) between Japanese expats working in Germany. The Germans complained about their Japanese counterparts in relation to decision-making and communication as they felt their responses were vague and could not get a straight answer out of them. This is because Japan is found to be a HC culture. Much of the western world (LC cultures) have found when dealing with HC cultures the word ‘yes’ can often mean no and used as polite way to deflect proposals with vague responses (Hooker 2008). 
Contrastingly, the Japanese found the Germans to come across as confrontational due to their direct manner of communication which can be linked to LC culture (Lincoln 1995&Nishimura 2008). This feeling of confrontation in negotiations can be related to the concept of face. Oeztel (2001) states, in face-to-face negotiations Germans can come across as direct; conflict management is rigid and blunt, Germans have a self-face which is concerned with defending personal position.  Whereas, Germans found the Japanese overtly polite and took kindness to the extreme; Japanese have a mutual face, there is equal consideration for both parties involved as they aim to achieve harmony (Lincoln 1995& Oeztel 2005).  This shows there are deeper values in language and communication which influences the way to behave and that individuals should be aware of these underlying values to avoid confrontation in the workplace. Supported by Irving (2010) using a cultural lens can help create intercultural competencies by allowing one to understand personal culture and other’s culture, through acknowledgement, appreciation which can help reconcile cultural differences.
[bookmark: _Toc6767384]Section 2
[bookmark: _Toc6767385]Management Theories
Enock(2006) states that there are many management theories out there but all of them share the same concept to build the framework to help guide managers and businesses in running effectively and handling employees in the most sufficient way they deem possible for the benefit of the organisation, which is supported by the Corporatefinanceinstitute.com (2015) which also have highlighted the main benefits of applying these theories into practice.
. Increased productivity 
. Makes decision making easier
. Encourages staff to participate
. Improve quality and service


[bookmark: _Toc6767386]Bureaucratic Management Theory by Max Weber
[bookmark: _Hlk6230029]Max Weber a German sociologist, is best known for his management theory called the Bureaucratic management theory (Weber 1905) (Figure 3)which is described by Jones (2010) as creating an organisational hierarchy by having strong management to control interactions between all employees more efficiently by treating everyone equally and each employee has a specific job which they specialise in and are responsible for. Each person should not take on any extra work outside their job description. In his hierarchy managers must be responsible for their employees within their own departments. There are basic rules put in place which everyone must follow to quite a strict degree with which can cause impersonal relationships in a workplace. This type of management and authority is adhered by political parties, the military, university’s and businesses of a certain size as stated by Wren (2009).  Analysts Boetra (2016), Shephard (2018) have criticized this structure for being rigid and inflexible supported by Lutzker (1982) who also states that Weber’s theory discourages initiative and creativity.
[image: ](figure 3)


[bookmark: _Toc6767387]Bureaucracy Theory in Practice
Daimler Benz is a well-known German car manufacturer it is a well-established company in the German and European car industry (Daimler 2005). The organisations management is set up in a hierarchical structure where procedures are always handed down from the top and implemented by the management. Using German high-quality products Daimler Benz operates with precision, calculability, controllability and efficiency which Boetra (2016) supported Shephard (2018) describe are all traits of Weber’s bureaucratic theory. Daimler Benz have built their reputation by using a very strategic and precise planning and detailed implementation in their business management. Cars of the Daimler-Benz brand represent cars of the luxury sector with all cars going through stringent testing programs every small detail being evaluated and leaving no room for compromise over the quality of their cars.

[bookmark: _Toc6767388]Cross Border Merger
Despite Daimlers success in Europe, the company wanted to succeed and be one of the leading brands in the U.S market where there was a lot of competition from other car manufacturers. Chrysler was a well-established and organization in the U.S. market. Chrysler produced a range of car models that responded well in the American market holding a 23% U.S market share in the car industry for the year of 1997 stated by Gulbro (2007). The merger between the two was to help Daimler get access to the American market and to strengthen the pair against their main Japanese rivals by increasing their market power Wearden (2007).
In May 1998 the 35-billion-dollar merger of Daimler Benz and Chrysler who were two of the world’s largest car manufacturers at that time was announced. Gates (2016) called it the biggest cross-border industrial merger ever in his case study. However, the merger was dissolved in May 2007 with Daimler Benz selling all their Chrysler shares to private equity group Cerberus for just 7.4 billion (Daimler 2005).
[bookmark: _Toc6767389]Different Management Styles
One inquest into why this merger had failed has singled out the two different management styles of the organisations which eventually saw the merger fail as Watkins (2007) wrote in his Harvard business review. Chrysler had a very laid-back approach to their business management model like Douglas McGregor’s (born 1906 – 1 October 1964) Theory X and Y (McGregor 2006) (Figure 4) with their emphasis on theory Y. Management and employees were very team orientated and encouraged to be creative by setting new trends in the automotive market and be given incentives and goals. Chrysler’s managers viewed risk taking as a critical aspect of strategic management (Hoskisson 2016) with a fast-paced trial and error approach according to Shephard (2018). Analysts such as Ritholtz (2019) believed this management style and decision making to be very irrational for a large company like Chrysler as they almost filed for bankruptcy in 1980 due cheaper and fuel-efficient cars from Europe and Japan. Chrysler only survived after a bailout by securing a two hundred-million-dollar loan and saving two hundred thousand jobs.
(figure 4)
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One of the main problems the merger faced was workers were leaving at a high rate as this bureaucratic management style of Daimler Benz alienated  employees and all interactions would only be work related which was a main factor as Schumacher (1973) was a big critic of describing that large and impersonal organizations are said to breed apathy and alienation, which results in staff turnover and absenteeism. Some critics do not see this as a negative issue Daniel (2009) argues when applying rules and controlling people on an impersonal and formal basis by not having empathies with employees can prevent making irrational decisions and not balk when giving criticism and involvement with personal preferences is avoided.
 
[bookmark: _Toc6767390]Clash of Cultures
It is clear to all that the management styles of Daimler and Chrysler are the opposite of each over and even though their styles have many critics, but by using these theories both organisations managed to establish themselves in the global market and will always adhere to their chosen organisational structures henceforth the merger. Beotra (2016) called the merger a cultural mismatch (Figure 5) and that it was the authoritative Germans vs the creative Americans. Daimler-Benz attempted to run Chrysler USA operations in the same way as it would run its German operations by removing the president of Chrysler and replacing him with a German Dieter Zetsche and trying to imply their bureaucratic methods as case studies and Analysts such as Gaughan (2005) and Gates (2016) have stated.  in 2000, Daimler Chrysler suffered third quarter losses of more than half a billion dollars, and further losses were projected in the fourth quarter the merged company announced that it would slash 26,000 jobs at its Chrysler division. This started to cause rifts in business practices by both parties, slowly it was becoming apparent that what first looked like a merger of equals was looking like an acquisition of Chrysler by Daimler Benz.
(figure 5)
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[bookmark: _Toc6767391]What Could Have Been Done to Avoid De-Merger
After the merger both companies continued to follow their own management styles and culture rather than trying to blend together and collaborate to form a high-performance new company which (Boetra 2016&Gaughan 2007) believed would create synergy, value creation and gain a competitive advantage. An example of such a massive merger becoming successful and gaining these benefits is of Disney and Pixar. As Barnes (2008) indicates that since 2006 Disney’s stock rose by 28% in 2008 and revenue streams have continued to increase substantially. The two firms decided to adopt one another’s management styles and culture and combining them when appropriate to create the right balance for the merger to flourish helping them utilize their expertise and increase the quality of their products. Disney and Pixar management style can be comparable with Henri Fayol’s (born 29 July 1841 – 19 November 1925) fourteen principles of management style (Figure 6) (Vilet 2009). 
(figure 6)
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Daimler and Chrysler should have taken an allied approach and adopted Fayol’s management theory which is like Weber’s theory but not as rigid allowing space for flexibility and compromise. Fayol (2013) believed that human organisation is the key to running a successful business putting employees first and making sure they are trained well, and their needs are met will make them more efficient. Daimler always put their brand, product and status first and employees second which clashed with Chryslers culture as they were more about employee’s welfare which they believed was the correct way of running a successful business.
Mitchell (2018) has criticised one aspect of Fayol’s theory  which is planning and forecasting as it is based on humans predictions and sometimes they will naturally make mistakes which will affect the whole organisation ,this is supported by Becker(2014) who wrote a column in the USA Today magazine about Tech company Excite which passed up the opportunity to buy Google for $750,000 in 2001 as their forecasts predicted the valuation to be very high and opted for creating their own search engine Ask.com which has not met their predicted forecasts and since then Google has become a $365 billion dollar company.
[bookmark: _Toc6767392]














Conclusion
A key theme developed throughout this report is the value of culture on an organisation and how it can impact how an organisation operates and its performance. The workforce is the life of a company (Vecchio 2005). The impact of globalisation has created larger multi-cultural teams (Lloyd & Hartel 2010). As different cultures amalgamate in the workplace it can lead to clashes as highlighted through the case study between Japanese expats working in Germany (Lincoln 1995). This highlights there should be an emphasis on understanding the organisational behaviour. The multidisciplinary approach offers a overarching insight to organisational behaviour (Mullins and Christy 2016). An importance consideration in the multidisciplinary approach is the weight of anthropology on organisational behaviour. The use of the cultural iceberg model looks deeper on how the subconscious values can manifest themselves explicitly (Hall 1976). It is important note there are other cultural differences mentioned by Hofstede (2010) which can influence behaviour, which this report fails to mention, and this should be considered as further point of reading. However, there is strong validity in the cultural differences found in communication impacting behaviour, giving prominence to the cultural iceberg model. 
Moreover, by looking at the Daimler-Benz and Chrysler merger it is fair to assume each organisation has its own corporate culture and it is suggestive the corporate culture precedes personal culture, and similar to personal culture these values are embedded into the fabric of the organisation (Daimler 2005; Boetra 2016). Management theories such as Weber’s and and Fayol, show stark contrasts, where bureaucratic is centralised with a top-down approach with little flexibility and emphasis on formal rules (Jones 2010). Whereas, Fayol’s principles of management allow for greater flexibility, and emphasis is placed on human organisation (Fayol 2013). Placing greater importance on the people which are a key factor in an organisation can help with reconciliation and overcome challenges in cross cultural difference, a consequence of this can help boost organisational performance.
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[bookmark: _Toc6767394]Figure 1- Multidisciplinary Approach
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[bookmark: _Toc6767395][image: ]Figure 2- Cultural Iceberg Model











[bookmark: _Toc6767396][image: ]Figure 3 – Bureaucratic Management Model











[bookmark: _Toc6767397]Figure 4 – McGregor’s Theory X and Y
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[bookmark: _Toc6767398]Figure 5 – Daimler-Chrysler Cultural Mismatch
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[bookmark: _Toc6767399]Figure 6 – Fayol’s Principle of Management Model
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[bookmark: _Toc6767402]Presentation Notes

You only see the tip of the iceberg and the rest is underwater and cannot be seen. This is also good way of describing human and organisational culture. It has some aspects that are visible and many others that can only be suspected, guessed, or learned as understanding of the culture grows. Like an iceberg, the visible part of culture is only a small part of a much larger whole. Failure to understand and recognise these parts of culture and the layers that compose them, as well as how they influence each other is the main reason misunderstandings occur in the workplace for individuals and organisations. 
TALK ABOUT FA GLOBAL ORGANISTAION, GOOD PAY, HELPING COMMUNITIES.           NO RACISM IN FOOTBALL VERY SERIOUSLY

WE BELIEVE THE UNIQUENESS OF EVERY INDIVIDUAL MAKES IKEA BETTER!
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In this era of technology and globalisation, many companies are trying to succeed in cultural diversity in the workplace.

For example, IKEA have recently taken prerequisites such as school achievements, grades and experience out of their recruitment process, and instead, have frank conversations with candidates to predetermine whether they’ll fit in with the culture or not.
This approach means your organisation not only takes on board individuals that are more likely to be engaged at work, perform better and stay for longer – it also means you’re widening the doors for people from all backgrounds to have a chance to work at your company.
CORE VALUES
SINCE THE FA FORMED IN 1879 THEY HAVE HAD ONLY ONE PERSON OF ETHNIC MINORITY SIT ON THEIR MAIN BOARD OF DIRECTORS WHICH IS MADE UP OF TEN PEOPLE 
DAME HEATHER RABBATS BUT SHE STEPPED DOWN AFTER 5 YEARS IN JUNE 2017 AND HER REASONS FOR LEAVING BROUGHT UP A LOT OF DEBATE ABOUT WHAT THE VALUES OF THE F.A ARE.
IN HER OWN WORDS SHE SAID THE ORGANISTION IS RAN BY 10 GRUMPY OLD MEN
 I THINK THE FA SHOULD START THEIR DIVERSITY CAMPAIGN FROM THE TOP AND WORK TO BOTTOM AND HAVE MORE ETHNIC AND DIVERSE MINORITIES SITTING ON THEIR MAIN BOARD WHICH CONSISTS OF ALL WHITE MEN WHO MAKE ALL THE CRUCIAL DECISIONS.THIS WOULD BRING

     
· Improved creativity
· Improved employee engagement
· Improved company reputation
· Wider range of skills
· Improves cultural insight
IN CONCLUSION THE FA HAVE SHOWN THAT THEY INVEST A LOT INTO WHAT THEY BELIEVE IN ON AND OFF THE PITCH AND MADE SOME TOUGH DECISIONS BASED ON EMPLOYEES NOT SHARING THE SAME NO MATTER HOW GOOD THEY WERE IN THEIR RESPECTIVE JOB ROLES.
 BUT THE MAIN PROBLEM SEEMS TO LY WITH THE HEIRARCHY AND THE BOARD WITH INDIVIDUALS SHOWING DIFFERENT ATTITUDES TOWARDS THE F. A’S BELIEFS AND VALUES ESPECIALLY TOWARDS CULTURAL AND ETHNIC DIVERSITY. 
THEY ARE VERY HYPOCRYTICAL IN ASKING ALL FOOTBALL CLUBS TO VALUE DIVERSITY  WHEN HIRING COACHES AND MANGERS YET THERE IS NO ETHNIC MINORITY EMPLOYEE IN THEIR HEIRARCHY
MAYBE THE FA SHOULD TRY TO ALIGN THEIR VALUES TO THEIR EMPLOYEES VALUES.
PERSONAL NOTE.????
VALUE CULTURAL DIVERSITY ALL MY LIFE GONE TO DIVERSE SCHOOLS AND FRIENDS WORKPLAC
THE F.A LIKE ANY OTHER ORGANISTATION VALUE THEIR IMAGE AND WHAT THEIR EMPLOYEES, PEOPLE AND THE MEDIA THINK ABOUT THEM.
ALL ORGANISTIONS HAVE BELIEFS, VALUES AND ATTITUDES WHCH THEY TRY TO ABIDE BY AND HOPE THEIR EMPLOYEES DO THE SAME.
ORGANISTIONS LIKE THE FA ARE ALSO A BRAND AND ALWAYS IN THE PUBLIC EYE AND OFTEN ADVERTISE THEIR BELEIFS ON TV ADVERTS OR COLLABERATE IN VARIOUS CAMPAIGNS WITH OTHER GLOBAL BRANDS SUCH AS DISNEY AND MCDONALDS WHO THE BELIEVE AND SHARE THE SAME VALUES AS THEM.
THE BIG CHALLENGE FOR ORGANIZATIONS IS TO LIVE UP TO THESE VALUES AND HOW THEY DEAL WITH ISSUES THAT ARISE WHEN ANY OF THESE VALUES ARE HARMED BY THEM OR ANY OF THEIR EMPLOYEES.    ENE ELUKO
 A survey out from insurer MetLife, which found that nine out of 10 people would choose a company with similar values over a job that pays more. And they are willing to take a big pay cut to make sure those values align with their own. 
VOHGT (2016) DESCRIBES VALUES AS THE EMOTIONAL SALARY OF WORK
MANY ENGLISH MANAGERS BELIEVE THAT ONEDAY MANAGING ENGLAND WILL BE THE PINNACLE POINT OF THEIR CAREERS IT ALSO BRINGS A LOT OF FINANCIAL REWARD AND PERSONAL ENDORSMENTS FROM MANY OTHER BRANDS.
BUT AS U CAN SEE IT ALSO BRINGS A LOT OF ATTENTION AND YOU WILL ALWAYS BE IN THE MEDIA SPOTLIGHT
IN 2012 ALAN PARDEW WHO WAS THE MAIN CANDITATE FOR THE JOB AND HAD SHOWN INTEREST FOR THE JOB IN THE PAST RULED HIMSELF OUT. HIS REASONS WERE HE VALUED THE PRIVACY OF HIS FAMILY AND FRIENDS AND DID NOT WANT HIS HIGH PROFILE JOB AFFECTING THEIR LIVES.SO, YOU CAN SAY HIS VALUES DID NOT ALIGN WITH THIS JOB FROM THE FA


FA's first black female director quits over 'lack of progress' for ethnic minority coaches
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