Research report stage 2
Cross-cultural communication

INTRODUCTION
David Anderson’s job as a manager on Birch tree Human Solutions in Malaysia puts him in a situation where he needs to manage cultures that differ from the Australian culture. Despite that Mr Anderson have met different cultures in USA and Europe, he is not prepared for meeting cultures in Asia. Since Mr Anderson lacks Malaysian language skills and cultural awareness, this is a serious managerial problem, because if he cannot communicate with his colleagues in the right manner, this problem will lead to several conflicts. (Milliman, Taylor, Czaplewski, 2002, p.31), says that:  “Cross-cultural misunderstanding often creates a cycle where cross-cultural conflict, frustration, and possibly anger lead to communication breakdown”. This report will argue, due to Mr Anderson’s unawareness, that he will have problems in communicating with his colleges and therefore also having a difficulty to managing the office. In order to resolve this unfortunate situation during the first months, Mr Anderson needs an international Malaysian translator and he should immediately attend to some cross-cultural training. This strategy increases the opportunity for better communication between Mr Anderson and his colleges. 

PROBLEM IDENTIFICATION
Due to an expanding globalisation in the world, humans need to develop better skills and achieve higher understanding within cross-cultural communication to be able doing business in other cultures. Despite globalization is now a common thing in the world, there appears to be poor focus on how to prepare its staff for expatriate assignments. Unfortunately, Australian managerial performances in South-Asia are known as to be low rated. (Woods, 2003, p.519-525) writes about a survey conducted in Singapore, Malaysia, Indonesia, and Taiwan, where respondents were asked to order and rank Australian managers against other five active competitors in the region. The Australian managers were rated poorly on all levels. Australia is surely not the only example of managerial problems regarding expatriates. (Hoon and Kline, 1993, p. 20 - 22) states that one explanation of bad cross-cultural preparation can be the belief of good management skills are universal. 

This problem is a threat against international companies, because a reasonable result of culture differences in combination with bad preparation might be present as less successful. (Bennet, Aston, Colquhoun, 2000, p.239) agree in this statement and argue that cross-cultural preparation is a critical step for promoting assignee success in the case of international assignments. 

CRITICAL ANALYSE 
(Walter, 1992, p. 8) states that since the Malaysian religion is based on Islam, the way of communicating is very different from the western Culture. In this concern, cultural awareness is therefore a crucial factor for understanding and communicating with other cultures. (Bhibulbhanuwat, Chintawee, Chintana, Speece, 2002, p. 290-294), states that communication scholars in general agree that cultural awareness is a key factor to communication competence. According to (Fish, 2005, p. 225-229), problems are almost built into the role when there is a lack of cultural awareness. Fish states, because the appointee does not have the resource to effectively take on board new skills or understandings, it will be much harder in order to effectively adapt new skills, knowledge and values. A part of culture awareness is to have an adequate knowledge about their new business environment. (Liu, Mackinnon, 2002, p. 119-121) state that West and East have big differences in culture, so therefore a successful way of managing a company from the West does not necessarily has to be successful in East due to the relevance of the culture.
Regarding language barriers, (Walter, 1992, p. 8) argue that, knowing the culture and knowing the language, the communication will be much more effective when supervising national employees. According to (Liu, Mackinnon, 2002, p. 119-121), absent of language can lead to misunderstandings and confusion. Confusion is an outcome of lack of clarity between two parties. (Fish, 2005, p. 220-229) agree and argue from a pragmatic viewpoint, that lack of knowledge of the language might lead to failure to appropriately adapt the host culture, which in turn could lead to serious problems when supervising employees. (Hutchins, 2003, p. 385-389) has also recorded a difference between those who did not receive any language training and those who did. Hutchins states that those who have language skills need much less organisational support than those who did not acquired these skills.
Without any knowledge about the Malaysian language or the Malaysian culture due to an absence of cross-cultural preparation might decrease the chance of success. (Black, Mendenhall, Oddou, 1990, p.119) justify the argument and state that a strong relationship of cross-cultural training and performance is a critical concern. 
SOLUTION STRATEGY
In order to quickly resolve this unfortunate situation due to that Mr Anderson is not prepared, during his first months, Mr Anderson needs an international Malayan translator for translation and especially for consulting how to communicate with his staff. Mr Anderson should also immediately attend to cross-cultural training. Recommendations based of Walter, Bhibulbhanuwat, Chintawee, Chintana, Speece, Liu, Mackinnon, Hutchins, Black,  Mendenhall and Oddou’s researches, the cross-cultural training should include: religion-, culture awareness training (sensitivity training), language training and communication training in a Malaysian style.
Bhibulbhanuwat, Chintawee, Chintana, Speece and Fish argue for a strong connection between cultural awareness and communication competence, therefore Mr Anderson has to enter into a cultural sensitivity training. Since the culture is strongly influenced by the religion, this paper also suggests that he need to learn how the religion affects the Malaysian culture. According to Fish, Mr Andersson will otherwise have difficulties to learn the environment in Malaysia and also to understand his college’s values. 
Liu, Mackinnon, Walter, Fish and Hutchins, all agree that language training is necessary for avoiding misunderstanding and to make an efficient work in a cross-cultural work-related situation. According to Fish, the confusion will be much more less if two parties can interpret and understand each other. If the translator is also somehow involved in the business in Birchtree Solutions and have knowledge about traditions in Malaysia, not only Mr Anderson will benefit from the situation, the office in Malaysia as well, in better understanding of each other.
What kind of difficulties that might arise depends on Mr Anderson, his colleagues, and what kind of support that will be provided by Birchtree Solutions. Mr Anderson’s way of managing and his inappropriate behaviour will probably cause uncertainty and resistance among his colleagues (Davidson, Griffin, 2006, p. 410-412). Liu and Mackinnon discussed the differences of cultures and that various beliefs affect the type of management system. Most likely, the Malaysian colleagues will have different perceptions than Mr Anderson within this matter. In general people in organisation has also a long history of doing thing in a practically way. The Malaysians routines will probably be changed and that will also cause resistance.
(Fontaine, Richardson, 2005, p. 79) discuss the relevance of a good attitude when adopting a culture and therefore Mr Anderson will need a good attitude towards his cross-cultural training. He and his colleagues will need great respect, patients, and understanding for each other even during times when the conflict is behind the corner. According to (Davidson, Griffin, 2006, p. 412) Mr Anderson should try to have an open dialog between him and his colleagues, give the new management concept time for adjusting. Also, by letting the colleagues participate in Mr Anderson’s cross-cultural training and management plans, he gives everyone an opportunity to achieve a higher level of involvement and understanding for each other. A way of doing that is to make everyone aware of his lack of culture awareness and to keep an intense and open dialog with his staff. Regarding different management styles, (Todnem, 2003, p. 371-373) state that people need routines to be effective, although it is of vital importance to undergo changes in an organisation thus, a more efficient organisation might be the outcome of this unfortunate situation. 
CONCLUSION
This paper has examined the relevance of preparation before a departure, when doing expatriate assignments in non-familiar cultures. In this case Mr Anderson is not enough prepared for his assignment in Malaysia, and most likely, problems with how to communicate with his colleagues will arise due to that misunderstanding are unavoidable. Key factors for success when doing expatriate assignments are culture awareness and language skills. The paper suggests two adequate solutions when such of knowledge is missing. First, get Mr Anderson a translator and second he should immediately attend to cross-cultural training. The strategy will increase the opportunity for better communication between Mr Anderson and his colleges. Mr Anderson’s inappropriate behaviour will probably cause uncertainty and resistance among his colleagues but since the resolution discuss that change in an organisation might be good; this unfortunate situation might result in a positive outcome. 
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