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			This book is dedicated to four people who have had the most significant impact on me personally and on my career.

			My mother, Bobbye Brewer Branch, taught me what unconditional love is and that people should not ever think of others as more or less than themselves, regardless of ethnicity, color, or socioeconomic status. She taught me to see value in every person, and she gave me my curiosity about other cultures and my thirst for knowledge. I’ve spent much of my life trying to figure out how she did it. I believe this book tells that story. RIP Mother.

			Because of my Gen Z son Sebastian, I strive to be the best version of myself in all ways, always. I am grateful for the countless conversations we’ve had and for the ones we will have because you make me a more empathetic and enlightened person. I am proud of you for always being true to yourself, and I love you unconditionally and for infinity.

			To Mon Ami, thank you for joining me on this journey. You have been there the entire way and have always given me the support I needed to be the global nomad I was born to be. I wouldn’t have taken nearly as many risks nor had nearly as many amazing adventures without you, and your presence on this journey is what made this book possible. Thank you for being you.

			Glenda Ballard, my mentor and my son’s Godmother, who taught me as a naïve college freshman that I could write, that I was capable, and could add value through my writing. She gave me confidence in myself as a student, and she gave me my love for writing. I wouldn’t be where I am today without having had her as that teacher who changed my life forever.

		

	
		
			Special Acknowledgment

			There is but one person that deserves to stand alone on this page because I wouldn’t have done it without him—Chris Richardson.

			You made this book eminently more substantive and provocative than it otherwise might have been. You were somehow able to take all of my personal experiences and stories, your own research, and curriculum from our digital solutions along with shared stories from amazing CEOs and global leaders from around the world, and weave it all together into something profoundly gripping.

			Chris and I have been good friends and colleagues for decades, and he is also my son’s Godfather. He was the right choice to co-write this book with me because he is a prolific writer, and he has the three most important ingredients needed in a person to become a successful global leader: empathy, a global mindset, and a thirst for knowledge. You’ll soon find out what a brilliant storyteller he is as well. Now residing in Athens, Greece, Chris is a true global nomad who has amassed extraordinary personal stories (some of which are shared in this book while others were too spicy to include) from his time living in places such as Paris, Geneva, Zurich, New York, Sydney, London, Toronto, and Kassel, Germany. Gracias por todo mi Cuñado.

		

	
		
			Introduction

			If you are a CEO or a manager, or you work on a team in a global organization, raising your cultural intelligence by learning nine cultural competencies will transform every part of your business, including how you develop strategy; how you lead; how you win business; how you interact with your customers; how you build your brand; how you market; and, yes, how you build cultures of inclusion on a global scale while simultaneously increasing your ESG (environmental, social, and governance) rating, revenue, and overall company valuation. The S in ESG isn’t only about social equity. It’s also about understanding the importance of how business gets done in other countries. Did you know you can resolve both while having a transformative financial impact on your organization? How can you build a globally inclusive culture in an organization where everyone feels seen, heard, and respected if you don’t even understand how cultures communicate differently, build relationships differently, and cultivate trust and respect differently?

			In recent years, organizations have become fixated on ESG because they recognize that the millennial generation is largely focused on investing in companies that have higher ESG ratings, as those organizations better align with their philosophies, and their desire to do good things with their money. No doubt the Z and Alpha generations feel the same way. Global 2000 companies know this and are redirecting much of their focus to the S in ESG in order to drive up their ESG ratings. Historically, it has been much more challenging to demonstrate improvement in the S because of a lack of metrics that show an increase in a quantifiable and verifiable way.

			Who cares, you may ask?

			Well, higher ESG ratings typically mean higher share prices and higher company valuation. Global 2000 companies know this, which is why there has been such an intense focus on this recently. That’s also why European and Asian companies are now becoming more focused on creating cultures of belonging and inclusion necessary to drive up their ESG ratings. They now recognize that this conversation is much more important than they thought, and they see how it’s impacting the company’s share price. They no longer see this as just a “US discussion.”

			I’ve lived on five continents and worked in well over fifty countries with full P&L responsibilities in both privately held and publicly traded multibillion-dollar companies. I’ve taken companies public while simultaneously creating the explosive growth required to meet the very high expectations of investors and boards. Jack Welch (retired chairman and CEO of General Electric) sat on the board of one of those companies early in my career, so I know from firsthand experience the pressure to deliver results. Throughout my career, people have wondered how I could deliver those results so quickly. They have often said I made it look so easy. The secret has and always will be that I fully grasp how leadership, cultural intelligence, and inclusion coalesce to create extraordinary leaders with the capacity to make a transformative impact on the business and the bottom line.

			When I coach business leaders on the Fortune 1000, they often tell me that their HR leaders are clueless because they don’t fully understand the day-to-day business challenges involved in leading global teams and working in other countries. I often find that the three most critical challenges global leaders identify as they lead while trying to simultaneously create inclusive cultures and build significant revenue growth are the following: working across cultures in different parts of the world; establishing team effectiveness and cohesion, especially for global teams; and understanding business norms in other cultures and how those norms play out in the business units. However, ask almost any HR leader, and they will say that their leadership program is so well developed that they don’t need to understand how business is done differently in other cultures. Another one that always brings a smile to my face is when they say, “We do things our way,” or “We do things the [XYZ] company way,” or “We do things the [Dutch, German, Japanese, etc.] way.” To those organizations, I’d suggest you may have chosen the wrong people to sit in those global HR roles. They are missing a crucial part of the equation if they don’t understand how country culture impacts an entire organization, including global leadership, team effectiveness, and team cohesion.

			This is alarming because talent, L&D, and diversity officers function as internal consultants supporting the business units, and these leaders are short on time. They need just-in-time learning to solve specific business problems. Without the support of an HR team that fully understands the impact cultural differences have on the business, leaders are left to their own devices to figure it out. So, that is precisely what we will do together in this book.

		

	
		
			Chapter 1

			Globalization Made Cultural Assumptions of the 20th Century Obsolete

			Many members of today’s business world still rely on cultural norms and social conclusions that were drawn in the second half of the 20th century. During this period, most companies were just beginning to globalize their activities and staffing. This was a time that preceded the widespread use of the internet, social media, and any kind of conversation about cultural differences or inclusion in the workplace. The criteria used in the late 20th century for looking at culture assumed that every individual from a given country acted, believed, and worked similarly. Yet, in today’s business world, we do business more and more in other countries. Today’s hyperconnectivity defies any map and any politician’s proclamation. The trend was accelerated as a result of the COVID-19 pandemic. This has caused companies to create organizational structures of remote workers in multiple locations that would have previously been thought too diverse for team cohesion.

			In the 21st century, we are living in a place where someone sitting late at night in their living room in Athens can watch the news at sunrise in Sydney live online. We live in a time of digital nomads able to legally work in far-flung countries that are completely dissimilar from their own. We live in a time of increased awareness of those who may be disadvantaged based on their identity and circumstances. This includes everything from striving to achieve an appropriate gender balance at the board level to recognizing the employees of an enterprise who may be confined to a wheelchair or a member of the LGBTQ+ community.

			In short, we live on a planet where fewer people fit into routine cultural and social categories. The future belongs to companies that take an inclusive approach to their economic governance, the environment, and the social aspects of everything they do. As stated above, these criteria are commonly abbreviated as ESG when defined as the key factors enabling a business to thrive. Companies are ultimately a reflection of the people that work within them. The key frontline stakeholders of any business are its employees. Therefore, the benefits and rewards of paying attention to the cultural and social structure of the enterprise—the S of the ESG equation—can significantly outweigh the effort involved in the journey to genuine inclusion. Direct benefits include the enhanced dedication and productivity of the employees, who truly feel part of the organization. Rewards include an improved ESG rating, which can raise the share price of the company because it attracts more investors. A high-profile example is that of the coffeehouse chain Starbucks, which maintains a hiring policy that is as broad and inclusive as possible worldwide. In the United States, the company introduced a policy aimed at the recruitment of veterans. In Europe, Starbucks extends a hand to displaced individuals who are far from their home countries. The attention to the S of the equation is a significant contributor to the company’s success. The global profits of Starbucks have increased by 30.4 percent on average since 2020.

			The practice of treating employees inclusively was observed by Howard Schultz—the interim CEO of Starbucks—as being something that “should not be viewed as an added cost that cuts into profits, but as a powerful energizer that can grow the enterprise into something far greater than one leader could envision.”

			Enhanced cultural and social awareness leads to direct business success. As Mr. Schultz states, it is ultimately a catalyst for profit growth rather than a drain on the enterprise. It vastly improves the effectiveness of the leadership team, which in turn maximizes the performance of employees. This produces a stronger brand image for the company and generates increased sales and, thus, revenue. A positive side effect is improved negotiations with global suppliers, which brings a decrease in operational costs.

			Today’s business innovators are, therefore, those who are able—and empowered—to recognize the cultural differences in those they lead, no matter where their colleagues may be geographically or how big their teams may be. Successful business leaders in the 21st century are those who can use their cultural and social competency to embrace a holistic approach throughout the enterprise. The results and benefits of this soon become apparent.

		

	
		
			Chapter 2

			Culture and Commerce in the 21st Century

			Globalization can be defined as the process by which businesses and organizations operate on an international scale. Due to the increased accessibility of commercial air travel and shipping containers in the second half of the 20th century, major companies were able to adopt a worldwide corporate strategy that increased the pace and range of globalization to a degree unimaginable by corporate leaders even fifty years before. As such, international companies were required to become aware of the cultural differences of the countries in which they operated. Naturally, those companies needed a framework by which they could begin to understand the cultural dimensions. This understanding of the dimensions was derived from studies among corporate employees. The countries of the world were each characterized by standard actions and values. While not factually incorrect, these conclusions can nevertheless be classified as stereotypes.

			The corporate leaders of the day understood that countries with similar historical backgrounds and a common language tend to possess cultural similarities. They understood that countries with a shared border tend to be more akin in cultural terms than those that are far apart geographically. Added to this basic premise were standard cultural observations about such dimensions as hierarchy and timekeeping. These cultural norms were assumed to apply to every member of society in a given country. These conclusions offered a partial insight into cultural and social issues that were useful to the corporate leaders of the late 20th century.

			Then came the 21st century and the widespread use of the internet in every corner of the world. This would cause globalization to exponentially accelerate in a way that would touch everyone. Globalization was no longer just about corporate assumptions and policy, for it had begun to reach individuals in myriad ways outside of the workplace and in their daily lives.

			Yet many of the cultural and social assumptions of the business world are still essentially tied to the belief that—for instance—everyone in the United States thinks one way or that all Germans are culturally and socially identical. This is no longer viable in today’s business world, for the narrative has moved on. Thanks to both large-scale international migration and local societal changes, demographic landscapes are changing in countless ways and countless locations. While some may resist this new reality of globalization, there is no going back to the 20th century. Today’s hyperconnectivity across borders is too powerful—and popular—a force to be undone. The successful business leaders of the future will be those who recognize this.

			Large-Scale Cultural Migrations

			There have been a number of examples of large-scale international migrations in the late 20th century and the early 21st century. It is useful to look at two of them to appreciate how the cultural assumptions involving the countries at each end of the migrant’s journey are not automatically or universally applicable in such scenarios.

			i) Greeks in Australia

			Greek settlers first arrived in Australia in the “gold rush” days of the 1850s. However, in the 1950s and 1960s, that migration from Greece to Australia increased exponentially. A migration scheme adopted by the Australian government was designed to increase the population of the country following the Second World War. While many Greek Australians hold on to what they call “politicos mas” (our culture), what constitutes Greek tradition in the “host” country has adapted and evolved. Meanwhile, Greece itself continues to evolve in the absence of those that have left the country. Therefore, some of the closely held traditions of the diaspora may be found to be “out-of-date” in Greece they have left behind. This means that routine cultural assumptions about Australia and Greece do not accurately reflect the individuals involved at both ends of the migratory flow. This can be a critical misjudgment, given that Melbourne is today the largest Greek city outside of Greece itself. Some 10 percent of its population of five million people are of Greek origin and therefore do not readily fit into any routine categorization of Australian culture.

			Case Study

			Kostas recently migrated from Athens to Sydney to become a junior doctor in one of the city hospitals. He was happy to find that—while smaller than the Greek community in Melbourne—Sydney provided plenty of opportunities to connect with Greeks who had migrated there in the middle of the 20th century. At the same time, Kostas found that the characteristics of these elder Greek migrants most closely associated with their cultural identities—such as membership in the Greek Orthodox Church and enjoyment of traditional music—were more prominent in Sydney than they now were in the Athens of the 21st century. Kostas found that the first-generation offspring of the mid-20th-century Greek migrants were integrated into mainstream Australian culture and society. Nonetheless, the above aspects of the Greek lifestyle were still emphasized as important—even by the younger first-generation individuals—in Australia more than by young people in Greece today. This highlights the fact that cultures and societies are in a state of constant flux. For instance, since the large-scale migration of Greeks to Australia in the mid-20th century, Greece has become a fully integrated member state of the European Union (EU). This has impacted Greek cultural norms given the high level of migration within EU member states by outbound Greeks and inbound EU nationals.

			ii) Worldwide Expatriates in Dubai

			There are also more continuous international movements of persons that take place over long periods of time. One example is the steady increase of foreign nationals going to live and work in Dubai. The primary commercial hub of the United Arab Emirates (UAE), Dubai has the highest number of resident expatriates of any city in the world (measured as a percentage of its population). In 1975, 64 percent of the city’s residents were foreign nationals. Today, some 85 percent of the population of Dubai was born in some other country. The largest number of resident expatriates in the city hail from Bangladesh, India, and Pakistan. Many British, French, Filipino, South African, and United States nationals call Dubai home. This kaleidoscope of cultures is definitely not reflected in standard cultural categorizations of the UAE. This therefore means that some three million people are being excluded from any common cultural assumptions of the country.

			Case Study

			Christine is a US American who has lived in Dubai for many years. She serves as the managing director of Santa Fe relocation. The employees of the company’s Dubai office represent no less than fifteen nationalities: American, Argentinian, Belgian, British, Filipino, Hungarian, Indian, Iranian, Irish, Kazakhstani, Polish, Romanian, Russian, South African, Spanish, and Ukrainian. As is typical of business leaders in Dubai, Christine has to remain mindful—daily—of the various cultures involved in managing her staff. At the same time, Christine works consistently toward team cohesion. To do so, she makes sure that the team members are aware of each other’s cultural differences. Concurrently Christine uses this mutual understanding to create a “unique” internal culture within the employee group based on common values and the goals of the enterprise.

			21st-Century Cultural Catalysts

			We can see that the world is no longer fitting into the cultural “boxes” that have become so comfortable for corporate leaders to assume. While the world’s countries are still being conveniently categorized by assumed cultural norms that date from the 20th century, humanity is on the move. People are increasingly inhabiting parts of the world outside their country of origin. The internet enables companies to strive for team cohesion among remote workers in disparate locations. Simultaneously, the internet is globalizing the mindsets of those who may never have even lived in a foreign country. Three major phenomena can be observed that highlight the ever-quickening evolution of cultural interaction in the 21st century: the COVID-19 pandemic, the emergence of “digital nomad” visas, and the rise of the economic and political entity that is the European Union. All have served to accelerate intercultural exposure and the need for inclusive work practices to be introduced in global companies.

			i) The COVID-19 Pandemic

			The COVID-19 pandemic required companies worldwide to suddenly function with almost their entire office staff working via a laptop at home. Indeed, the European Union hurriedly published guidelines in twenty-four languages regarding cyber safety for remote workers. Although cultural factors were critical to team success, international managers often found them difficult to discern. Examples included:

			•Unease among those suddenly working full-time in a language that is different from their mother tongue.

			•Unease among those who are not comfortable with fully expressing themselves to a group that includes more-senior associates.

			•Disparities between remote international team members in the perceived importance of punctuality.

			•Disparities in the propensity of remote international team members to work productively on their own.

			•Unease among those of more traditional cultures in fully expressing themselves to a group that includes senior female associates.

			 

			These factors impacted remote team members’ performance and contributed to employee enthusiasm and a sense of belonging to the organization. As we have seen, the remote manager faces cultural and practical challenges in being effective with a diverse team of remote employees. All this is taking place in a business environment in which the number of employees working remotely will remain at levels that were unimaginable before the pandemic. By fully understanding the cultural background of team members, the manager can better appreciate—even from a distance—how each person is processing their local circumstances. As such, a distinct culture and motivational workspace for all team members can be created. Thus, despite all challenges, success can still be achieved when managing a remote international team.

			Good global leaders took the time during the pandemic to learn about the home cultures of remote team members. Excellent leaders went so far as to consult with each remote team member in terms of their personal cultural background and life experiences. This has led the remote manager to better understand a diverse team and, therefore, to focus on what its members may have in common, whatever the culture or geography involved.

			Simultaneously, it is imperative for remote managers to fully understand themselves from a cultural standpoint. Knowing one’s own cultural propensity in terms of such dimensions as communication, hierarchy, and relationships has an enormous impact on the way one leads and manages a global team. It is only when we are aware of our assumptions and biases that we can understand those of a different culture. It should be noted that our cultural propensity comes not only from the country in which we are born but from all the experiences we may have had in our lives. The British national who has been living in Greece for twenty years is no longer going to have the cultural profile of a British person.

			Studies show that such actions can lead to a 56 percent increase in job performance and a 50 percent reduction in turnover.1 This means that the ability of managers to be effective across cultural, social, and geographical boundaries—as invisible in a virtual environment as they are real—is critical to business success. It is estimated that 70 percent of international companies offer their employees the ongoing opportunity to work remotely at least part of the time. Remote working across vast distances is here to stay, even as the impact of the COVID-19 pandemic becomes an ever-more-distant memory.

			ii) Digital Nomad Visas

			The sheer scale of the recent pandemic forced businesses to adjust their worldwide working methods and has led governments on every continent to look at their own practices and procedures. The most international aspect of routine governmental activity—the management of inbound immigration—has witnessed an unexpected development: the presence of an ever-increasing number of “digital nomads” in the global workforce.

			Digital nomads are independent workers who embrace a location-independent, technology-enabled lifestyle that allows them to travel and work remotely anytime and anywhere they choose. Research shows that the United States alone has 4.8 million employed people who classify themselves as digital nomads (whether they are working remotely within the United States or not). The trends already mentioned above—coupled with the growth of online talent marketplaces and online information sites—have enabled more and more people to choose the digital nomad lifestyle. They tend to be a diverse group of no single generation, profession, or socioeconomic background. Research shows that just over half of the world’s digital nomads are older than forty years of age and are split more or less evenly between full- and part-time workers.

			With all these factors in mind, some of the world’s governments have even taken the step of inventing a specific work visa to attract digital nomads to their country. The visa holders do not need to be employed in their territory in any way. However, by stipulating a certain income level, governments taking this path feel that the expenditure of digital nomads in the local economy makes the issuance of such visas worthwhile. They usually stipulate that the digital nomad possesses an international health insurance policy that covers the country involved to avoid any burden on local health systems. The number of countries offering this kind of work permit is growing yearly:

			•Bermuda offers a “Work from Bermuda” visa, which allows remote workers to stay in the country for up to one year. Applicants must own a location-independent business and work remotely for a company based outside Bermuda, although there is no minimum income requirement.

			•The Czech Republic offers a digital nomad visa called the “Zivno,” which is valid for one year but can be extended. Applicants must be active in one of eighty government-approved professions in order to be deemed eligible for the visa. Applicants must provide proof of prearranged accommodation for at least one year, have a certain minimum amount in their bank account, and pay a small monthly amount in local taxes. Applicants must make an in-person appointment at their nearest Czech embassy or consulate.

			•Dubai offers a digital nomad visa with an initial validity of one year, with the option to extend for a second successive year. There is a minimum salary requirement. Proof of private international health insurance for the UAE is also necessary.

			•Estonia was the first country to create a one-year visa that allows foreigners to live in the country while working remotely. Applicants must work for a company based outside Estonia and provide proof of having met a minimum salary requirement for the previous six months. Applicants are required to complete an online application form and make an in-person appointment at their nearest Estonian embassy or consulate.

			•Georgia offers the “Remotely from Georgia” visa. Applicants must own a location-independent business and/or work for a company based outside Georgia. Applicants must prove their financial ability to pay taxes in Georgia and meet a minimum salary requirement.

			 

			Such digital nomad visas are an entirely new phenomenon. The program would probably not have evolved to such an extent without the COVID-19 pandemic raising the profile of remote working around the world. Nations that do not currently offer such visas are closely monitoring the progress of countries with specific digital-nomad-visa programs and, in particular, the potentially positive effect they have on the local economy.

			Those with a digital nomad visa will remain employees of an enterprise in their home country. Cultural awareness is just as important for them—in terms of their performance—as an employee on a “traditional” expatriate assignment to an overseas employer location. With time, the holder of a digital nomad visa may move on to a second or third destination—a true “nomad”—which will further enhance their cultural and geographic journey.

			iii) The European Union

			The most significant example of the evolution of cultures across borders can be seen in connection to the world’s largest democratic experiment: the formation of twenty-seven nations into the European Union.

			The EU made a key statement in 1974. Beyond its emphasis on commercial aspects, the union advised that equal attention would also be paid to the “nonmaterial” values of member countries. Through this promotion of European heritage, the EU assumed congruence between the culture, society, and territory of the bloc and therefore recognized its various cultures. The diversity of these cultures was hugely extended in 2004 with the adhesion of several former Soviet republics and Warsaw Pact countries.

			The promotion of intercultural dialogue thus became a procedural mechanism within the European Parliament and the European Commission. This first manifested in most European citizens with the introduction of the “European Capital of Culture” program in 1985. The “Capital of Culture” is a city designated as such by the EU for one calendar year, during which it organizes a series of cultural events with a strong pan-European dimension. Due to the enlargement of the EU, two or three cities now hold the title each year. An increasing number of other EU policies are specifically designed to promote cultural exposure within member states.

			Simultaneously, the right to move and reside in another EU country is a key factor in enabling cultural understanding and social awareness among citizens of member states. The free movement of workers is a fundamental right guaranteed by the Treaty on the Functioning of the European Union (TFEU). Through the treaty, EU citizens are entitled to work in another country without needing a specific work permit. They may reside there for that purpose and stay after employment has terminated. They enjoy equal treatment with nationals in terms of access to employment, working conditions, and all other social and tax advantages.

			The EU today is an economic and political union between twenty-seven member countries that together cover much of the continent. Beyond being an economic federation, it has evolved into an organization spanning coverage of the policy areas of climate, environment, justice, and migration. The EU has delivered more than half a century of harmony to what was for centuries a militarily deadly and socially intolerant region. On the commercial side, the EU is now the most-significant single exporter of manufactured goods and services on Earth and provides the biggest import market for over one hundred countries around the world. What makes this so remarkable is that an array of cultures—even within member countries—has been involved in achieving this.

			The cultural divergence within the EU should not be underestimated. It is interesting to note how Europeans’ everyday observations reflect cultural differences throughout the bloc.

			•89 percent of citizens within the twenty-seven member countries think that cultural exchanges should have a very important place in the EU so that citizens from different member countries can learn more from each other and feel more European.

			•88 percent of EU citizens think that cultural exchanges can play an important role in developing greater understanding and tolerance in the world, even where there are conflicts or tensions.

			 

			The number of EU citizens living and working in member states other than that of their birth has been increasing steadily, reaching some 15 million people (or 3.3 percent of the EU’s population).2 Many EU citizens have lived in more than one member state beyond their own, which is a growing trend. Therefore, the applicability of standard cultural norms becomes all the more inaccurate when considering such individuals.

			These three striking examples show that the pace of cultural exposure and overlap is only going to increase in the 21st century. It is also going to multiply in terms of the locations involved. Again, the 20th-century cultural categorizations, originally made by country—by individuals assumed to be moving from their country of origin to one given destination—have become outdated.

			Social Trends in the 21st Century

			Just as cultural diversity is becoming ever more apparent in business life, social factors have also changed dramatically in the 21st century. Disadvantaged members of society—whose story would have been overlooked half a century ago—are now receiving the workplace recognition they deserve. Such individuals include military veterans, members of the LGBTQ community, and those living with a physical or psychological handicap.

			Examples of relevant initiatives from around the world include:

			•The government of Victoria, Australia, recognizes that companies with a diverse workforce—those embracing sexual orientation and gender identity—perform better in every way. Advisers, resources, and workshops are made available to help employers—whether large or small—on their inclusion journey.3

			•Since 2013, any company in Germany with more than twenty employees has been required to fill at least 5 percent of its jobs with workers who are living with a disability. Medical and legal guidelines determine the degree of disability. Companies that do not fulfill the quota pay government fines, which are used to support relevant employment programs and to make public spaces accessible to disabled members of society.4

			•The United States Center for Workforce Inclusion helps employers to better onboard military veterans by providing companies with enhanced cultural competencies. This ensures that management, employees, and HR professionals alike recognize how military culture emphasizes accountability, skill building, and teamwork.5

			Looking Forward

			It is evident that cultural dimensions by country can no longer be routinely or universally applied, whether it be in cases of large-scale migration or in individual scenarios. The accepted “categorization” of cultures—while once functional—is proving to be less and less applicable in today’s business world. A fixed and unchanging view of culture that does not respond to the influences or changes of other cultures is insufficient for today’s business leaders. Culture is evolving and is influenced by a variety of social and political factors that range from using social media to directing governmental actions in the countries and regions of the world.

			The use of cultural norms merely leads to perpetuated stereotypes and the belief that—for instance—all US Americans think in one way and all Chinese think in another. This leads to conscious and unconscious bias. This in turn can manifest itself as indirect and unintentional discrimination toward members of a given society that belong to a group within it. This type of behavior is known as “microaggression.” Due to its subtle nature, it is a very damaging form of discrimination. It is one of the key reasons why organizations strive for inclusion.

			The world’s countries have not maintained completely static societies—in terms of both cultural and social norms—since the nation-by-nation conclusions of the 20th century were first drawn. Countless stories of individuals—from all around planet Earth—highlight the points made above. Throughout this book, we will explore individual profiles and stories and provide examples of corporate reform and rectitude in terms of cultural and social inclusion.
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