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Appendix

Appendix A
Sample for Data Analysis for one of the participants of the Study

Interviewer: Mahmoud Moussa

Respondent: R2

Location: Company A, Eastern Seaboard, the respondent’s house
Date: 02/20/2009

Time: 20:30 pm- 21:20 pm

I: What are the competencies required for the manager who provides
intercultural consultancy services?

R: Speaking of the Japanese culture, in my opinion, they just listen and perceive
any order or command from their bosses only. In other words, when a Japanese
leader orders something, the employee just follows and implements what he/she
was told immediately. Thus, it seems like that the employees should block their
thinking. If I’'m going to talk about the Japanese competencies, although they are in
the top management, their levels of competencies are very low. | think the Japanese
who are working in the top management in our company, were chosen by their
teams in Japan. For example, our financial director (FD) is very young and he has
no experiences. When he worked in Japan, his position was just a supervisor and
not in the top management like his position in Thailand. | think that the
competencies required for our managers must be a lot, because they are expected to
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drive our organizations. For example, a manager should have an open mind, world
wide vision, accept others’ thinking or opinions and do not follow the Japanese
culture which says “Boss is Boss” with people in Thailand. From my point of view,
the competencies of the Japanese managers are not excellent, and they are not
better than the Thais. However, the Japanese have more chances than the Thais,
because the Japanese are the owners of our organization. As such, they let the
Japanese come and control the Thais in our organization, which is a big problem.
Also, the Japanese never accept to be less than the Thais at work, but if they think
for a little bit and open their minds, we can work together effectively. Moreover, |
believe that managers, who can lead an organization, should be specialists in their
work. Additionally, managers need to follow everything with the employees, and
not just orders. Another important thing to drive an organization successfully is to
know the level of all managers. Managers should know how to control their
subordinates, have some knowledge about psychology, as well as to know how to
apply this knowledge at work, to know how to deal with others, and to know how
to plan for work. All competencies mentioned above are considered intercultural
competencies, required for managers in my organization.

I: What are the most needed competencies for the manager who provides
intercultural consultancy services?

R: The most important competencies are, leadership and HR. Managers should
have human resource concepts in their minds, and the best thing is human resource
development. | m saying so, because | think in my company, the top management
should develop themselves, as well as develop our organization to be more
successful and gain more outcome. Also, when | said leadership competencies, |
think 1 can cover all competencies required, because we can not specify which
leadership style. So, any leader should have leadership competencies, in order to
know how to lead and how to control and work effectively and efficiently with the
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subordinates. Also, leaders should have a strong background of their organizations,
and a background of their subordinates, and possess strong skills to lead in the right
direction and effectively.

I: What are the ways to allow diversity work effectively?

R: In my point of view, people who live and work together, should respect each
other and respect the others’ cultures. But you know? In general, when we live in
another country or another place, we should respect their own culture. For
instance, if we work in Thailand, we should respect the Thais’ culture, or if we
work in Japan, we should respect the Japanese culture. Another important thing
you should know is, that you should learn everything about the others’ cultures.
Moreover, when you have knowledge about the others cultures, you should bear
in mind that there are some things you cannot do it if you are staying in a foreign
country. I’m saying so, because my boss is Japanese, and when he gets upset or
mad at something, he used to kick everything in front of him. So, Japanese should
learn about the Thais’ culture, because this is not the Thais’ behavior. You should
learn about the Thais’ culture or the culture of the country you are working and
living, in order to know what you can do and what you cannot do. Additionally, if
the foreigner does not want to learn about the Thais’ culture, so the Thais may
teach foreigners, and tell them about the Thais’ culture. You know? My boss used
to ask me about the King, he was really surprised and wonder why the Thais love
the king so much? And why the Thais wear yellow T-shirts every Monday in
20087 1 said to him, that the King always helps us on everything, and whatever
will happen, he will be next to all of us and solve any problem appears in
Thailand. So, we can teach foreigners these kinds of knowledge, and you know
the result? The Japanese followed us and wear the yellow T-shirt, which means
that they can adapt themselves to the Thais’ culture. Most importantly, there is
something called CSR (Corporate Social Responsibility) a way to adapt yourself
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with people from different background. For example, when | went to Japan, |
knew what people like and dislike, and after that | knew that I should follow and
adapt myself to the social there.

I: How do you strengthen an organization by valuing diversity?

R: We can strengthen an organization, first, by taking know how (technology
and innovation) from different countries, different nationalities and different
cultures. Second, is to brainstorming, or we take a lot of know how, then we can
discuss and brainstorm together. Third, we can take the result from the
brainstorming sessions, and implement what have been discussed to strengthen
our organization. For example, we learned about the QC in our organization. As a
result, all of us in the organization learnt from this system, how to analyze any
problem we face. Another system is called Kaizen, is a wonderful system for any
organization. Also, some of the Japanese behavior are really great, such as
alertness. The Japanese never be quiet, they are always alert on everything. | will
give you an example, if today they do something good, tomorrow they will make
it better and better. They will not stop developing, and this is the greatest
behavior on them. When we take this behavior from the Japanese and adopt it
with the Thais, it will help us a lot in our organization. The welfare is another
important thing could strengthen our organization. Our organization provides
high salaries for everyone, even the Thais, they get high salaries compared to
salaries in other companies, and | m sure about that. | will tell you about the
salary system in my organization. There is a difference between salary and
welfare. Besides the salary, they will look at your position, rent, how much you
are working hard, for lunch, for night shifts and bonus.

I: How do you build group cohesion in an intercultural team?

R: To build group cohesion in an intercultural team, I should let the employees
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have activities together. For example, last year | let them have a walk rally. All
Japanese and all Thais went together, ate and stayed together for 2-3 days, and
you know? In this period, they all had good relationships with each other. They
shared the troubles, the happiness and everything, in order to make good things
for our social, and to feel that they are one hand in the environment. For example,
we went to a school in Chaiyaphum province, to give food for students, build new
classrooms for them, and water the plants to grow vegetables for them, etc. We
called this project “from heart to heart” this project made everyone; either Thais
or Japanese felt that we did something valuable together. Also, this made the
Japanese feel proud of themselves and that they can do a good thing for Thailand.
Moreover, we have another activity to make the Thais and the Japanese work in a
cohesive team; such as, communication’s party. Every four months, Thais and
Japanese make a party and invite their leaders from each department in our
company to communicate together. | want to tell you something, you know?
When you want to see a cohesive team in any workplace, you should think of
something they can do out of work to let them stick together, because at work we
are bosses and subordinates. Meanwhile, if we are out of our workplace, we will
talk about things which make us know each other more. Furthermore, we feel
serious with the Japanese bosses because they like to do things straightforward,
according to their rules and regulations. However, they should think of the
environment in Thailand, it is not the same as Japan. In Thailand or the Thais are
always flexible on everything, if they will not make you in a bad situation in the
future. | would like to tell you about a situation which recently happened to
people in the Eastern Seaboard area. One day, everyone went to work and you
know, there is only one way to reach our companies in the Eastern Seaboard.
Unfortunately, one of the buses was stopped and cannot move, which made the
other cars, stopped and cannot get back because it is just one way to reach the
companies. As such, everyone went to work too late, and our bosses (Japanese)
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said, that it is our fault and they cannot give us an excuse because it is our duties
to come to work on time. You know? These kinds of situations create conflicts
between the Thais and the Japanese, because of our different points of view. So,
what we want from foreigners is to look at our environment, see what is possible
and what is impossible to exist. | understand that in their country (Japan) they can
say exactly what time they will reach their offices, because of the mass
transportation system in Japan is wonderful. On the other hand, in Thailand we
face a lot of traffic jam. So, we should be flexible and ask for reasons before we
punish the employees. | think all these problems, might make the Thais think that
the Japanese are not, sincere, open mind and very hard to work with them in a
cohesive team.

I: What are the success factors for an intercultural work environment?

R: The success factors for an intercultural environment are, being reasonable,
not only rules, not only regulations, but also everything should be reasonable.
Another thing might be good for an intercultural work environment, is the good
discipline from foreigners. Good discipline from foreigners might be a good thing
we can get from them. Moreover, taking know how or new technologies and
experiences from foreigners are considered some of the success factors as well.

I: What are the barriers confronted by differences in culture in international

companies?

R: The barriers, first the foreigners’ disciplines in my company. They do not
look for the truth, and they are not reasonable. Second, the foreigners manage our
organization by their own system. For example, in Japan, they have steps or rules
for the salary’s system, but in Thailand we do not have the same system. In other
words, they try to put their systems in our organization. However, you may not
understand what | said, so | will give you another example. When you are

158 http://www.sciencepublishinggroup.com



Appendix

25 years old, you may start to think of getting married, and having your small
family. When you are 30-40 you have kids who study in the university, and you
will pay a lot for your family, so during this period, you get a very high salary.
Later, your kids will finish their studies, and you will not spend a lot of money, so
your salary will not be high the same as before, and sometimes it is lower than
before. So, I'm talking with you about this issue, because probably the salary’s
system in Japan might not be suitable with the Thais. | said to the Japanese, that |
got married too late and | have had a kid when | was 34 years, and now I’'m
almost 50 but my kid is still studying in a secondary school. | said to the Japanese,
that they cannot make their culture a standard, and they should apply what is
appropriate or suitable to the Thais’ culture. Moreover, you know? What | suffer
from the Japanese system, is that they let us (Thais) follow a system called
“SOP”, these letters stand for (Standard Operating Procedures). In my opinion,
this system blocks our thinking, because we must follow “SOP” on everything,
we cannot create and we cannot think out of this “SOP”. | know that it is a
wonderful system, because it standardized the system, but it is not suitable for the
Thais, because the Thais like to be out of any control. We can find the way to
make us work effectively together, if we can solve these problems, but the
Japanese want the Thais just to follow what is written in their rules and make the
Thais work like robots. On the other hand, | can say that there is nothing
completely bad and vice versa. So, besides the good things, there might be bad
things. The good thing in the Japanese system, is that they try to standardize
everything, but it is inflexible. Speaking of myself and what | face in the
organization nowadays, | can say that | made a system for my duties, or | and
everyone in my department use the SOP. So, if someone resigns and another one
comes over, he/she can work easily, which is very good for our organization.
However, the problem is when you work for an organization which is not sincere

with the employees; this might be a big problem. For example, when you are
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working until 50 years, they might ask you to do an early retirement because they
do not want to pay a big salary for elderly Thais. Another thing is considered a
barrier, you know, now we get an order from Japan to let our organization all over
the world follow the CSR system to be global. However, our company got this
order, and we did not make it. We have problems with the labors. You know? It is
because our managing director does not listen to anyone, he always thinks by
himself, and when | ask for the reason, he cannot answer me. This makes many
problems in our company. Also, what | see is that the Japanese like to appear
wonderful, and any mistake they hide it for not making people see how much
they are bad. It is not only for not making people see them bad, but also for not
making the head quarter knows anything bad on them. This is a very bad habit in
our top management. You know? When | first came to work in this company, |
appreciated the Japanese, but when | worked with them for 12 years, | found that
they are not clear. I’'m really sad to know about this.

I: How can you design a training that can be mixed in different ways according
to individual needs?

R: The training which is suitable for an intercultural team, in my opinion, first,
you should separate the training course, because when we have training mixed to
all Thais and Japanese, we let the translator translates from Thai language to
Japanese language. But you know? To be honest a few Japanese have trainings
because they are thinking that it is unnecessary for them, they think that they
know more than the Thais. Furthermore, | used to provide training which is
mixed for the Thais and Japanese and it is about how to have QC. Also, I
designed for them walk rally program, and what | wanted from them is to have a
good relationship with each other, but I did not succeed. The Japanese came just
for 5-10 minutes, and then they are gone. They did not appreciate what I did; they
were laughing and looking at me and the Thais, as silly people without seeing the
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output or the result from this training. As a result, | was very sad. | can say to you
that, I really have no idea about training people from different cultures, especially
for Japanese because they never feel pleased from the Thais. The Japanese
consider the Thais, low level, low education, and everything they believe that
they are better than the Thais.

I: What else shall | bear in mind in building intercultural teams as far as you
concerned?

R: I just want to send a message to the Japanese. | want to say, that when they
want their people come to work in Thailand, they should choose the right one, or
“Put the right man in the right job”. It is not just let the Japanese come to work in
Thailand, and give them the power in order to control the Thais, without having
any experience. For example, they sent one of the Japanese to be a producer
manager, and he has not any experience in management. So, how he can control
the employees? Moreover, | want to say to you, that when we have a meeting, if
the managing director ordered something; then, someone argued or discussed
with him, the MD is thinking that the one who is talking disobeys him. So, this is
not a right way to build an intercultural team. You should not think that “Boss is
Boss”. The Japanese do not accept to work as a team, and they just follow their
bosses, but never accept anything from the Thais. This behavior makes us always
have problems in our organization. Additionally, the Japanese always look at the
Thais as people who are very low, they consider that the Europeans are the first
level, the second level is the Japanese, and the lowest levels are the Thais. This is
may be bias, but you can ask other people and you might get the same knowledge.
You know? This makes me eager to compete with them. | want to say to all the
Thais to struggle and make foreigners accept us more than now. | want to say to
all the Thais to develop themselves, for not making the others think that we are
lower than others. But you know? Nowadays, the Thais work on the sufficient

http://www.sciencepublishinggroup.com 161



Appendix

economy, which make us not fighting, not competitive, and not even thinking.
We just work for taking salaries, we are not thinking about our future, so how can
we survive? Our country maybe will have foreigners, if we are sleeping and not
doing anything, “just let it go”. Therefore, | always say that | want to make CSR
(Corporate Social Responsibility) to develop ourselves, to be steadfast and proud
in our country.

Appendix B
Sample for Data Analysis for one of the participants of the Study

R2 = Respondent 2

L = Line number

C = Categories

CE = Category in Educating foreigners the others’ cultures
CM1 = Category in Managers’ characteristics
CT = Category in Team Building

CB = Category in Barriers

CC = Category in Communication issues
CM2 = Category in Management issues

CF = Category in Foreigners’ cultures

CA = Category in Adaptability

CS = Category in Successful Intercultural Environment
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R2, L. 69- 77, L. 84- 99, L. 180- 188, L. 225- 227, educating foreigners the
others’ cultures

In my opinion, people who live and work together, should respect each other
and respect the others’ cultures. But you know? In general, when we live in
another country or another place, we should respect their own culture. For
instance, if we work in Thailand, we should respect the Thais’ culture, or if we
work in Japan, we should respect the Japanese culture. Another important thing
you should know is, that you should learn everything about the others’ cultures
(R2, L. 69- 77, CE).

You should learn about the Thais’ culture or the culture of the country you are
working and living, in order to know what you can do and what you can not do.
Additionally, if the foreigner does not want to learn about the Thais’ culture, so
the Thais may teach foreigners, and tell them about the Thais’ culture. You
know? My boss used to ask me about the King, he was really surprised and
wonder why the Thais love the king so much? And why the Thais wear yellow
T-shirts every Monday in 20087 | said to him, that the King always helps us on
everything, and whatever will happen, he will be next to all of us and solve any
problem appears in Thailand. So, we can teach foreigners these kinds of
knowledge, and you know the result? The Japanese followed us and wear the
yellow T-shirt, which means that they can adapt themselves to the Thais’ culture
(R2, L. 84- 99, CE).

What we want from foreigners is to look at our environment, see what is
possible and what is impossible to exist. | understand that in their country (Japan)
they can say exactly what time they will reach their offices, because of the mass
transportation system in Japan is wonderful. On the other hand, in Thailand we
face a lot of traffic jam. So, we should be flexible and ask for reasons before we
punish the employees (R2, L. 180-188, CE).
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I said to the Japanese, that they cannot make their culture a standard, and they
should apply what is appropriate or suitable to the Thais’ culture (R2, L. 225-227,
CE).

R2, L. 22- 28, L. 36- 45, L. 51- 54, L. 57- 66, managers’ characteristics

I think that the competencies required for our managers must be a lot, because
they are expected to drive our organizations. For example, a manager should have
an open mind, world wide vision, accept others’ thinking or opinions and do not
follow the Japanese culture which says “Boss is Boss” with people in Thailand
(R2, L. 22-28, CM1).

Moreover, | believe that managers, who can lead an organization, should be
specialists in their work. Additionally, managers need to follow everything with
the employees, and not just orders. Another important thing to drive an
organization successfully is to know the level of all managers. Managers should
know how to control their subordinates, have some knowledge about psychology,
as well as to know how to apply this knowledge at work, to know how to deal
with others, and to know how to plan for work (R2, L. 36-45, CM1).

The most important competencies are leadership skills, and HR. Managers
should have human resource concepts in their minds, and the best thing is human
resource development (R2, L. 51-54, CM1).

Also, when | said leadership competencies, | think | can cover all
competencies required, because we can not specify which leadership style. So,
any leader should have leadership competencies, in order to know how to lead
and how to control and work effectively and efficiently with the subordinates.
Also, leaders should have a strong background of their organizations, and a
background of their subordinates, and possess strong skills to lead in the right
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direction and effectively (R2, L. 57-66, CM1).
R2, L. 136- 151, L. 156- 162, team Building

To build group cohesion in an intercultural team, | should let the employees
have activities together. For example, last year | let them have a walk rally. All
Japanese and all Thais went together, ate and stayed together for 2-3 days, and
you know? In this period, they all had good relationships with each other. They
shared the troubles, the happiness and everything, in order to make good things
for our social, and to feel that they are one hand in the environment. For example,
we went to a school in Chaiyaphum province, to give food for students, build new
classrooms for them, and water the plants to grow vegetables for them, etc. We
called this project “from heart to heart” this project made everyone; either Thais
or Japanese felt that we did something valuable together. Also, this made the
Japanese feel proud of themselves and that they can do a good thing for Thailand
(R2, L. 136-151, CT).

I want to tell you something, you know? When you want to see a cohesive team
in any workplace, you should think of something they can do out of work to let
them stick together, because at work we are bosses and subordinates. Meanwhile,
if we are out of our workplace, we will talk about things which make us know
each other more (R2, L. 156-162, CT).

R2, L. 28- 34, L. 34- 36, L. 77- 84, L. 162- 166, L. 205- 211, L. 227- 239, L.
249- 271, L. 279- 289, L. 290- 295, L. 306- 315, barriers

In my point of view, the competencies of the Japanese managers are not
excellent, and they are not better than the Thais. However, the Japanese have
more chances than the Thais, because the Japanese are the owners of our
organization. As such, they let the Japanese come and control the Thais in our
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organization, which is a big problem (R2, L. 28-34, CB).

Also, the Japanese never accept to be less than the Thais at work, but if they
think for a little bit and open their minds, we can work together effectively (R2,
L. 34-36, CB).

Moreover, when you have knowledge about the others’ cultures, you should
bear in mind that there are some things you cannot do it if you are staying in a
foreign country. I’m saying so, because my boss is Japanese, and when he gets
upset or mad at something, he used to kick everything in front of him. So,
Japanese should learn about the Thais’ culture, because this is not the Thais’
behavior (R2, L. 77-84, CB).

Furthermore, we feel serious with the Japanese bosses because they like to do
things straightforward, according to their rules and regulations. However, they
should think of the environment in Thailand, it is not the same as Japan (R2, L.
162-166, CB).

The barriers, first the foreigners’ disciplines in my company. They do not look
for the truth, and they are not reasonable. Second, the foreigners manage our
organization by their own system. For example, in Japan, they have steps or rules
for the salary’s system, but in Thailand we do not have the same system. In other
words, they try to put their systems in our organization (R2, L. 205-211, CB).

Moreover, you know? What | suffer from the Japanese system, is that they let
us (Thais) follow a system called “SOP”, these letters stand for (Standard
Operating Procedures). In my opinion, this system blocks our thinking, because
we must follow “SOP” on everything, we cannot create and we cannot think out
of this “SOP”. | know that it is a wonderful system, because it standardized the
system, but it is not suitable for the Thais, because the Thais like to be out of any
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control. We can find the way to make us work effectively together, if we can
solve these problems, but the Japanese want the Thais just to follow what is
written in their rules and make the Thais work like robots (R2, L. 227-239, CB).

The problem is when you work for an organization which is not sincere with
the employees; this might be a big problem. For example, when you are working
until 50 years, they might ask you to do an early retirement because they do not
want to pay a big salary for elderly Thais. Another thing is considered a barrier,
you know, now we get an order from Japan to let our organization all over the
world follow the CSR system to be global. However, our company got this order,
and we did not make it. We have problems with the labors. You know? It is
because our managing director does not listen to anyone, he always thinks by
himself, and when | ask for the reason, he cannot answer me. This makes many
problems in our company. Also, what | see is that the Japanese like to appear
wonderful, and any mistake they hide it for not making people see how much
they are bad. It is not only for not making people see them bad, but also for not
making the head quarter knows anything bad on them. This is a very bad habit in
our top management. You know? When | first came to work in this company, |
appreciated the Japanese, but when | worked with them for 12 years, | found that
they are not clear. I’'m really sad to know this (R2, L. 249-271, CB).

To be honesty, a few Japanese have trainings because they are thinking that it
is unnecessary for them, they think that they know more than the Thais.
Furthermore, | used to provide training which is mixed for the Thais and Japanese
and it is about how to have QC. Also, | designed for them walk rally program, and
what | wanted from them is to have a good relationship with each other, but I did
not succeed. The Japanese came just for 5-10 minutes, and then they are gone.
They did not appreciate what | did; they were laughing and looking at me and the
Thais, as silly people without seeing the output or the result from this training
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(R2, L. 279-289, CB).

As a result, 1 was very sad. | can say to you that, | really have no idea about
training people from different cultures, especially for Japanese because they
never feel pleased from the Thais. The Japanese consider the Thais, low level,
low education, and everything they believe that they are better than the Thais (R2,
L. 290-295, CB).

Moreover, | want to say to you, that when we have a meeting, if the managing
director ordered something; then, someone argued or discussed with him, the MD
is thinking that the one who is talking disobeys him. So, this is not a right way to
build an intercultural team. You should not think that “Boss is Boss”. The
Japanese do not accept to work as a team, and they just follow their bosses, but
never accept anything from the Thais. This behavior makes us always have
problems in our organization (R2, L. 306-315, CB).

R2, L. 151- 156, L. 274- 278, communication issues

We have another activity to make the Thais and the Japanese work in a
cohesive team; such as, communication’s party. Every four months, Thais and
Japanese make a party and invite their leaders from each department in our
company to communicate together (R2, L. 151-156, CC).

The training which is suitable for an intercultural team, in my opinion, first,
you should separate the training course, because when we have training mixed to
all Thais and Japanese, we let the translator translates from Thai language to
Japanese language (R2, L. 274-278, CC).

R2, L. 14- 22, L. 54- 57, L. 298- 303, management issues

If I’'m going to talk about the Japanese competencies, although they are in the
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top management, their levels of competencies are very low. | think the Japanese
who are working in the top management in our company, were chosen by their
teams in Japan. For example, our financial director (FD) is very young and he has
no experiences. When he worked in Japan, his position was just a supervisor and
not in the top management like his position in Thailand (R2, L. 14-22, CM2).

I think in my company, the top management should develop themselves, as
well as develop our organization to be more successful and gain more outcome
(R2, L. 54-57, CM2).

I just want to send a message to the Japanese. | want to say, that when they
want their people come to work in Thailand, they should choose the right one, or
“Put the right man in the right job”. It is not just let the Japanese come to work in
Thailand, and give them the power in order to control the Thais, without having
any experience (R2, L. 298-303, CM2).

R2, L. 9- 14, L. 315-320, L. 321-333, foreigners’ cultures

Speaking of the Japanese culture, in my opinion, they just listen and perceive
any order or command from their bosses only. In other words, when a Japanese
leader orders something, the employee just follows and implements what he/she
was told immediately. Thus, it seems like that the employees should block their
thinking (R2, L. 9-14, CF).

The Japanese always look at the Thais as people who are very low, they
consider that the Europeans are the first level, the second level is the Japanese,
and the lowest levels are the Thais. This is may be bias, but you can ask other
people and you might get the same knowledge (R2, L. 315-320, CF).

I want to say to all the Thais to struggle and make foreigners accept us more
than now. | want to say to all the Thais to develop themselves, for not making the
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others think that we are lower than others. But you know? Nowadays, the Thais
work on the sufficient economy, which make us not fighting, not competitive,
and not even thinking. We just work for taking salaries, we are not thinking about
our future, so how can we survive? Our country maybe will have foreigners, if we
are sleeping and not doing anything, “just let it go”. Therefore, | always say that |
want to make CSR (Corporate Social Responsibility) to develop ourselves, to be
steadfast and proud in our country (R2, L. 321-333, CF).

R2, L. 99- 104, adaptability

Most importantly, there is something called CSR (Corporate Social
Responsibility) a way to adapt yourself with people from different background.
For example, when | went to Japan, | knew what people like and dislike, and after
that 1 knew that | should follow and adapt myself to the social there (R2, L.
99-104, CA).

R2, L. 107- 114, L. 114-125, L. 127-133, L. 193-201, successful intercultural

environment

We can strengthen an organization, first, by taking technology and innovation
from different countries, different nationalities and different cultures. Second, is
to brainstorming, or we take a lot of technology and innovations, then we can
discuss and brainstorm together. Third, we can take the result from the
brainstorming sessions, and implement what have been discussed to strengthen
our organization (R2, L. 107-114, CS).

We learned about the QC in our organization. As a result, all of us in the
organization learnt from this system, how to analyze any problem we face.

Another system is called Kaizen, is a wonderful system for any organization.
Also, some of the Japanese behavior are really great, such as alertness. The
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Japanese never be quiet, they are always alert on everything. | will give you an
example, if today they do something good, tomorrow they will make it better and
better. They will not stop developing, and this is the greatest behavior on them.
When we take this behavior from the Japanese and adopt it with the Thais, it will
help us a lot in our organization (R2, L. 114-125, CS).

Our organization provides high salaries for everyone, even the Thais, they get
high salaries compared to salaries in other companies, and | m sure about that. |
will tell you about the salary system in my organization. There is a difference
between salary and welfare. Besides the salary, they will look at your position,
rent, how much you are working hard, for lunch, for night shifts and bonus (R2,
L. 127-133, CS).

The success factors for an intercultural environment are, being reasonable, not
only rules, not only regulations, but also everything should be reasonable.
Another thing might be good for an intercultural work environment, is the good
discipline from foreigners. Good discipline from foreigners might be a good
thing we can get from them. Moreover, taking innovations or new technologies
and experiences from foreigners are considered some of the success factors as
well (R2, L. 193-201, CS).
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Brief Introduction to the Book

The sea of information about different cultures is insufficient to make people
more effective, efficient, and motivated in their intercultural workplace.
Management practices have to be integrated with cultural diversity to avoid
barriers experienced by competing cultures. This book builds on the insights,
experiences, visions, and researches of many people. Apparently, it is not
always easy to understand and appreciate the actions of people from diverse
cultural backgrounds. Hence, this book is designed to identify the competencies
required for managers of intercultural consultancy services to optimize the
effects of cultural diversity in Thai automotive companies; to investigate ways
that allow diversity to work effectively; and to recognize barriers confronted by
different cultures in international corporations. This book may be used in cross-
cultural management courses for both graduate and undergraduate students.
This book may also help in providing general knowledge to those who work or
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