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[bookmark: _Toc220861252][bookmark: _Toc224691241][bookmark: _Toc227284007]CHAPTER 1: INTRODUCTION
[bookmark: _Toc220861253][bookmark: _Toc224691242][bookmark: _Toc227284008]1.1 Background and Context of the Study
The concept of globalisation has redefined the manner in which organisations are run, especially those that are multinational and international in nature undertaking business activities in various countries and in different cultural set ups. The technology, liberalisation of international trade and global supply chains have seen the firms grow very fast outside their home markets. Consequently, organisations are becoming more and more dependent on geographically dispersed work teams that are made up of people of different cultural, social and institutional backgrounds. Although this diversity may be beneficial in the strategic aspects of innovation, creativity and market awareness on a global scale, it is equally a major management challenge especially on leadership, communication and decision making.
Culture has been well known to be a determinant factor in the organisational behaviour and effectiveness of management. The values, attitudes, communication styles and expectations of authority of individuals are also influenced by national and societal cultures and directly influence the management practices perceived and practised in organisations. Managers in multinational firms are usually expected to enforce corporate policies that are uniform in culturally different settings, and it can create conflict when the global managerial practices are in opposition to the cultural norms (Meyer, 2019). This means that no one can be fully successful in management of multinational organisations without factoring in the role of cultural differences.
Effectiveness in management is a description of how far managers can go to attain organisational goals without losing employee involvement, coordination and performance. In a multinational, a good manager is not only efficient in their operations but must also possess the capability to lead a culturally diverse team, control cross-cultural communication and conceptualization as well as a constructive resolution of cultural conflicts. The studies indicate that management styles that work in a certain cultural setting might fail to be effectively transferred to a different cultural context, which is why management should be culturally sensitive and adaptive (Stahl et al., 2020).
Over the last several years, multinational firms with their headquarters based in the United States have come under growing criticism as to their worldwide management strategies. Most of the US based firms are functioning under strong organisational cultures that involve performance orientation, accountability of individuals and direct communication. Although they might conform to the set of cultural values domineering the United States, they could be in conflict with those of areas in which collectivism, hierarchy or high-context communication are more dominant. The challenge is especially applicable to large, innovation oriented organisations that need to retain a steady corporate image and at the same time conduct business in diverse markets that have different cultures (Adler, 2022).
In this work, the two multinational firms of interest are Amazon and Tesla, which have provided the best cases of possibilities and difficulties involved in cross-cultural management. Both organisations have been able to grow globally and gain substantial market share but their approach to managing the organisation has raised controversy to employee relations, style of leadership and cultural fit in any international operation (Adler, 2022). The analysis of these organisations will present a good experience in investigating the role of cultural differences in the effectiveness of management in modern multinational organisations.
[bookmark: _Toc220861254][bookmark: _Toc224691243][bookmark: _Toc227284009]1.2 Problem Statement
The rising trends of globalisation in business activities have heightened the challenges facing multinational firms to operate and employ workforces with diverse cultures. With organisations going international, they face staff members that have other cultures, social values, communication patterns and leadership expectations. Although diversity may stimulate creativity and innovation, it is a source of complexity in management processes. One of the core issues with multinational organisations is that management practices, which are being developed in a prevailing home-country culture, are usually transmitted to other cultures with little or no adjustments, and it results in difficulties in management performance in other cultural settings (Hofstede et al., 2020).
Operational efficiency and strategic decision-making do not determine the management effectiveness in multinational companies; they also depend on the manner in which the managers lead, communicate, and motivate multinational employees. The cultural values determine the perception of authority among the employees, feedback, team work and the interpretation of organisational goals. In case the managers do not identify or do not manage such cultural differences, misunderstandings and conflict can occur, which leads to decreased employee engagement, poor performance, and broken organisational unity (Meyer, 2019). This points at one of the ongoing issues of multinational organisations: the conflict between worldwide standardisation of management practice and local cultural responsiveness.
This is an issue that is clearly related to large multinational corporations with their headquarters in the US and a high organisational culture and a centralised management system. The performance orientation, individual accountability and direct communication are often highlighted by such organisations as they are based on the cultural values that prevail in their home country. But once the same management practices are practiced in areas where collectivism, hierarchical control or high-context communication are esteemed, then they can be viewed as improper or ineffective. Consequently, the managers working in foreign subsidiaries might not be able to implement the corporate policies in a manner that makes sense to local employees and thereby compromises the effectiveness of the management (Steers et al., 2020).
This is of particular concern with the case of Amazon and Tesla. Both organisations have been defined by well-performance based cultures and fast globalisation. They have led to their commercial success, but have also caused leadership acceptance and communication practices and employee relations challenges in multicultural environments. The managers in these organisations are usually called upon to strike a balance between the global performance demands and the local cultural demands and that may be a challenge without the culturally adaptive management frameworks.
Another aspect in the issue is the disconnection between the theory and the practice of cross-cultural management (Aguilera et al., 2018). Literature supplies one with various established frameworks of comprehending cultural distinctions, including cultural dimensions, communication context and leadership preferences. Nevertheless, most of these frameworks are implemented on a macro scale and fail to comprehensively understand the way the differences between cultures are being encountered and handled in the real life organisational experiences. As a result, managers might understand the cultural differences in theory but do not have any practical advice on adapting their leadership and management practices to the definite organisational contexts (Taras et al., 2021).
Also, previous studies have tended to concentrate on cross-national comparisons as opposed to organisation-related analysis. Though these studies are important, they do not emphasise much on the significance of organisational culture in influencing managerial behaviour and employee reactions (Aalvesson, 2019). Organisational culture in multinational firms and firms having a high corporate identity can support or be contrary to national cultural values. Interaction of organisational culture and national culture is thus an important yet under researched field of study. Lack of awareness of this interaction may lead to culturally insensitive or too inflexible management practices, which will restrict their effectiveness levels in various settings (Stahl et al., 2020).
The issue is exacerbated by the fact that modern multinational organisations are dynamic and fast-paced. Speed, efficiency and standardisation are also important in companies in industries where time and output are vital, and the focus is on innovation and speed. Although these priorities can increase competitiveness, they can decrease opportunities of managers to consider and adjust to cultural differences (Aguilera et al., 2018). The cultural problems in these cases can be considered as secondary problems, but not the major factors that dictate the management performance. This may result in reactive instead of proactive management of cultural diversity which augments the chances of conflict and non-alignment within teams.
Although awareness about the significance of cultural competence in management has increased, there is still a dearth of empirical studies that can describe the lived experiences of cultural differences by managers in particular multinational organizations. Specifically, the qualitative research on how managers view cultural challenges, how the challenges influence their effectiveness as managers, and what strategies they use to manage cultural diversity in practice is lacking. In the absence of such insights, organisations can still stick to the generic management models that do not necessarily reflect the subtle realities of cross-cultural working conditions (Alvesson, 2019).
Thus, the main issue under consideration in this dissertation is the lack of knowledge about the effect of cultural differences on managing in modern global corporations and how managements address the differences in practice. It is necessary to tackle this issue in order to come up with management approaches that are consistent across the globe and responsive to the locals. Through the experiences of the managers in Amazon and Tesla, the study aims to learn more about the cultural challenges multinational organisations encounter and hopes to be able to implement more efficient as well as culturally sensitive management practices.
[bookmark: _Toc220861255][bookmark: _Toc224691244][bookmark: _Toc227284010]1.3 Research Aim
This study will critically analyze the impact of cultural differences on the effectiveness of management in multinational companies, through the case studies of Amazon and Tesla as their comparative examples. 
[bookmark: _Toc220861256][bookmark: _Toc224691245][bookmark: _Toc227284011]1.4 Research Objectives
In order to meet the objective of the research, the following objectives are employed in this study. First, it attempts to find the significant cultural variables that shape the managerial practice in multinational organisations. 
Second, it seeks to analyze the issues surrounding managing and coordinating culturally diverse teams by managers. 
Third, the research assesses the impact of cultural differences on communication, leadership and decision-making process in multinationals. 
Lastly, it examines the approaches employed by multinational corporations to deal with the cultural diversity to help them overcome cultural opposition and be able to manage effectively in the diverse cultural settings.
[bookmark: _Toc220861257][bookmark: _Toc224691246][bookmark: _Toc227284012]1.5 Research Questions
To answer the research aim and objective, this dissertation is informed by the following research questions. 
The first research question is, what role does cultural differences play in the effectiveness of management of multinational companies like Amazon and Tesla? 
The second research question will look at the challenges encountered by managers who are dealing with culturally diverse teams in multinational organisations. 
The third research question aims at seeking to find out how multinational corporations reduce cultural differences and enhance management performance in various cultural settings. All these questions combine to give a systematic guide to the study of the relationship between culture and management performance in multinationals.
[bookmark: _Toc220861258][bookmark: _Toc224691247][bookmark: _Toc227284013]1.6 Significance and Relevance of the Study.
The present study has academic and practical implications. In the academic sense, it adds value to the discipline of cross-cultural management in that it gives an organisation-specific study of the impact of cultural difference on the effectiveness of management within modern multinational organisations. Although the current literature has presented useful theoretical disciplines, there is a gap of empirical studies that have put the theories into practical application in the actual context of the organisations. This study meets this gap by concentrating on Amazon and Tesla and contributing to the existing knowledge on how cultural forces work in the context of multinational firms that are strongly based on innovation (Alon et al., 2020).
The research is also in response to the calls of recent literature as to more qualitative research that will capture the lived experiences of managers working across cultures. Through critical synthesis of contemporary academic literature and organisational evidence, this study provides contextualised insights into how cultural differences shape management effectiveness in multinational corporations. This method makes cross-cultural management studies more profound and meaningful (Brannen et al., 2019).
In a practical sense, the research results apply to organisational leaders and human resource professionals and managers operating in multinational settings. Knowledge of the effects of cultural differences on management performance can be used to build more inclusive and adjustive approaches to management. The research provides the ideas of what strategies can be used to assist managers to enhance communication, develop trust and overcome cultural differences in heterogeneous teams.
In addition, the study has implication on multinational corporations that aim to strike a balance between globalization and local sensitivity. In the present day, with organisations going global, the capacity to handle cultural diversity efficiently is becoming more important to the maintenance of competitive advantage. Results of the current research can be used in the development of leadership programmes, cross cultural training programs and organisational policies to help organisations increase their effectiveness in management practice in international settings (Alvesson, 2019).
On a larger scale, the work is applicable to the modern arguments about responsible and ethical management in multinational organizations. Cross-cultural management may help in improving the well-being of employees, organisational justice and sustainable performance, which meets societal expectations of responsible global business behaviour (Steers et al., 2020).
[bookmark: _Toc220861259][bookmark: _Toc224691248][bookmark: _Toc227284014]1.7 Review of Research Methodology.
The research methodology is systematic and articulated and guided by the research onion as suggested by Saunders et al. (2019) that offers a logical structure on how to design management research. The study method is qualitative, interpretivist and it is anchored on secondary data analysis alone (Ambos et al., 2020). The method will allow critical synthesis of existing academic research and organisational data to examine the impact of cultural differences on the effectiveness of management in multinational companies in great detail. The approach used suits Level 7 level research since it expresses methodological coherence, analytical rigour and viability within the dissertation period. 
[bookmark: _Toc224691249][bookmark: _Toc227284015]1.7.1 Research Philosophy
The study is based on the interpretivist philosophy that acknowledges that realities on organisations, as well as managerial performance, are socially constructed and influenced by culture. The purpose of the study is suited to interpretivism because it allows the researcher to understand how the differences in cultures in multinational organisations are understood and represented in available academic and practitioner literature. Instead of aiming at objective measurement, the given philosophical stand implies the possibility of critical interpretation of meanings, interpretations and trends of cultural impact on management performance in various organisational setting (Saunders et al., 2019). 
[bookmark: _Toc224691250][bookmark: _Toc227284016]1.7.2 Research Approach
The research takes a deductive approach of study which utilizes the existing theories of cross cultural management, leadership, and communication. The existing conceptual frameworks such as the cultural dimensions theory, the leadership preference models and the cross-cultural communication theories guide the analysis (Andersson et al., 2019). These theoretical orientations are used as a systematic approach within which the secondary evidence on Amazon and Tesla is critically analyzed. The deductive method facilitates a methodical analysis of the degree of success of formulated theories in explaining the patterns recorded in the historical organisational practices and managerial issues in the multinational companies. 
[bookmark: _Toc224691251][bookmark: _Toc227284017]1.7.3 Research Strategy
The approach is a comparative case study strategy, which targets Amazon and Tesla as modern multinational organisations that conduct their activities in different cultural environments (Andresen and Ber. The case study method is suitable in the analysis of complex organisational phenomena in reality through prevailing organisational reports, case studies and academic analyses. The comparative design allows managing the comparisons of similarities and differences between cultural influences on the effectiveness of management in both organisations in a structured way and enhances the depth of analysis and contextual significance (Yin, 2018). 
[bookmark: _Toc224691252][bookmark: _Toc227284018]1.7.4 Methodological Choice
The research has chosen a qualitative approach to study by relying on secondary data. Qualitative secondary research allows deep examination of the managerial practices, leadership styles and cultural issues as reported in peer-reviewed agencies and literature, case reports of organisations and reports by reputable industry agencies as well. Using secondary data only makes it possible due to the time and resource limitations of a taught postgraduate dissertation yet allows the critical, theory-driven analysis. Analytical triangulation is also reinforced by the use of several secondary sources, and the findings become more credible (Saunders et al., 2019). 
[bookmark: _Toc224691253][bookmark: _Toc227284019]1.7.5 Time Horizon
The study takes a cross-sectional time frame because it is built on the current secondary sources gathered in a specified six-week interval. The study design suits the analysis of existing trends in the management practices of cross-cultural management and the challenges that are reported in multinational organisations. The cross-sectional design is appropriate since it necessitates no longitudinal data collection and enables analysing data in a timely and focused manner, which is appropriate due to the nature of this dissertation (Steers et al., 2020). 
[bookmark: _Toc224691254][bookmark: _Toc227284020]1.7.6 Data Collection Methods
The research is solely based on secondary sources of data. These are peer-reviewed scholarly journal articles, scholarly books, organisational case studies, corporate reports, sustainability disclosures and reputable industry publications that involved Amazon and Tesla (Steers et al., 2020). The relevant literature will be identified with the help of academic databases like Google Scholar, ScienceDirect, Emerald Insight and SpringerLink. The identified sources offer both empirical and theoretical information about cross-cultural management, leadership and organisational culture among multinational companies. No primary data will be gathered. 
[bookmark: _Toc224691255][bookmark: _Toc227284021]1.7.7 Data Analysis Techniques
Thematic analysis (qualitative) is used to analyse the secondary data. A review of the relevant sources is carried out and coded to determine recurrent themes concerning the cultural differences, the style of leadership, practices of communication and managerial effectiveness within multinational contexts. The theoretical models that guide the analysis process are Hofstede cultural dimensions, the communication context theory developed by Hall, the cultural model of Trompenaars and GLOBE leadership theory. This methodically-based thematic analysis helps them to interpret rigorously and congruent with the interpretivist research philosophy (Braun and Clarke, 2021). 
[bookmark: _Toc224691256][bookmark: _Toc227284022]1.7.8 Ethical Considerations
In this study, the secondary data is the only source of information that is utilized, and it is collected in the form of publicly available and academic sources (Steers et al., 2020). The ethical risks of this study are not high as there are no human subjects and no personal or sensitive data that will be gathered. Integrity will be observed in the following ways: correct citation, proper referencing, and following the principles of academic honesty and data protection. The study is in compliance with the institutional rules of the ethical aspects of secondary research and does not involve the informed consent procedures. 
[bookmark: _Toc220861260][bookmark: _Toc224691257][bookmark: _Toc227284023]1.8 Structure of the Dissertation
In this dissertation, there are six chapters. Chapter 1 has presented the research context, problem, aim, objectives and significance of the study giving an overview of the research approach. Chapter 2 will critically review the literature available on the topic of cross cultural management, leadership and communication based on the well established theories to place the study in current scholarly arguments. Chapter 3 provides a detailed description of the research methodology and includes research philosophy, research design, data collection techniques, ethical issues and constraints. Chapter 4 presents the findings of the research based on systematic analysis of secondary data drawn from academic literature, organisational case studies and corporate reports. In Chapter 5, the findings are discussed with reference to the literature and research questions with the consideration of theoretical and practical implications. Chapter 6 is the last chapter that brings an end to the dissertation by summarising the major findings, giving recommendations on practice, limitations and future research directions.
[bookmark: _Toc223272629][bookmark: _Toc227284024]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc223272630][bookmark: _Toc227284025]2.1 Introduction
This chapter is aimed at critically reviewing the available scholarly research on cultural differences and its impact on management performance at multinational corporations. The review is based on the concepts presented in Chapter 1 and examines the theoretical, empirical, and conceptual controversies, which support cross-cultural management studies, with particular reference to innovation-oriented multinational corporations like Amazon and Tesla. Instead of summarising previous research, this chapter compares the positions of opposing views, finds some areas of agreement and disagreement, and outlines crucial gaps that support the current research (Ambos et al., 2020).
The current rise in the internationalisation of companies has piled the academic interest in the role of cultural diversity in influencing leadership, communication, and organisational performance (Stahl and Tung, 2020). Even though the influence of cultures has traditionally guided the research conducted on international business, modern researchers state that the classical models tend to undervalue the dynamic and context-specific character of culture in multinational companies (Beugelsdijk, Ambos and Nell, 2020). This conflict between fixed national models of culture and the changing reality of globally integrated companies is a major analytic focus of this review.
As per the research questions stated in Chapter 1, this chapter studies three domains that are interrelated. First, it assesses the classical and modern theories of culture in management studies. Second, it examines the relationship between organisational culture and national culture in multinational companies. Third, it provides a critical analysis of the impact of cultural differences on leadership effectiveness, communication processes and performance of a manager (Ang and Van, 2018). This chapter ends by summarising these strands into a conceptual framework, which informs the empirical inquiry.
Literature Search Strategy
In order to make a complete and systematic literature review, several recognised scholarly databases such as Google Scholar, Academic search complete, business source complete, emerald Insight, and science Direct, were used to identify the relevant scholarly sources. The reason these databases were chosen is that they are involved in providing access to high quality peer reviewed studies in the areas of international business, management, and organisational behaviour (Saunders, Lewis and Thornhill, 2019).
The set of key themes and keywords used to shape the literature search were based on the research aim and research questions. The major keywords were the words cross-cultural management, cultural differences in multinational corporations, leadership in multinational organisations, organisational culture and national culture, multinationals management, and cross-cultural diversity in teams (Baaij, 2019). The Boolean operators were used to narrow the search and come up with the most relevant scholarly publications using these keywords.
Inclusion and exclusion criteria were used in order to make the literature relevant and of good quality. The inclusion criteria involved inclusion of peer-reviewed scholarly journal articles, scholarly books, or reputable international business publications on cultural difference, leadership, and multinational management. Moreover, the preference was provided to the studies that were published since 2018 because the literature would reflect modern trends in the field of cross-cultural management studies.
The sources were also filtered out in case they were not academically reliable, not directly relevant to the management of multinational organisations or they were only relevant to domestic organisational situations. The use of these criteria helped maintain the relevance and focus of the literature review as well as keep it in line with the research aims.
[bookmark: _Toc223272631][bookmark: _Toc227284026]2.2 Theoretical Foundations of Culture in Management
2.2.1 Revisiting Cultural Dimensions Theory
Dimensional models of national culture have had a significant influence on the study of cultural differences in management more so the models formulated by Hofstede. Even though Hofstede originally wrote before 2018, this work still serves as an inspiration to current research, as it is proven by its updated and extended versions (Hofstede, Hofstede and Minkov, 2020). The dimensions that are identified in the framework include power distance, individualism-collectivism, uncertainty avoidance and long-term orientation, which are employed to describe the differences in workplace behaviour among nations (Baldwin, 2019).
In more recent scholarship, the deterministic use of national culture dimensions is, however, becoming a questionable approach. According to Taras, Steel and Kirkman (2021), cultural distance may explain some organisational outcomes, but its ability to do so depends on the contextual factors, including industry characteristics, leadership style and organisational culture. In the same manner, Beugelsdijk and Welzel (2018) argue that the dimensions of national culture are better perceived as tendencies that are more likely to happen, instead of determinants of behaviour (Barkema et al., 2019).
The fact that Hofstede dimensions remain useful in the multinational management research is a testament to the functionality of the dimensions as well as the conceptual constraints. On the one hand, they offer a systematic prism in the light of which the variations in expectations of authority, norms and norms of communication and risk tolerance may be analyzed. Critics, on the other hand, state that this kind of models poses a threat of strengthening national stereotypes and ignoring intra-country variation (Minkov and Kaasa, 2022). In transnational companies with mobile globalisation and ambivalent identities, workers can experience the presence of several different cultural influences at once, which defy the easy nationalistic classifications.
The assumption that the home-country managerial practices can be applied to all subsidiaries in the same way is problematic in the context of Amazon and Tesla, which have subsidiaries in culturally diverse regions. Centralised leadership, as demonstrated by the dimension of power distance, can have a different impact on the perception of employees by the employees in different regions. However, cultural dimensions cannot be used to explain the effectiveness of managers completely without referring to organisational norms and strategic priorities. Therefore, the cultural dimensions theory is still basic, but its implementation needs to be critically contextualised (Barmeyer and Davoine, 2019).
2.2.2 The GLOBE Study and Leadership Universality Debate
Other than Hofstede, there is Global Leadership and Organizational Behavior Effectiveness (GLOBE) project that provides a leadership-oriented cultural framework. The GLOBE research recognizes implicit leadership theories supported by culture and analyzes the assessment of leadership qualities in societies (Edinger and Sainz, 2020). It proposes that some qualities of leadership like integrity and charisma can be universally attractive, whereas others are culturally specific.
The issue of universality versus contingency is still a main issue in cross-cultural leadership studies. According to Stahl and Tung (2020), overemphasising cultural differences can lead to the loss of the possibility of shared managerial values in global organisations. On the other hand, Steers, Sanchez-Runde and Nardon (2020) argue that a successful leader should take into consideration culturally ingrained expectations of hierarchy, participation and communication style.
Empirical studies indicate that leadership performance in multinational contexts is also determined by the national culture, as well as the extent of consistency between the leader behaviour and the expectations of the employees (Taras, Steel and Kirkman, 2021). It means that the success of managers in organisations like Amazon and Tesla is predetermined by the capacity of the leaders to balance between performance-oriented corporate standards and the culture-based views of the staff on authority and cooperation (Bartlett and Beamish, 2018).
Nevertheless, the opponents of GLOBE state that its massive quantitative format can diminish organisational-level processes and personal diversity (Beugelsdijk, Ambos and Nell, 2020). Additionally, the preferences of leadership that have been established at the societal level might not be directly transferred to the multinational environments of complex nature whereby organisational culture mediates such relationships. Therefore, as GLOBE contributes to the research of culturally contingent leadership, it does not represent the entire relationship between corporate culture and national culture.
2.2.3 Moving Beyond Static Culture Models
The concept of culture as a fixed and nationally determined phenomenon is becoming increasingly questioned by the current international business research. According to Shenkar, Luo and Chi (2021), culture must be thought of as being dynamic, multi-layered and institutionalised. In a similar manner, Tung and Verbeke (2019) warn about the excessive reliance on the measures of cultural distance, instead promoting a more subtle take on cultural friction and adaptation processes.
Beugelsdijk, Ambos and Nell (2020) present the so-called distance asymmetry, where the cultural differences do not influence all the players of the organisation in an equal manner. Instead, their effects differ according to organisational structure, governance systems and strategic orientation. The view is especially applicable to multinational companies that have a high level of centralised cultures and are operating in different markets, although driven by innovation (Berry et al., 2019).
Culture in such firms is multi-level i.e. national, organisational and professional. In technology-intensive companies, workers can have professional subcultures that cross country borders and this may help in some way in reducing cultural differences. Meanwhile, organisational culture may support or contradict the societal values. The interaction of these levels makes it difficult to simplify the use of national cultural models (Beugelsdijk and Welzel 2018).
Thus, there is a growing need in the literature to take into consideration integrative frameworks that consider the interaction between the national culture, organisational culture and managerial practices (Stahl and Tung, 2020). The change is essential in the context of comprehending the efficacy of management within the modern enterprise involved in multinational business and where the identity of the corporation and the globalization are intertwined with the local cultural diversity. 
[bookmark: _Toc223272632][bookmark: _Toc227284027]2.3 Organisational Culture and National Culture Interaction
The correlation between organisational culture and national culture is a highly important but understudied field of research in cross-cultural management. Organisational culture describes the value, norms and practices shared by employees in a firm to influence their behaviour. The organisational culture in multinational corporations is frequently based on the home country and spread worldwide by the corporate policies, leadership practices, and performance systems (Pudelko and Harzing, 2019).
Nonetheless, transfer of home-country organisational culture into a different culturally diverse setting can create tensions. It has been found that subsidiaries can be resistant or may interpret practices of the company differently when they run against the local practices (Vaiman, Collings and Scullion, 2019). To take one example, a high level of individual responsibility and direct feedback can be viewed as confrontational in high-context societies.
This interaction is further complicated by the debate on global standardisation and local adaptation. On the one hand, global integration makes it more efficient, brand consistent and strategically aligned. On the other hand, unreasonable standardisation can deter local responsiveness and employee participation. Stahl et al. (2018) believe that the culturally diverse team can help to improve the innovation when managed inclusively, but the mismatch between the corporate culture and the values of the local population can decrease the trust and collaboration (Boussebaa and Faulconbridge, 2019).
The tension is seen in the example of innovation-driven companies, including Amazon and Tesla. Their organisational cultures are based on speed, high performance and accountability. Though these features make one competitive, they can also create more cultural tension in such a setting where consensus-making and relationship harmony are emphasized. This implies that management performance cannot be evaluated in the absence of culture alignment.
The literature has thus shown the necessity of studying the interface between corporate and societal culture in respect to how managers navigate through it. However, empirical research tends to be on a macro-level and does not focus on the lived experiences of managers in particular organisational settings (Taras, Steel and Kirkman, 2021). This weakness is the basis of the current research.
[bookmark: _Toc223272633][bookmark: _Toc227284028]2.4 Cultural Differences and Leadership Effectiveness
The effectiveness of leadership in multinational corporations cannot be explained out of the context of culture. Although the previous studies are also inclined to find out the universality of effective leadership styles, the modern scholarly works focus on the contextual and interpersonal basis of leadership in relation to the cultures. The assumption that managerial behaviours that are developed in a leading home-country culture can be universal has been questioned more and more (Stahl and Tung, 2020).
One of the streams of influence is the study of the correspondence between the culturally approved expectations of leadership and managerial behaviour. According to Taras, Steel and Kirkman (2021), leadership effectiveness is heavily determined by the congruence between leaders and their actions and the expectations of employees that are culturally determined. As an example, in the context of low power-distance participation in decision-making and egalitarian communication can lead to the increase in perceived effectiveness. On the contrary, in high power-distance cultures, hierarchical clarity and directive leadership can be considered as valid and able (Boyacigiller et al., 2020).
Nonetheless, cultural contingency should be taken with a grain of salt. According to Edinger and Sainz (2020), multinational companies usually create in-house leadership standards that partially supersede social demands. The leaders in organisations that are marked by high performance orientation and centralised governance are not just assessed based on cultural dimensions but also on corporate measures. This implies that the leadership performance in companies like Amazon and Tesla could be an indication of a complicated trade off between the expectations of the national cultures and the corporate performance standards (Buckley, 2020).
Moreover, multinationals that are driven by innovation are in very competitive sectors that are time sensitive and place premiums on speed and responsibility. Shenkar, Luo and Chi (2021) believe that multinational companies tend to develop transnational leadership capabilities that are aimed at operating in cross-cultural environments. These are such competencies as cultural intelligence, adaptability and integrative decision-making. However, even with these efforts, the aspect of cultural misunderstanding still persists implying that the context of adaptation to leadership is still not even.
More importantly, the literature indicates that there is tension between the standardisation of global leadership and local responsiveness. Whereas standardised leadership models might offer uniformity and strategic focus, it can also squash diverse cultural outlooks (Beugelsdijk, Ambos and Nell, 2020). In culturally heterogeneous subsidiaries, strict leadership styles can destroy trust and psychological safety, especially in cases where there are differences in communication norms.
The question of cultural difference and leadership is further complicated by the issue of power asymmetry that exists in multinational structures. Leadership at the headquarters tends to have purely symbolic control over subsidiaries, which enhances cultural dominance at home (Pudelko and Harzing, 2019). This can result in implicit assumption of the superiority of managerial practices that are based on the home context and thus, that the local cultural knowledge is marginalised. These dynamics may produce minor types of cultural resistance that influence the validity and performance of managers (Caligiuri and Tarique, 2020).
Stahl et al. (2018) highlight that the culturally diverse teams can be more productive than the homogeneous teams in case the inclusive leadership practices are implemented. Inclusive leadership is the willingness to actively appreciate cultural diversity, voice and conflict management that is constructive. Nevertheless, lack of adaptation by the leaders to the cultural patterns of communication can lead to breakdown of coordination and less cohesion in diverse teams. This implies that cultural diversity does not automatically lead to improved performance and that competence by the manager to overcome cultural complexity is essential (Cantwell, 2019).
Overall, it can be seen that the transferability of leadership in multinational corporations is not universal. Rather, it relies upon culturally sensitive adjustment, organisational setting and interaction between corporate and societal norms. However, even with this appreciation, empirical studies tend to be at cross country analysis level and not to analyze the experience and practice of managers in particular multinational enterprise in the face of cultural tensions. Such a gap is the direct informer of the current research
[bookmark: _Toc223272634][bookmark: _Toc227284029]2.5 Communication, Cultural Context and Organisational Coordination
Communication is one of the key processes according to which the cultural variation affects the management effectiveness. Communication in multinational corporations is not only informational but relational in that it creates the perception of trust, authority and organisational commitment. The variations in communication style can thus significantly influence the performance of the managers (Caprar et al., 2019).
Brannen, Piekkari and Tietze (2019) emphasize that language has a complex role in international business as it is not only a meaning carrier but a culture carrier. Most of the communication failures in multinational environments are not due to linguistic incompetence but due to the difference in assumptions regarding the implicit meaning, feedback norms, and relationship boundaries.
As much as the high-context versus low-context framework developed by Hall is pre-2018, it is still used by modern researchers to explain the differences in communication within global organisations (Steers, Sanchez-Runde and Nardon, 2020). Low-context societies are more explicit, direct and task-oriented. High-context cultures carry the meaning within the relational cues, mutual understanding and indirect expression. High-context employees can find direct communication rules institutionalised by multinational corporations to be rude or shocking (Cascio and Boudreau, 2019).
Taras, Steel and Kirkman (2021) state that the lack of alignment in communication can lower the levels of trust and hinder teamwork in culturally diverse teams. They however warn against overgeneralisation by stating that the organisational culture can moderate the impact of national norms of communication. Professional subcultures can also bring about some standardisation of communication expectations in multinational firms that are technology intensive so as to diminish national cultural variation. However, it does not remove the possibility of friction (Chhokar et al., 2019).
Cultural friction is a concept that provides a more dynamic approach to the issue of communication. According to Tung and Verbeke (2019), cultural differences create friction in the situation when the actors do not expect or understand divergent expectations. Instead of culture being a fixed distance measure, they theorise friction as interactive process that is influenced by context, power relations and strategies of adaptation. This view changes the focus on abstract dimensions of cultures to practical managerial experiences (Collings et al., 2019).
During the innovation cycles which are rapid in nature as is the case with multinational corporations, communication efficiency is usually emphasised. However, the overemphasis on speed can even eliminate the possibilities of culturally sensitive conversation. According to Beugelsdijk, Ambos and Nell (2020), when organisational conditions are highly stressful, managers can resort to established communication patterns and unwillingly exclude culturally different voices. This dynamism can undermine inclusion and quality of decisions (Collinson et al., 2020).
Notably, the effectiveness of communication is attributed to credibility of the managers. Employee engagement might decrease when managers are viewed as culturally insensitive communication channels (Stahl et al., 2018). On the other hand, culturally adaptive communication practices have the capacity to build trust and cohesion in diverse teams. Nevertheless, there is limited research on how managerial staff of particular multinational companies can adapt communication strategy.
Therefore, even though theoretical frameworks can enlighten communication differences, qualitative understanding of how managers experienced and negotiated these differences in the organisational realities of the multinationals that are driven by innovation has remained limited. This is a gap that supports the necessity of the context-specific investigation.
[bookmark: _Toc223272635][bookmark: _Toc227284030]2.6 Conceptualising Management Effectiveness in Multinational Corporations
Management performance in multinational companies is not only a matter of operational efficiency but also relational and cultural-based. Conventional effectiveness metrics are based on financial performance, productivity and strategy implementation. The effectiveness in culturally diverse organisations, however, is also defined by the ability to align the employees across the cultural borders and promote organisational unity (Vaiman, Collings and Scullion, 2019).
According to Steers, Sanchez-Runde and Nardon (2020), successful global managers are interculturally competent, emotionally intelligent, and sensitive to contexts. These competencies help the managers to understand the cultural cues, change their leadership approaches and resolve cross-cultural tensions in a constructive manner. Nevertheless there is still an uneven nature of incorporating such competencies into corporate performance systems.
The studies show that the lack of alignment between managerial practices and cultural expectations may decrease the commitment and performance of employees (Taras, Steel and Kirkman, 2021). Conversely, culturally responsive leadership has the potential to improve the engagement and innovation within different teams (Stahl et al., 2018). Nonetheless, multinational corporations based upon innovation can experience structural constraints, which constrain the flexibility of the managers. The centralised governance, performance measurement and standard procedures can be more focused on uniformity rather than local adaptation (Cooke et al., 2019).
Pudelko and Harzing (2019) single out the so-called country-of-origin effect, according to which multinational enterprises market managerial practices that are influenced by the norms of the home country. Although these practices might strengthen corporate identity, they are also likely to create an opposing effect in culturally different environments. This implies that the management effectiveness cannot be judged without cultural adaptation capacity.
More importantly, the literature indicates that not much has been done in integrating cultural theory with organisational performance research. Although cultural models are useful in explaining behavioural tendencies, they do not exhaust the dynamics of the development of managerial effectiveness in the complex organisational systems. Shenkar, Luo and Chi (2021) believe in multi-level analysis which takes into account the institutional context, organisational structure and managerial agency (Creswell amd Creswell, 2018).
Thus, the conceptualisation of the management effectiveness in multinational corporations must be provided as a culturally ingrained construct. It is not only an expression of strategic implementation but also the capability of the manager to negotiate the cultural contrasts, align the corporate and the social standards and create an inclusive teamwork. There is a large gap in the literature because no in-depth qualitative studies have been conducted on this process in innovation-oriented multinationals (Creswell and Poth, 2018).
[bookmark: _Toc223272636][bookmark: _Toc227284031]2.7 Synthesis of Literature and Identification of Gaps
The above discussion indicates a number of significant trends. To begin with, cultural dimensions and leadership models are still relevant but are becoming more and more criticized as simplistic. Second, the role of national culture is mediated by organisational culture and makes assumptions concerning cultural determinism difficult. Third, there are dynamic interactions that determine communication and leadership effectiveness, and not cultural differences.
Nevertheless, there are still a number of gaps in spite of the extensive theoretical development. A lot of the literature is based on cross-country quantitative surveys, which are not as focused on the organisational context (Beugelsdijk and Welzel, 2018). As useful as they may be, such studies do not tell much about how managers in particular multinational corporations are exposed to cultural challenges in their everyday practice (Cuervo et al., 2019).
Moreover, the innovation-based multinational corporations with high performance culture and fast pace of international expansion have not been studied in the research of cross-cultural management. The available literature tends to concentrate on the classic manufacturing multinationals instead of technology-based firms having centralised and performance-based cultures. This exclusion is noteworthy, because such organisations can increase the tensions between international standardisation and cultural responsiveness (Delbridge et al., 2020).
Lastly, there is a paucity of studies that focus on managers deliberately modifying leadership and communication strategies to accommodate cultural differences within a particular organisational environment. This quantitative thinness does not allow us to comprehend the role of cultural differences in managing practice.
[bookmark: _Toc223272637][bookmark: _Toc227284032]2.8 Conceptual Framework
Based on the critical synthesis made above, the study hypothesizes a conceptual framework that makes management effectiveness a factor that is determined by the interaction between three major variables, namely: national cultural context, organisational culture and managerial practices (Deredky, 2019).
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The expectations of employees in terms of power, communication and teamwork are affected by the national cultural context (Hofstede, Hofstede and Minkov, 2020; Taras, Steel and Kirkman, 2021). The culture of organisations, especially those that are innovation-intensive multinational corporations, brings in performance-based norms and models of leadership that might either be compatible or incompatible with local expectations (Pudelko and Harzing, 2019). These two levels interact through managerial practices such as the style of leadership, communication style and conflict management strategy (Doh, 2020).
Cultural conflict arises when the mismatch appears in the organisational culture and the cultural expectations of the country (Tung and Verbeke, 2019). The extent to which managers are interculturally competent and adaptively capable will dictate whether this friction will destroy or improve the management efficacy.
Therefore, the conceptual framework suggests that the management effectiveness within multinational corporations depends on the presence of the fit between the national culture and the organisational culture with the culturally adjustive managerial practices. This framework informs the empirical research by putting emphasis on how managers in Amazon and Tesla perceive and handle these interactions.
[bookmark: _Toc223274968][bookmark: _Toc227284033]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc223274969][bookmark: _Toc227284034]3.1 Introduction
The chapter describes and defends the methodological framework used in this study. The study explores how cultural differences affect the effectiveness of management in multinational companies using Amazon and Tesla as the case studies. This research was entirely based on secondary data in accordance with the approved research proposal and the statement of research ethics. No human subjects of primary data collection were made.
Research methodology is a systematic procedure by which knowledge may be created, organized and justified (Saunders, Lewis and Thornhill, 2019). It entails philosophical positioning, research design, methods of data collection, analytical procedures and ethical considerations. All methodological decisions have to be consistent with the research purpose, research questions and practical limitations (Dickson et al., 2020).
The  research was qualitative and interpretivist based, relying on the analysis of secondary data. The methodological layers are structured and justified with the help of the Research Onion framework, that is, research philosophy, approach, strategy, time horizon and data techniques (Saunders, Lewis and Thornhill, 2019). The chapter illustrates how the methodology selected contributes to the objectives of the research, and it is also in line with the ethical approval and proposed commitments (Dunning and Lundan, 2018).
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FIGURE: Research Onion Framework (Saunders, Lewis and Thornhill, 2019)
[bookmark: _Toc223274970][bookmark: _Toc227284035]3.2 Research Philosophies and Assumptions – Is It Justified?
3.2.1 Research Philosophy within the Research Onion
The outer layer of the Research Onion is related to the research philosophy. Research philosophy is the assumptions regarding the nature of reality (ontology) and the nature of knowledge (epistemology) (Bell, Bryman and Harley, 2019). These assumptions determine the way evidence is interpreted and conclusions drawn.
This research adopted an interpretivist philosophy. Interpretivism presupposes that a social reality is built up in human interpretation and interaction. Organisational management and culture are not objective and measurable entities in isolation. Rather, they are influenced by social norms, mutual meanings and contextual considerations (Easterby-Smith, Thorpe and Jackson, 2018).
Even though the proposed research is based on secondary data and not on primary interviews, the interpretivism approach is suitable as the research evaluates the description, interpretation and discussion of culture and management practices in the scholarly literature and the organisational documentation. It is an attempt to discover meaning as opposed to quantifying variables statistically (Creswell and Creswell, 2018).
3.2.2 Ontological and Epistemological Position
This study was ontologically based on the assumption that cultural differences and effectiveness of management are socially constructed phenomena. There are differences in cultural conflict and leadership adaptation in different organisational and societal settings. Thus, the existence of a universal reality as to the effective management across cultures does not exist.
The epistemological concept in this study was based on critical analysis of the available literature and reported organisational practices. Instead of quantitative testing of hypotheses, the study summarises and analyses academic arguments and empirical evidence (Creswell and Creswell, 2018). This conforms to the interpretivist beliefs according to which knowledge is constructed through analytical approaches to texts (Earley and Mosakowski, 2018).
The positivist philosophy would not be appropriate due to the lack of statistical measurement of cultural distance or quantitative managerial performance in the study. Rather, it takes a critical look at the explanations of management efficiency in particular multinational settings through cultural frameworks (Creswell and Creswell, 2018).
In this way, the interpretivist position is reasonable and aligned with the exploratory and analytical aspect of the study.
[bookmark: _Toc223274971][bookmark: _Toc227284036]3.3 Research Design – Is It Justified?
3.3.1 Qualitative Research Design
The second layer of Research Onion is related to research design. Research design gives the framework of the data collection and analysis work (Saunders, Lewis and Thornhill, 2019). This research follows a qualitative approach of research using secondary data.
The qualitative research is appropriate in the situation where the goal is to investigate the complex organisational phenomena in depth (Creswell and Poth, 2018). As the present research aims to comprehend the effects of cultural differences on the effectiveness of management, the qualitative analysis  enable a closer look at theoretical arguments, the organisational practices and the case evidence that was available (Easterby et al., 2018).
In contrast to quantitative research that depends on numerical measurement, the qualitative research allows interpretation of trends, contradictions and contextual factors. This is especially significant in cross cultural management studies where meaning and perception are at the centre stage.
3.3.2 Comparative Case Study Strategy
This research was based on a comparative case study approach in the context of Amazon and Tesla in the framework of qualitative design. A case study approach enables the detailed examination of the phenomena in the real-life settings (Yin, 2018). It is particularly appropriate to use when analyzing complicated organisational processes that are affected by cultural and institutional factors.
The comparative design enhances analysis. Through the analysis of two multinational corporations that are driven by innovation, the paper will find out the similarities and differences in the impacts of cultural issues on the effectiveness of management. The two firms are both American based but are international, though in some way their organisational cultures and leadership systems are different. This analogy contributes to the theoretical understanding (Edwards and Rees, 2020).
This study used case analysis of documents as opposed to fieldwork as would be the case in primary case studies. It is based on academic research published, corporate reports, statements by leaders and industry credible analyses. This practice will be in line with the accepted proposal and ethical standards.
3.3.3 Justification for Secondary Research Strategy
Secondary research is the type of research that has been selected due to several reasons. First, the issue of cross-cultural management is developed in terms of its theoretical background. There are many scholarly articles, which analyzed cultural dimensions, leadership difference, and communication style in multinational corporations. Thus, the synthesis and critical assessment of the existing knowledge may produce meaningful insights.
Second, the primary data collection will not be feasible due to time limitations (six-week schedule). Secondary research permits effective availability of high-quality peer-reviewed literature and recorded organisational documents (Foss and Pedersen, 2019).
Third, secondary research makes it less complex ethically. The risks associated with confidentiality, consent and harm are also done away with since no human subjects are involved. This makes it adhere to institutional morals.
Nevertheless, the use of secondary data must also be critically reviewed on the credibility and bias of the source. The selection of sources was therefore done through stringent source selection criteria as discussed below.
[bookmark: _Toc223274972][bookmark: _Toc227284037]3.4 Research Approaches – Why the Use of Research Approach?
3.4.1 Deductive, Inductive and Abductive Reasoning
The next methodological layer that has been identified in the Research Onion is the research approach. The way theory and data interact is defined by research strategies. The primary methods can be deductive, inductive and abductive reasoning (Bell, Bryman and Harley, 2019). This research uses an abductive method.
3.4.2 Justification for Abductive Approach
A deductive and inductive reasoning is a mix of an abductive approach. It commences with the current theoretical perspectives but is subject to reinterpretation and improvement using evidence (Saunders, Lewis and Thornhill, 2019).
The theoretical framework used in this research is the formulated cross-cultural concepts like Hofstede dimensions, GLOBE leadership framework and high-context versus low-context communication models. Nevertheless, the comparative study of Amazon and Tesla can show organisational dynamics that go beyond or contradict these frameworks.
The abductive methodology permits the traversal of theory and empirical records. Indicatively, in case organisational reports indicate some strategies of leadership adaptation that are not clearly explained by cultural dimensions theory, the findings can be used to revise the theory.
This method fits the secondary qualitative research particularly well since it does not imply strict hypothesis testing but instead promotes critical synthesis. It allows combining several opinions and enhances the depth of analysis.
[bookmark: _Toc223274973][bookmark: _Toc227284038]3.5 Time Horizon
Time horizon is also a methodological layer in the Research Onion. In the given study, a cross-sectional time horizon is taken. A cross-sectional study analyzes a phenomenon at a particular time, as opposed to following changes over a time (Saunders, Lewis and Thornhill, 2019).
The discussion is based on the recent scholarly articles and the current organisational reports. Even though culture changes with time, the research seeks to examine the contemporary management practices and cultural issues in Amazon and Tesla.
The longitudinal design would take more time and primary data collection which cannot be afforded by the scope of this dissertation. Thus, it is suitable and feasible to use a cross-sectional approach.
[bookmark: _Toc223274974][bookmark: _Toc227284039]3.6 Data Collection Methods – What Are They and Why Were They Chosen?
3.6.1 Nature of Secondary Data
As stipulated in the approved research proposal, the study will use only secondary data. Secondary data is the data that has already been gathered and published by other researchers, organisations or institutions (Johnston, 2017; Saunders, Lewis and Thornhill, 2019). Secondary data in management studies may consist of journal articles, academic books, corporate reports, policy documents and reputable industry analysis.
The secondary data is suitable since the study aims at critically examining the effects of cultural differences on the effectiveness of management in multinational corporations. A lot of scholarly literature has already been published on cross-cultural management and leadership styles, communication differences and multinational organisational behaviour. So, a critical synthesis of what has been previously known in a systematic manner can be meaningful and does not need primary fieldwork.
The conceptual and analytical studies that tend to involve the comparison of theoretical frameworks and the study of documented organisational practices are the ones that secondary research is most appropriate. Being universal-known multinational companies, Amazon and Tesla have much information accessible to the public about their corporate cultures, leadership strategies and international business.
3.6.2 Types of Secondary Sources Used
Secondary sources to be utilized in the current study can be classified in three major groups.
To begin with, the theoretical basis is represented by peer-reviewed academic journal articles. These are some of the sources that offer both old and new arguments on cultural dimensions, cross-cultural leadership and multinational management practices. Relevant publications were identified in the academic databases of Google Scholar, ScienceDirect, Emerald Insight and SpringerLink.
Second, research monographs and scholarly books were used in order to explain the materials of more theoretical explanation and historical context. The sources can be used to explain the theoretical frameworks in cross-cultural management research and methods.
Third, the analysis was done on organisational documents and corporate publications. These are annual reports, sustainability reports, corporate governance statements and leadership communications of Amazon and Tesla. These documents provide an idea of how these organisations define their management ideologies, management values and international policies.
Industry publications and reputable business media were also taken into account where appropriate especially when it comes to the topic of organisational culture and international expansion. Nevertheless, preference was placed on academic sources in order to have scholarly rigour.
3.6.3 Source Selection Criteria
During the selection of the secondary sources, strict criteria were used in order to ensure the quality of research.
To begin with, the sources published after 2018 were prioritized to make them relevant to the present day. Cross cultural management is not a static subject and the new researches are more representative of the current multinational environment.
Second, credibility in academia was taken into consideration. The selection of peer-reviewed journal articles was done instead of non-academic sources. This improves analytical validity and reliability (Bell, Bryman and Harley, 2019).
Third, they were required to be relevant to the research questions. The selection of sources was based on the fact that they directly dealt with cultural differences, multinational management, leadership adaptation or organisational communication.
Fourth, triangulation was used. Triangulation of secondary research means comparing results of two or more authors and views to find patterns and contradictions (Saunders, Lewis and Thornhill, 2019). This minimizes the bias and enhances the depth of analysis.
Using these criteria, the study will make sure that the secondary data is credible and relevant.
[bookmark: _Toc223274975][bookmark: _Toc227284040]3.7 Data Analysis
3.7.1 Thematic Analysis of Secondary Data
The research on the secondary data in this study is based on a qualitative thematic analysis. Thematic analysis is the approach that enables the identification of recurring themes, patterns and relationships in written data (Nowell et al., 2017; Creswell and Poth, 2018).
The analysis was done in a number of steps.
First of all, the gathered literature and organisational documents were read thoroughly to become familiar with the material. Some of the most significant concepts connected with cultural dimensions, leadership approaches, communication modes and management efficiency were pointed out.
Second, first codes were created. Coding is the process of designating words to parts of text that are associated with a particular concept. As an example, the references to hierarchical leadership were coded as the power distance, and references to quick decision-making were coded as performance-oriented culture (Fand and Faure, 2020).
Third, similar codes were summarized into themes. These themes are aligned with the conceptual framework, which has been developed in Chapter 2, such as the effects of the national culture, the features of organisational culture and the approaches of the managerial adaptation.
Fourth, there was a comparison of themes in Amazon and Tesla. The comparative aspect enables one to discover the similarities and differences in the ways in which cultural issues affect the effectiveness of management in the two corporations.
This analytical process is well structured and thus it brings out transparency and consistency in interpretation.
3.7.2 Linking Analysis to Theoretical Frameworks
The abductive approach of research will inform the analysis because it permits the flow of theory and data. As interpretive lenses, established frameworks like Hofstede cultural dimension, GLOBE theory of leadership and high-context/low-context communication models are used.
Nevertheless, the study does not presume that the theories are a perfect way of explaining organisational realities. Rather, the business records and scholarly discussions are put under comparative scrutiny. As an example, as long as the leadership principles of Amazon focus on direct communication and accountability, these are evaluated within the frames of low power-distance and low-context culture (Moran et al., 2019).
This combination of theory and documentary evidence is an aspect that adds analytical coherence and makes the findings to be based on the established scholarship and yet organisational complexity is recognised.
[bookmark: _Toc223274976][bookmark: _Toc227284041]3.8 Reliability and Validity of Secondary Research.
In qualitative secondary research, reliability and validity can be referred to as credibility, dependability and confirmability (Merriam and Tisdell, 2018).
3.8.1 Credibility
Credibility is the correctness and reliability of interpretations. Triangulation of sources is used to increase credibility in this study. Comparisons between academic literature, organisational reports and industry analyses are made in order to find common patterns (Morrison, 2020).
Also, the references of the reputable academic journals and verified corporate documents were utilized only. This minimizes the misinformation or bias interpretation.
3.8.2 Dependability
Reliability deals with consistency of research procedures. The research adheres to a systematic search and coding procedure that is well recorded. The methodology has been presented in a manner of transparency and methodological structure based on the use of Research Onion framework.
3.8.3 Confirmability
Confirmability is objectivity of interpretations. Though qualitative research is a process of interpretation, attempts to limit the researcher bias were undertaken by critically comparing various views. Where there seemed conflicting views in literature these were not disregarded as they should be (Ng et al., 2019).
Analytical rigour is also enhanced by the application of the known theoretical models. The analysis is based on the established academic frames, instead of being based on the personal interpretation only.
[bookmark: _Toc223274977][bookmark: _Toc227284042]3.9 Ethical Considerations
According to the accepted ethics declaration, this research does not entail any primary data gathering and does not include any human subjects. Thus, there are no problems of informed consent, anonymity of participants and confidentiality of the interview data.
Nevertheless, in secondary research, there are ethical standards that can be applied as well.
To start with, academic integrity has been highly observed. All the sources are cited and referenced in line with the institutional guidelines. Plagiarism has been circumvented by proper attribution of ideas.
Second, the only corporate documents that were utilized were those that are publicly available. No organisational information (confidential and proprietary) was accessed.
Third, the information has been stored safely and the digital materials have been accessed merely as academic purposes.
Because the study will examine available published sources, the risk of ethics is low. The approach is entirely in line with the institutional ethics. 
[bookmark: _Toc223274978][bookmark: _Toc227284043]3.10 Methodological Limitations
Though the selected methodology is suitable and compliant to the approved proposal and ethics requirements, it is necessary to note its limitations. Being aware of the limitations of the approach enhances transparency and shows critical academic awareness. The given study is based solely on the qualitative secondary data and follows a comparative case study design. Although such a method offers a level of analytical depth and theoretical integration, it also has a number of limitations (Meyer and Xin, 2018).
The former restriction is associated with the secondary data. Because the study is founded only on scholarly sources and publicly accessible organisational reports, the results can be limited to the existing interpretations and written sources. The researcher lacks access to the inner organisational conversations, unofficial managerial activities or secrecy of decision-making in Amazon and Tesla. Consequently, the discussion relies on the way these organisations have framed themselves in the media and how the practices have been perceived by the scholars. Corporate reports, specifically, can represent narratives of strategy, which highlight positive sides of organisational culture and underexplain internal strains or managerial issues. Even though the triangulation of academic and industry sources can minimize the bias, the representational bias cannot be fully eliminated.
The second weakness is related to the lack of primary data. The study will not be able to capture the lived managerial experiences in real time without interviews and direct interaction with managers. Primary qualitative studies tend to give vivid and detailed narration of how managers feel about cultural differences in their day-to-day operations. On the contrary, secondary research is based on the already analysed material. This is necessary to adhere to ethical approval and time, but it does not provide the same scope of understanding of personal experiences and contextual subtleties. As such, the results can be representative of general trends and not extremely narrow-minded managerial stances.
The third shortcoming is associated with the cross-sectional time horizon. The study evaluates recent literature and the current organisational documents but fails to evaluate the changes over time. Multinational corporations like Amazon and Tesla have to deal with the fast changing global markets. The cultural strategies, leadership models and international management practices can change according to the economic pressures, regulatory change or organisational restructuring. Longitudinal design would give an idea of the development of cultural management strategies. Nevertheless, the cross-sectional approach was taken because of the time constraints and the scope of the dissertation. This implies that the results are a reflection of the current state of affairs and not the historic trends.
The other weakness is related to generalisability. The study specifically targets Amazon and Tesla as innovation-based multinational companies with their headquarters in the United States. Even though these organisations are a useful source of comparative insight, they might not reflect all multinational corporations in terms of their structure and performance-based cultures. The non-Western family-owned multinationals or non-Western manufacturing companies might have different cultural issues. Thus, the results of this study cannot be statistically extrapolated to the entire multinational organisations. Rather, the study seeks analytical generalisation, in which theoretical insights can be used to inform the knowledge about the existence of similar organisations working under similar conditions (Luo and Bu, 2018).
Also, there is the subjective interpretation that comes with the interpretivist philosophical approach. Despite systematic coding and triangulation, qualitative analysis is, nevertheless, associated with researcher judgement. The various researchers may highlight various themes or may have different interpretations of organisational documentation. To minimize subjectivity, the analysis was designed to be organized according to developed theoretical frameworks and clear coding processes. However, it is impossible to have an objective research using interpretivism.
Lastly, source selection can be affected by a language and publication bias. Most available peer-reviewed literature is in English and tend to be of Western scholarly views. This can unwillingly put into the limelight some cultural perceptions and underrepresent other global perceptions. Despite attempts to represent different scholarly voices, language limitations are a methodological issue (Mendenhall et al., 2018).
Nevertheless, the identified methodology is suitable to answer the research purpose despite these limitations. The secondary qualitative analysis enables the critical synthesis of cross-cultural management theories and documented organisational practices and at the same time ensures that ethical requirements and feasibility are upheld within the project timeframe. The recognition of these limitations will increase credibility and academic integrity of the study.
[bookmark: _Toc223274979][bookmark: _Toc227284044]3.11 Conclusion
The methodological framework of the study has been described and rationalized in this chapter. Under the Research Onion model, the study is guided by the interpretivist philosophy, abductive approach and qualitative comparative case study strategy. The study will use only secondary data in strict compliance with the accepted proposal and ethics form.
The data collection method was a systematic review of peer-reviewed academic sources, academic books and publicly available company documentation concerning Amazon and Tesla. Thematic analysis was used to determine the trends concerning cultural differences and management effectiveness. The source triangulation and analytical procedures enhanced reliability and credibility.
The research aim, objectives and ethical approval are entirely consistent with the methodology. It offers a logical basis of presenting the findings in Chapter 4 where comparative analysis of Amazon and Tesla will be constructed against the conceptual framework.
[bookmark: _Toc226302353][bookmark: _Toc227284045]CHAPTER 4: FINDINGS AND ANALYSIS
[bookmark: _Toc226302354][bookmark: _Toc227284046]4.1 Introduction
This chapter introduces and discusses the results based on qualitative thematic analysis of secondary sources on the effects of cultural differences on management performance in multinational companies, and in reference to Amazon and Tesla. The methodological approach of Chapter 3 was used to generate the themes of the analysis, which was based on systematic coding of academic literature, corporate reports, and industry analyses. This chapter is not intended to report as such but critically interpret patterns and relationships within the context of conceptual framework constructed in Chapter 2.
The chapter is organised into major themes that arose out of the data: the impact of national cultural contexts, the importance of organisational culture, leadership adaptation in multicultural contexts, communication, and how managers dealt with cultural issues. The themes are analyzed in a comparative manner between Amazon and Tesla to determine the similarities and differences in the way culture may affect the effectiveness of management. The theoretical perspectives are also associated with the analysis to make sure that the analysis is profound and academic.
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[bookmark: _Toc226302355][bookmark: _Toc227284047]4.2 The Impact of National Cultural Background on Management.
The results reveal that cultural backgrounds of nations play a major role in determining the perception and implementation of management practices within multinational organisations. The cultural demands on authority, communication, and teamwork influence the employee reaction to the activities of the managers, thus, impacting the effectiveness of the management.
Within the international activities of Amazon, especially in the areas where power-distance cultures are high, like in some areas of Asia, employees will be more inclined to expect strict hierarchies and autocratic managers. But the standardised managerial style of Amazon that draws on autonomy, accountability, and performance indicators occasionally conflicts with these expectations. The direct feedback and performance monitoring might be perceived by the employees in such situations as excessive or intrusive, which has a negative effect on morale and engagement. This is in line with the latest studies that indicate that cultural mismatch may undermine the commitment of employees in cases where the managerial behaviours are not aligned with the local standards (Kirkman, Lowe and Gibson, 2020).
Equally, the Tesla activities show difficulties in adjusting management activities to varied cultural environments. The performance-oriented culture in Tesla is based in the United States, as its work environment is very demanding and fast-paced. Although this method promotes innovation and fast decision-making, it might not work equally well in all cultures. In collectivist cultures, where relationships and harmony within a team are valued, the focus on individual performance in Tesla may be seen as the disregard of the cohesiveness of the group. Such a difference influences the manner in which employees understand the leadership intentions and organisational priorities (Yin, 2018).
In comparison, both organisations depict the constraints of the translation of home-country management practices into settings that lack adequate cultural adjustment. The results indicate that the effectiveness of the management depends on the correspondence of the managerial behaviour to the culturally incorporated expectations. In the event that there is no such alignment, misunderstandings and resistance arise and eventually, organisational performance suffers (Zaheer et al., 2020).
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Although the national culture is instrumental, it is found that the organisational culture is an influential mediating variable in determining management effectiveness. Both Amazon and Tesla have highly centralised organisational cultures that shape managerial practice in their international business.
The organisational culture of Amazon is marked with their leadership values that focus on customer obsession, ownership, and high performance. All the subsidiaries use the same principles that make the corporations look as one. Nevertheless, this powerful organisational culture may occasionally be more powerful than the local cultural norms. As an example, the demand to always innovate and operate fast can clash with cultures that prefer to be cautious and reach a consensus. It has been found that in cases where these tensions are not successfully handled, the organisational and national culture may result in reduced employee satisfaction (Reiche, Harzing and Pudelko, 2019).
Tesla, however, boasts of an organisational culture that is based on innovation, urgency and risk taking. The leadership approach used by the company, which could be linked to such traits as transformational and visionary, encourages high-level ambitions and fast development. Although this culture encourages creativity and technological development, it could also cause pressure within a setting that the employees are used to more organized and predictable work environments. The results indicate that the organisational culture of Tesla, even though globally uniform, needs to be context sensitive in order to be effectively managed in different cultural settings (Wild and Wild, 2020).
The comparative analysis has shown that organisational culture may support or inhibit the effectiveness of management based on how it fits within the local cultural values. When organisational and national cultures are congruent, managers can coordinate and motivate teams. On the other hand, the mismatch makes it even more difficult to obtain the trust and cooperation of the employees by the managers. 
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One of the themes that comes out prominently in the findings is leadership effectiveness especially as far as cultural adaptation is concerned. As it can be seen, managers of multinational corporations have to keep on changing their leadership styles to suit the various cultural demands (Trompenaars and Hampden, 2020).
In Amazon, a results-oriented and a data-driven leadership style is typical. Managers are required to take decisions that are grounded on quantifiable results, as well as to hold employees accountable to performance. Although this method is effective in low-context cultures where people appreciate the importance of directness, it might not be as effective in high-context cultures where indirect communication and relationship-building is more appreciated. Research indicates that culturally adaptive leadership can promote the engagement of employees by aligning the behaviour of managers with local expectations (Rockstuhl et al., 2020).
The leadership style of Tesla, which is based on its entrepreneurial roots, focuses on vision, innovation, and speed. Managers are also urged to break the traditional ways and work towards high goals. But this style of leadership might be not universal. In a culture where stability and hierarchy are valued, such a strategy may be seen as disruptive or excessive. The results show that Tesla managers who are flexible and culturally aware are better placed to overcome such challenges.
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One of the lessons gained in the course of the analysis is that the effectiveness of leadership is not based on one universal style but on the capacity to adjust to the cultural contexts. Culturally intelligent and emotionally aware managers will be in a better position to reconcile organisational expectations and local cultural norms. This justifies the claim that leadership in multinational companies should be contextually sensitive, not standardised (Ang and Van Dyne, 2018). 
[bookmark: _Toc226302358][bookmark: _Toc227284050]4.5 Communication and Cultural Context.
In culturally diverse setups, communication practices are very instrumental in determining the success of management. The results indicate that the variations in communication styles may have a huge influence upon the organisational coordination and employee relations (Tenzer et al., 2021).
The communication style used in Amazon is usually straight forward, unambiguous, and task oriented. Although the methodology is efficient and effective, it can cause difficulties in high-context cultures where relationships and implicit cues convey the meaning. Direct communication is not considered sensitive by employees working in such settings hence misunderstanding and less trust. Studies point to the fact that communication misalignment may become a barrier to collaboration and conflict escalation in multicultural teams (Tenzer, Pudelko and Harzing, 2021).
Tesla also puts an emphasis on direct communication especially in decision making. The environment in the company is very fast-paced and demands rapid sharing of information and less ambiguity. Nevertheless, such focus on speed may hinder the possibility to engage in culturally sensitive conversation. Employees might feel awkward to disagree or give feedback in cultures where indirect communication is embraced, thereby influencing the quality of decisions and the cohesiveness of the team.
The discussion indicates that in multinational organisations efficient communication has to be balanced with cultural sensitivity. When managers change their communication patterns to fit into cultural expectations, they have higher chances of being trusted and collaborating. This is done by being able to appreciate differences in communication norms and make changes.
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Cultural friction has become a common theme in the results, showing the difficulties managers encounter in adapting to differences in culture. Cultural friction can be defined as the conflicts, which occur when different cultural expectations clash in the organisational context.
Cultural friction can be seen in Amazon and Tesla in the areas of decision-making, performance assessment, and conflict situations. As an illustration, the focus on personal responsibility in Amazon can be incompatible with the collectivism culture, causing discomfort to the staff members prioritising group harmony. Equally, Tesla has quick-moving decision-making procedures, which might not be easy in cultures that uphold consensus and deliberate decision-making (Taras et al., 2019).
The results have shown how cultural friction is not necessarily a bad thing, but it can result in positive consequences when it is well organized. Different views may make one more creative and innovative, however, it is essential that the managers should be able to foster an environment where other views are encouraged and appreciated. Nevertheless, ignorance or mismanagement of cultural differences may lead to friction that may degenerate to conflict and low organisational performance.
The managers within the two organisations are struggling with the burden of maintaining global consistency and local responsiveness. This needs a subtle sense of cultural dynamics and skills in managing complex interpersonal interactions. The results indicate that managers who are keen on cultural differences and strive to learn about different ways of thinking are better placed to reduce friction and improve team performance (Schneider et al., 2019).
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The analysis has determined some of the strategies that managers employ to manage cultural issues and improve management performance. These strategies indicate the significance of cultural adjustments and organisational assistance in diversity management.
The cultural intelligence is one of the major approaches, whereby managers can identify and react to cultural diversities. Culturally aware managers can more effectively change their leadership and communication style, which enhances staff engagement and performance. The presence of cultural intelligence is supported by research as an effective way of improving cross-cultural performance (Earley and Mosakowski, 2018).
The other significant intervention is the adoption of cross-cultural training programmes. Both Amazon and Tesla invest in training programs that will help to enhance cultural awareness among employees and managers. These programmes enable people to appreciate the differences in the cultures and acquire the skills of interacting effectively in diverse environments.
Moreover, there are organisational policies that facilitate inclusivity and diversity, which are important in facilitating effective management. An inclusive culture will help organisations to develop a culture where the differences between cultures are not perceived as a barrier but appreciated. This helps in enhanced teamwork and creativity.
It is also found that local adaptation is important in management practices. Managers who customise their strategies to suit the local cultural environments are more bound to get good results. This entails the balancing of global organisational standards and flexibility in implementation. 
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Comparative study of Amazon and Tesla will identify similarities and differences between the effect of cultural factors on the effectiveness of management. Both organisations share the organisational cultures and the desire to continue global expansion but their strategies of dealing with cultural diversity are also different in significant aspects (Ralston et al., 2020).
The formal and value-based orientation of Amazon offers a unified system of management of the company in the context of its worldwide business. But this uniformity may restrict the ability to adapt to local cultural settings. Tesla, on the other hand, is more dynamic and innovation-based, which allows it to be more flexible, but might not be as stable as some cultural settings may need.
The two organisations have a problem in balancing between global standardisation and local responsiveness. The results indicate that effective management in a multinational company needs a blend of effective organisational culture and cultural adjustability. Managers who are capable of incorporating all these aspects are in a better position to overcome the challenges of cross cultural management. 
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The results corroborate the conceptual framework constructed in Chapter 2 which underscores the interplay between national culture, organisational culture as well as managerial practices in the determination of management effectiveness. The discussion indicates that these factors interrelate and that they have combined effects on the organisational performance (Peng, 2020).
The national culture forms the expectations and behaviour of employees, whilst the organisational culture gives the manager a guideline on what to do. Managerial practices serve as the point of contact between the two levels, and hence, the cultural difference is managed effectively. The results indicate that congruity among these factors is a key factor in management effectiveness. 
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The results of the study as revealed in this chapter and as analysed have demonstrated the multifaceted association between cultural differences and management performance in multinational corporations. The discussion shows that culture is a part of leadership, communication, and coordination of organisation and that successful management is achieved through a balance between standardised global and local adaptability.
The comparative study of Amazon and Tesla offers useful information on how multinational organisations wade through the cultural issues. The results underscore the significance of cultural intelligence, adaptive leadership and inclusive organisational practices in improving management performance.
These findings will be used in the following chapter to develop conclusions, assess the degree to which the research objectives were attained and give some practical recommendations that can be used to ameliorate cross-cultural management in multinational organisations.
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[bookmark: _Toc226302050][bookmark: _Toc227284057]5.1 Introduction
The chapter gives the conclusions based on the analysis of the findings presented in Chapter 4 and gives practical recommendations by the results of the study. This chapter is aimed at summarising the most important findings on the effects of cultural disparities on the effectiveness of management in multinational companies, with a particular emphasis on Amazon and Tesla. It is also an assessment of the extent to which the research aim and objective have been attained and the implications of the findings to theory and practice.
The chapter is divided into a number of sections, such as the summary of the main findings, conclusions associated with the research objectives, theoretical and practical implications, organisational recommendations, and future research recommendations. This guarantees a detailed and well-organized conclusion, which represents the general contribution of the work. 
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The results of this study show that cultural variations are important in determining management effectiveness in multinational corporations. Among the most notable results, it is possible to mention that the national cultural backgrounds have the most significant impact on the employee expectations in the areas of leadership, communication, and organisational behaviour. Cultural embedded norms give employees a way to interpret managerial actions and that an action by the management may be effective in a particular cultural environment may not necessarily be effective in another cultural environment (Papanastassiou et al., 2020).
The other important finding is that the organisational culture is a dominant force that determines the managerial behaviour in global operations. Both Amazon and Tesla have powerful organisational cultures that focus on performance, innovation, and accountability. Though these cultures are vital in the success of organisations, when they do not intertwine with the local cultural values, they may cause certain tensions. The results show that organisational culture may facilitate or impede the performance of management based on how an organisational culture aligns with national culture.
Adaptation of leadership became one of the key elements of management. Culturally intelligent and flexible managers are more effective leaders of diverse teams. The research determined that leadership styles must be adjusted to the cultural expectations instead of implementing the same in various settings. On the same note, communication practices were also found to be a significant source of effectiveness as well as conflict. The differences in the styles of communication, most especially the high and the low-context cultures may create misunderstandings in case they are not well managed.
The issue of cultural friction was also emphasized as one of the significant areas of cross-cultural management. Cultural differences may introduce a problem, but they also have the potential to bring innovation and creativity in case they are handled. The results indicate that constructive management of cultural friction is one of the most important factors that define the effectiveness of management in multinational organisations. 
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The main purpose of the study was to critically examine how cultural differences will influence the effectiveness of management in multinational companies based on the case of Amazon and Tesla. This objective has been met effectively with the methodical review of secondary data and the use of applicable theoretical models (Shen et al., 2019).
The initial research objective had been to determine the major cultural aspects affecting managerial practices. This has been achieved by the identification of factors like power distance, communication styles and collectivism or individualism that determine the expectations of employees and the behaviour of managers. These were the factors which were continuously noticed in both case organisations.
The second purpose was to investigate the issues that managers experience when working in a culturally diverse setting. The results show clearly that the managers face the challenge associated with communication, leadership adaptation, and cultural misalignment. Both Amazon and Tesla had their share of these challenges, which showed the difficulty of handling various teams.
The third aim was to determine how cultural diversity affects leadership, communication and decision making. This goal has been achieved by examining the impact of cultural expectations on leadership performance and organisational coordination. The paper indicates that cultural differences have great influence on decision making and communication in organisations.
The last goal was to discuss the means through which organisations manage cultural diversity. This has been also met, and the study has recognized strategies like development of cultural intelligence, cross-cultural training, and adaptive leadership as some of the strategies that can help enhance management effectiveness.
In general, every research goal has been met, and the research gives an overall picture of the correlation between culture and management effectiveness. 
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The researchers find that management effectiveness in a multinational corporation is inevitably shaped by cultural differences and is not comprehensible without reference to the interplay between national culture, the organisational culture and managers practices. The results support the notion that the model of effective management does not exist. Rather, it is effective when the managers adjust their behaviour to the various cultural situations.
Among the key findings is the fact that transference of standardised management practices when applied in various cultural settings is usually an issue. Although global consistency is sought after in preserving organisational identity, it should be accompanied by local responsiveness. Organisations unable to attain this balance risk poor employee engagement and organisational performance (Steers et al., 2019).
The other significant conclusion is that organisational culture has a dual role in multinational management. On the one hand, it gives people a common identity and orientation; on the other hand, it may result in tensions when it does not match local cultural expectations. This underscores the importance of organisations to ensure they have the ability to come up with flexible organisational cultures that will be able to embrace diversity and still retain core values.
Leadership is found to be a very important aspect of dealing with variations in culture. Good leaders are those who show cultural awareness, flexibility, and are emotionally conscious. These are the attributes that help the leaders to navigate the complex cultural settings and establish trust within diverse teams. Another conclusion drawn by the study is that communication is an important process by which culture difference has an impact on management effectiveness. Managers should also know the differences in communication styles in different cultures and adapt their styles.
Moreover, the paper concludes that cultural diversity must not be perceived only as a challenge but also as an opportunity. Cultural differences can be used to boost creativity, innovation, and problem solving when handled properly. This will involve evolving the perception that culture is a hindrance to appreciating it as a strategic resource. 
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This research can be relevant to the domain of cross-cultural management as it offers a contextual examination of cultural difference in multinational corporations. Among the main theoretical implications, the necessity to go beyond the model of culture as something fixed and move towards more dynamic and context-oriented models should be named. The conventional cultural paradigm is not always able to reflect the complexity of national-organisational culture interactions.
The results justify the thesis that culture must be viewed as a multi-level construct, which can occur on the national, organisational and individual level. This is in line with the current studies that also highlight the need to incorporate various levels of analysis in the study of organisational behaviour (Fang, 2019).
Another theoretical concept that is emphasized in the study is cultural intelligence which is critical in cross-cultural management. Cultural intelligence offers a framework through which people adjust to various cultural situations and is now known to be one of the most important competencies of global managers (Ng, Van Dyne and Ang, 2019).
The research also has a contribution to leadership theory since it focuses on the contribution of cultural adaptation to the effectiveness of leadership. It questions the universal leadership styles and promotes the idea that the effectiveness of leadership is situational. This corresponds with contingency theories of leadership, which highlight the relevance of situational factors in defining effective leadership behaviour (Dorfman et al., 2020).
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This study has significant practical implications to multinational organisations, managers and human resource professionals. Among the critical implications is the fact that organisations need to come up with management practices that are culturally sensitive. This entails the identification of cultural differences and adjusting organisational policies and practices to suit cultural differences.
The organisations are recommended to invest in the cross-cultural training programmes to promote the culture awareness and competence of the employees and managers. These programmes have the potential to make people realise that there are differences in cultures and they can acquire the ability to be effective in a diverse workplace. Studies indicate that cross-cultural training leads to better communication, conflict minimisation, and organisational performance (Caligiuri and Tarique, 2020).
The other practical implication is that it is significant to create inclusive organisational cultures. Inclusive cultures promote diversity and provide the environment in which employees are valued and respected. This does not only increase employee satisfaction but also the innovation and performance (Roberson, 2019).
Flexible leadership approaches also emerge as one of the issues in the study. Managers ought to be urged to change their leadership styles according to various cultural settings and not to use standardised leadership methods. This needs organisations to offer training and support to managers to become culturally intelligent and adaptive leaders (Miska et al., 2018).
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5.7.1 Development of Cultural Intelligence
Development of cultural intelligence among the managers and employees should be the main priority of organisations. This can be done in terms of training programme, workshops and international assignments which can expose people to other culture settings. Cultural intelligence adds to the competence of managing cultural differences by gaining the capacity to comprehend and act upon this difference.
5.7.2 Implementation of Cross-Cultural Training Programmes
Multinational organisations are advised to have holistic cross cultural training programmes that are centered on communication, leadership and teamwork. Such programmes must be specific to certain cultural contexts and organisational requirements. Training will help to avoid misunderstandings and enhance cross-cultural collaboration.
5.7.3 Adoption of Adaptive Leadership Practices
Managers are supposed to be influenced to embrace flexible management styles that are cultural expectations. This includes the identification of cultural variations in leadership inclinations and modifying behaviour in line with these differences. Adaptive leadership influences the engagement and the performance of employees (Meyer et al., 2019).
5.7.4 Enhancement of Communication Strategies
The communication strategies that organisations ought to develop should take into account cultural differences in communication styles. This involves the encouragement of open communication, the encouragement of feedback, and the guidance of effective practices in cross-cultural communication.
5.7.5 Balancing Global Standardisation and Local Adaptation
Organisations must aim at achieving uniformity at the global level and responsiveness at the local level. They are supposed to retain the fundamental organisational values but permit flexibility in applying the management practices to local cultural setting. This equilibrium is what is necessary in managing effectively in multinational environments. 
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In spite of its contributions, this study has a number of limitations. The application of secondary data implies that the results will be founded on the available literature and organisational reports, which might not reflect the lived experiences of managers in a comprehensive way. Primary data gathering would also give more information on how managers view and handle cultural differences (Mendenhall et al., 2018).
The two multinational organisations also are the subject of the study and this restricts the generalisability of the findings. Although Amazon and Tesla are informative, other organisations can experience other experiences and ways to manage cultural diversity.
Also, the study is cross-sectional, and thus it fails to record the changes over time. Management practices and cultural relations might change, and longitudinal studies can be used in future research. 
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The primary data collection methods that should be incorporated in future studies include interviews and surveys to get more in-depth managerial experiences. This would give a better insight into the practice of managing cultural differences.
It may also be possible that researchers can conduct research on other multinational organisations in various industries that will increase the generalisability of the findings. The comparative research of organisations in different regions may also offer more information regarding cultural dynamics.
Also, subsequent studies may investigate the contribution of the new technologies to cross-cultural management. Remote working environments and digital communication tools are becoming a factor in the way organisations are handling cultural diversity and it is a significant area of research.
[bookmark: _Toc226302059][bookmark: _Toc227284066]5.10 Conclusion
This chapter has given a final conclusion of the study in summary of major findings and recommendations of the study. The study shows the significance of the cultural differences in management effectiveness and the necessity to have culturally adaptive management practices.
The report shows that successful management in multinational organisations should be balanced between global organisational culture and local cultural responsiveness. Organisations can become more competent in managing cultural diversity by having cultural intelligence, embracing adaptive leadership, and adopting inclusive practices.
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