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« Name
« Academic background
« Organisation and responsibilities

e (Inter-)cultural Experiences (personal and
professional)
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Leadership and Talent Management

ADMIN
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09-17.00 flexible breaks in between, including
lunchbreak

09-12 Introduction to intercultural (including coffee
breaks)

12-13 lunch break

13-13:45 remainder theory & discussion
14:00-15:30 Special Guest session: Nils Witt, Airbus
15:45-16:30 Discussion & open items
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Getting to know theories on culture, cultural
inferaction and types of cultures in the business
contfext

Learn to identify cultural differences
Gain insight for cultural-self reflection

Understand determinants of corporate and group
culture

ldentify approaches to successfully strive in different
cultural setftings
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Overview of Topics

« Culture: Theoretical Foundations
 Macro-Culture

« Culture in the corporate context

« Cultural Assessments

« Culture and Coporate Success

« Cultural constituents of successful leadership
« Cultural Diversity Management
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CULTURE: THEORETICAL
FOUNDATIONS
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Getiing started: cultural [ mne
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* Please provide three examples of hoteworthy
cultural experiences to the classroom

— Can come from: professional, academic or personal
experience

— Have you experienced cultures clashing?
— Have you experienced well functioning cultural interfaces?

— Please think of any type of culture (work, ethics, national
cultures...)
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Definitions of culture

« Culture has long been defined by anthropologists and
sociologists
« Contemporary definitions include
— macro: national culture, professions, religions, larger ethnic groups
— and micro-cultures: smaller groups, e.g. teams
« Definitory categories and characteristics bear overlap in
definitions

Schein (2018), p. 3-5



| FRANKFURT

Definitions of culture [FIRFGRers v

OF APPLIED SCIENCES

« Observable behavior of human interaction

— Language, rituals, speech
 Climate

— Use and creation of room and space in interaction
* Formal rituals and festivities
 Chosen values

— Best quality, lowest price, fastest response
 Formal philosophy

— ldeological principles and group values e.g. in the corporate
context

« Group norms
— E.g. at work, attitude towards pay and work load
* Rules of the game

— Unwritten group norms new entrants have to adhere to to be
accepted

Schein (2018), p. 3-5
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Identity and self image
— E.g. of a company, what do we stand for
« Thinking and reasoning logic, psychological models, linguistic
paradigms
— Think of onboarding, group norms e.g. military
« Common interpretations, shared meanings
— ,inside jokes"
* Metaphors and integrative symbols
— Representation through material artifacts

Schein (2018), p. 3-5
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Core aspects

« The central element of culture: culture is the shared product of shared
learning (Edmondson 2012)

« To understand a culture it is necessary to understand which kind of

learning the group has commonly experienced and under which
leadership it has taken place

« > leadership as the key to cultural learning in groups
 Culture encompasses

— Structural stability & underlying principles
+ Group DNA

— Depth
* unconscious & invisible

— Breadth
* Omnipresent in all actions

— Patterns and intfegration

« Paradigms or gestalt of connections between elements on a profound level
(might also bear contradictions!)

Schein (2018), p. 13
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Visible but often not

Artefacts and Creations decipherable
Easy to identify, Technology
hard to decode Art
Wisible and audible behaviour patterns

ldeolo Values
wsierail ng?/c'm . Testable in the physical environment Greater level of
: P Testable only by social consensus AWareness
Social validation
4 ™
Basic Assumptions
Unconscious Relationships to environment
assumptions, Nature of reality, tll‘l"ln‘.-:: :_fmﬂ space
Nature of human relationships Invisible
Preconscious

Harris (1998), p. 356

(c) Leonie Looser 2021
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_—{vALUES}—

MANIFESTATION REALISATION

- N

(ASSUMPTIONS | ARTEFACTS |
INTERPRETATION SYMBOLISATION
————{symBoLs}|—

Harris (1998), p. 357

(c) Leonie Looser 2021



Phases of cultural adaption:
Adler‘s Culture shock cycle

| | FRANKFURT
UNIVERSITY
OF APPLIED SCIENCES

HAPPINESS

Honeymoon

Adjustment

CULTURE SHOCK

Mastery

0 mos. 6 mos. 48+ mos.

TIME

(c) Leonie Looser 2021

Adler (2008)
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The iceberg model of culture

/ ART
SURFACE FA'SHlI-(;LERATUREFOOD
CULIURE PERFORMANCE
BASIC COMMUNICATION

RULES OF COMMUNICATION

BELIEF STRUCTURES
SOCIAL HIERARCHY UNDERSTANDING OF TIME
CONCEPTS OF PRIDE & SHAME

BODY LANGUAGE (555 aises

CONCEPT OF SELF
CONCEPT OF HEALTH & MEDICINE
DECISION-MAKING

CONCEPT OF BEAUTY PROBLEM-SOLVING

DEEP RELIGION

CULTURE

https://www.google.com/urlgsa=i&url=https%3A%2F%2Fs3.amazonaws.
com%2Ffile.myworldabroad.com%2FQuickGuides%2FCulture-Shock-
~ public.pdf&psig=AOvVaw 1 Am_MOZyCtwqgcsgGL8wHcx&ust=15992796
€] Leonie 4g655 000 source=images&cd=vfe &ved=0CAkQjhxgFwoTCLICjfnTzusCF
QAAAAAJAAAAABAC
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Intercultural Management

MACRO CULTURES

(c) Leonie Looser 2021
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Most prominent examples of macro cultural
gradings provided by

— Hofstede 1980s

— House 2000s

« Clustering based on identified cultural attributes
« Widely adapted

« Latent criticism: foo generalized approach,
tendency to lean into stereotypes



National Cultures: Hofstede's |
Cultural Dimensions

Masculinity vs
Femininity

Individualism
VS
collectivism

Power
Distance

Hofstede's
Cultural
Dimensions

Indulgence vs Uncertainty
restraint Avoidance

Long term vs
short term
orientation
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« Study by Hofstede
with IBM employees
of different cultural
backgrounds

« Present and

enhanced since
1980s

« Focus on national

culture

Hofstede (1980, 2001)
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LOW < > HIGH

EGALITARIAN POWER DISTANCE EMBRACES HEIRARCHY

COLLECTIVIST COLLECTIVISM VS, INDIVIDUALISM INDIVIDUALIST

UNCOMFORTABLE WITH
UNCERTAINTY

COMFORTABLE WITH

UNCERTAINTY UNCERTAINTY AVOIDANCE INDEX

NURTURE IMPORTANT POWER IMPORTANT

TRADITIONAL AND SHORT-TERM VS LONG-TERM FUTURISTIC AND LONG-
SHORT-TERM ORIENTATION TERM

NORMATIVE REPRESSION RESTRAINT VS. INDULGENCE SATISIFCATION IS GOOD

() Leonie LoOkapsdfMw.google com/urgsa=isuri=htps%3A%2F%2Fwww. pinterest.com%2Fpinds2F4707 67585901 68936%2F &psig=A
OvVaw2wVeSxQjUrumwijiR-
UOPY &.Ust=15992809483110008s0urce=imagesa.cd=vie &ved=0CAIQRxqFWOTCPCS_YDYZUsCFQAAAAAJAAAAABAD
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Cultural Comparisons

o https:.//www.hofstede-
insights.com/product/compare-countries/

(c) Leonie Looser 2021
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Globe study by House

Published in 2004

62 societes analyzed through 17,300 middle
managers from 951 organizations (food processing,
financial services, telecommunication services)

Central finding: leadership effectiveness is
contextual and subject to societal and
organizational norms

“When in Rome, do as the Romans do”
Building on findings of Hofstede (1980)

Established nine cultural dimensions that capture
similarities and differences in norms/values/beliefs of
societies

House (2004), Hoppe (2007)



GLOBE study by House

Power Distance

Uncertainty Avoidance

Humane Orientation

Collectivism |

(Institutional)

Collectivism Il {In-Group)

Assertiveness

Gender Egalitarianism

Future Orientation

Performance Orientation

The degree to which members of a collective expect
power to be distributed equally

The extent to which a society, organization, or group
relies on social norms, rules, and procedures to alleviate
unpredictability of future events.

The degree to which a collective encourages and rewards
individuals for being fair, altruistic, generous, caring, and
kind to others.

The degree to which organizational and societal
institutional practices encourage and reward collective
distribution of resources and collective action.

The degree to which individuals express pride, loyalty, and
cohesiveness in their organizations or families.

The degree to which individuals are assertive,
confrentational, and aggressive in their relationships with
others.

The degree to which a collective minimizes gender
ineguality.

The extent to which individuals engage in future-oriented
behaviors such as delaying gratification, planning, and
investing in the future.

The degree to which a collective encourages and rewards

group members for performance improvemnent and
excellence.

(c) Leonie Looser 2021
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House (2004), Hoppe (2007)
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House then clustered countries with similar attributes
In country clusters

Portugal
France
Latin Europeatl

Philippines
Indonesia
Malaysia

=
=
7]
<
-
171
S
=
=
=]
75]

(c) Leonie Looser 2021 House (2004)' Hoppe (2007)
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 House then generated 21 leadership scales provided from the
17.300 middle managers

« 21 scales were then aggregated into six scales or leader styles:

The performance-oriented style (called "charismatic/value-based"” by
GLOBE) stresses high standards, decisiveness, and innovation; seeks to
inspire people around a vision; creates a passion among them to perform;
and does so by firmly holding on to core values.

The team-oriented style instills pride, loyalty, and collaboration among
organizational members; and highly values team cohesiveness and @
commaon purpose or goals.

The participative style encourages inputf from others in decision-making
and implementation; and emphasizes delegation and equality.

The humane style stresses compassion and generosity; and it is patient,
supportive, and concerned with the well-being of others.

The autonomous style is characterized by an independent, individualistic,
and self-centric approach to leadership.

The self-protective (ond group- pro’rechve) style emphasizes procedural,
status-conscious, and 'face-saving' behaviors; and focuses on the safety
and security of the individual and the group

House (2004), Hoppe (2007)



Linking Country Clusters and

Leadrship Styles
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« House then linked country preferences with
leadership styles

Performance Team Participative Humane Autonomous Self or
Oriented Oriented Group-
Protective
Higher Higher Higher Higher Higher Higher
Anglo SE Asian Germanic SE Asian Germanic Middle Eastern
Germanic Confucian Anglo Anglo E. European Confucian
Nordic L. American Nordic African Confucian SE Asian
SE Asian E. European Confucian Nordic L. American
L. European African SE Asian E. European
L. American L. European Anglo
Nordic African
Anglo Middle Eastern
Middle Eastern L. European
Germanic L. American
Confucian L. European Germanic African
African L. American Middle Eastern L. European
E. European African L. American
E. European
Middle Eastern E. European L. European Anglo
SE Asian Nordic Germanic
Confucian Nordic
Middle Eastern
Lower Lower Lower Lower Lower Lower
Self or
Performance Team Group-
Oriented Oriented Participative Humane Autonomous Protective Hoppe (2007)

{Cteonte tooser 2021
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« House also provided and overview of ,,globally*

viable leadership traits

‘Universal’ Leader Characteristics

Contribute to a Person Being Seen as an Outstanding Leader

Trustworthy
Just

Honest
Foresight
Plans ahead
Encouraging
Positive
Dynamic
Motive arouser
Confidence builder
Motivational

Decisive
Excellence-oriented
Dependable

Intelligent

Effective bargainer
Win-win problem solver
Administratively skilled
Communicative
Informed

Coordinator

Team builder

Inhibit a Person from Being Seen as an Outstanding Leader

Loner

Asocial
Indirect/Non-explicit
Non-cooperative

Irritable
Egocentric
Ruthless
Dictatorial

Hoppe (2007)
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And culturally contingent

approaches

Culturally Contingent Leader Characteristics
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Anticipatory
Ambitious
Autonomous
Cautious

Class conscious
Compassionate
Cunning
Domineering
Elitist
Enthusiastic
Evasive
Formal
Habitual
Independent
Indirect
Individualistic

Intra-group competitor
Intra-group conflict avoider

Intuitive
Logical
Micro-manager
Orderly
Procedural
Provocateur
Risk taker
Ruler
Self-effacing
Self-sacrificial
Sensitive
Sincere
Status-conscious
Subdued
Unique

Willful
Worldly

Hoppe (2007)
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CULTURE IN THE CORPORATE
CONTEXT
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Culture in the corporate context

What is organizational culture?
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Culture in the corporate context

« Coporate/organizational* culture has been alluded o in
research since the 1950s

» First explicit mentioning in 1970s
wShared values and expectations” (Silverzweig and Allen 1976)

+~The grown composition of norms, opinions and values that
influence employees at all levels and the representation of the
company as a whole" (Frey 1984)

+The personality and character of an organization® (Berner 201 2)

*used synonymously
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Perceptions of corporate culture

« Variable
— Every company has a culture
— Well defined and explicit phenomenon
— Can be manipulated for company benefit
— Cultural change is initiated by fop management
— For change, culture and strategy need to be aligned
— Change strategy: change of smaller units/items

Sackmann (2017), 35-39
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Perceptions of corporate culture

 Metaphor
— Counterposition to culture as avariable
— A company is a culture

— Collective knowledge, collective perceptions and
collective cognition in the center of attention

— Leadership with minor influence on culture
— Change strategy: offer new interpretations

Sackmann (2017), 35-39
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Perceptions of corporate culture

« Dyamic construct
— Mixture of metaphor and variable approach

— Allmembers of a culture can develop it, but more
influence is attributed to leaders

— Change strategy: symbolic management and conscious
grooming of culture

Sackmann (2017), 35-39
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Culture by Hall

Vision The way we say we
get things done
Strategy

Shared values ggals

Policies
Structures Procedures

Beliefs Shared assumptions

Perceptions Tradition
Perceptions
Values Norms

Unwritten rules

Staries

Feelings

Invisible organizational culture Hall (] 976)




How does corporate culture
manifest?

« Humor

« Jargon and language

« Storytelling

« Forms of addressing people

+ Legends and myths

« Body language

« Rites and rituals

« Festivities and formal ceremonies

| | FRANKFURT
UNIVERSITY
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Collective system of interpretation  System of individual aftitudes
and orientation

Descriptive and prescriptive Only descriptive
function
Historical Development Snapshot

« Climate: expectation of and safifsfaction of the
Indiviudal with his/her expectations fowards the
firm, leader eftc.

« Culture: Collective expectation of a company
towards an employee or leader

Sackmann (2017), 65-66
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Challenges to corporate culture

Internal External

Growth /Decline Economic influences
Productivity Issues Socio-cultural factors
Talent Retention Technology

Internationalization, Acquisition,

Fusion, Mergers Politics

Sackmann (2017), 13-25

(c) Leonie Looser 2021
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Mergers & Acquisitions

Continental and Unitedhave undeniable

corporate chemistry, butisitalove builttolast?
Aninside look at the complexity and absurdity
of making the world’s largest airline

(c) Leonie Looser 2021
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Functions of corporate culture

Primary Functions Secondary Functions

Order & Structure Complexity Reduction
Orientation Organizational Adaption
Stabilization Internal Coordination
Provide Purpose Motivation

|ldentification

Sackmann (2017), 59-62

(c) Leonie Looser 2021
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Phases in cultural development

« ,Classic* Phasing Model
— Founding Phase
— Development Phase
— Maturity
— Crisis
— Renewdl
« Cultural Challenges depend on the cultural phase
an organization is in

Sackmann (2017), 73-93
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Which companies would
you namee

Google

(c) Leonie Looser 2021



Culture gone rogue
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* Any examples not to be

repeatede

wirecard

THE BIGGEST FRAUD
L JHISTORY

The smartest guys in the room:
movie & book

(c) Leonie Looser 2021
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CULTURAL ASSESSMENTS
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Assessing Corporate Culture

« ,,Classic* approach: analyze the status quo, define
what should be, inditify aspects that need to
change

« Investigate cultural pillars & be aware of subcultures

|t is usually not sufficient to assess only espoused
values, artifacts or symbols

Sackmann (2017), 207-216
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 What characterizes this company?¢

 Who are your main competitors, and what
differentiates our company from those?

 What is typical of your company?

 What are your strengths and weaknesses?

« |f a problem occurs, how is it typically dealt withe
« Which groups are different from otherse

« What does your typical leader look like?

 What does your typical employee look like<e
 How are decisions made?

Sackmann (2017), 207-216
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Assessing Corporate Culture

* Interviews, workshops, questionnaires, observations,
secondary data

 Deductive & Inductive approaches

 Deductive
— a priori formulation of hypotheses
— Questionnaires

— Assesses mainly explicit components as espused values, rituals,
practices, written norms

* Inductive
— Context-bound understanding of cultural setting
— No prior formulation of hypotheses
— Ethnographic approach & observation
— Lengthworthy

Sackmann (2017), 207-216
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DOCS: Example Report (Denison
Organizational Culture Survey)

External Focus

Flexible

Internal Focus

©) Leonie Looser 2itns: / fwww.denisonconsulting.com/sample-reports/
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Can you briefly describe main elements of your
company's culturee

What do you like best, what would you like to
change?

What do you think are your main performance
driverse

Is culture consciously managed/explicitly
addressede

- Please geft togetherin 1,5m distanced groups of 2
to discuss and be ready fo present a few aspects
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CULTURE AND CORPORATE
SUCCESS
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Performance and Success

Factors

« Economic success

 Market share

« Speed

* |Innovation

« Quality

« Recruiting
Attractiveness

« Competitive Ability

« Capacity for Survival

Sackmann (2017), 140

(c) Leonie Looser 2021
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« Various studies have analyzed the relationship

« Research indicates a direct impact of
organizational culture and performance

« Performance measured in different dimensions, e.g.
market share, financial indicators (ROI, ROE, ROA
etc.) as well as ,,softer” dimensions: employee
safisfaction

 Measured through
— Denison Organizational Culture Survey (DOCS)
— Organizational Culture Inventory (OCI)
— Competing Value Framework

Sackmann (2017), 142-145



When and why is a conscious treatment of
corporate culture especially relevant?

« Fast growth

« Stagnation

 Change in leadership

« changes in the value system

« Alternation of generations

« Strategic Alliances: Joint Ventures
« Mergers

* Infernationalization

« Digitization

(Over-)Regulation

| | FRANKFURT
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Sackmann (2017), 169-204
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CULTURAL CONSTITUENTS OF
SUCCESSFUL LEADERSHIP
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(Cultural) Leadership is contextual (House, 2004)
Preferred leadership styles vary
Be mindful of macro- and micro cultural aspects

Cultural constituents
— Values, beliefs, attitudes
— The iceberg model
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Research of Trompenaars

« Dutch scholar from Hofstede's school

« Developed a model of cultural dimensions based
on cultural perceptions of Hall and Hofstede in 1993

 Model mostly relevant for the business context of
multinational companies

« Surveyed 8,841 managers from 43 countries
« Hofstede criticized Trompenaar's work

« Regardless, Trompenaar's dimensions have
received sigificant attention

Hamden-Turner & Trompenaars (1993),
Hofstede (1996)



Trompenaar's Cultural
Dimensions
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Cultural dimensions

Scale anchors

Universalism-particularism: Relative
importance of applying standardized rules

and policies across societal members; role

of exceptions in rule enforcement.

Individualism-collectivism: Extent to which
people derive their identity from within
themselves or their group.

Specific-diffuse: Extent to which people’s
various roles are compartmentalized or
integrated.

Neutral-affective: Extent to which people
are free to express their emotions in
public.

Achievement-ascription: Manner in which
respect and social status are accorded to
people.

Time perspective: Relative focus on the
past or the future in daily activities.

Relationship with environment: Extent to
which people believe they control the
environment or it controls them.

Universalism: Reliance on
formal rules and policies that
are applied equally to
everyone.

Individualism: Focus on
individual achievement and
independence.

Specific: Clear separation of
a person'’s various roles.

Neutral: Refrain from showing
emotions; hide feelings.

Achievement: Respect for
earned accomplishments.

Past/present oriented:
Emphasis on past events and

glory.

Inner-directed: Focus on
controlling the environment.

Particularism: Rules must be
tempered by the nature of the
situation and the people
involved.

Collectivism: Focus on group
achievement and welfare.

Diffuse: Clear integration of a
person's various roles.

Affective: Emotional
expressions acceptable or
encouraged.

Ascription: Respect for
ascribed or inherited status.

Future oriented: Emphasis on
planning and future
possibilities.

Outer-directed: Focus on
living in harmony with nature.

(c) Leonie Looser 2021

https://slideplayer.com/slide/10755890/
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Universalism

e What is more important, rules or relationships?

Individualism

. D function in r as individuals?
[(vs, Collectivism) o we function in group or as individuals

Neutral

(vs. Emotional) Do we display our emotions?

Specific

(vs. Diffuse) How separate we keep our private and working lives?

Achievement

. Do we have to prove ourselves to receive status, or is it given to us?
(vs. Ascription)

Sequential
(vs. Synchronic)

Do we do things one at a time, or several things at once?

Internal Control

Do we control our environment, or are we controlled by it?
{vs. External)

https://sites.google.com/site/organizationalcultureintro/trompenaars-model

(c) Leonie Looser 2021



Let's listen to the master [ rancsur
H OF APPLIED SCIENCES
himself..

https://www.youtube.com/watchev=h
myfiKicbmO

(c) Leonie Looser 2021


https://www.youtube.com/watch?v=hmyfjKjcbm0

Hofstede & Tromopenaars
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Hofstede Trompenaars
Individualism Collectivism Individualism Collectivism
Power distance Power distance : i ] )
high low Universalism Particularism
Masculinity Femininity neutral emotional
Uncerainty avoidance | Uncertainty avoidance diffuse specific
strong weak
Lang term orientation | Short term orientation Achievement Ascription
sequential sychronic

internal control

external control

(c) Leonie Looser 2021

http://www.ibim.de/ikult/3-4.ntm
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Hofstede & Trompenaars

Hofstede . . T . i i
(1983) Germany Singapore Thailand Indonesia
Power 35 low 74 high 64 high 78 high
distance - _ -
Intln'l(lua}ls_m 67 high 20 Low 20 low 14 low
vs. collectivism B

1Ia-s+c1311l111t}' VS | es i oh 48 low 34 low 46 low
femininity -

U ncertainty 65 hich 8 Low 64 high 48 low
avoidance - _

Long-term 31 low n.a. high 56 high 25 low
orientation - _

(Source: Hofstede 1983b, numbers are normalised from 0 (lowest) to 100 (highest))

Trompenaars . . .
P Germany Singapore Thailand Indonesia
(1993) '
Universalism . . . .
high on high on high on high on
Vs, . . . . . . : .
. , universalism | particularism | particularism | particularism
particularism
Affective vs. .
neutral highly neutral | neutral neutral
neutral =
Specific vs. . . . . . . .

I highly specific | middle highly diffuse | highly diffuse
diffuse = = =
Achievement | highly highly highly
vs. ascription | achievement- | middle ascription- ascription-

oriented oriented oriented

{(Source: Trompenaars 1993)

(c) Leonie Looser 2021

Stehle (2004)
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 Leaders bear a special role in terms of
— Influencing corporate culture

— Changing corporate culture
— Utilizing corporate culture for economic success

» Forleaders to positively influence or utilize culture, a
culturally-conscious management or leadership
approach is necessary

Sackmann (2017), p. 307-332
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« Assessment questions

— Are present leaders aligned with the organizations desired
culture?

— Do they behave as role models?
— Do the live priorities and ,,walk the talk*<e

— Do the set standards and impersonate the organizational
Culturee

« Top Management has a special influential role in
this

Sackmann (2017), p. 307-332
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- ,lItis befter fo lose money than trust (Robert Bosch)*

« Leaders act as role models and impersonate culture (for
better or for worse)

« Formulation and enactment of strategy in accordance
with the company's culture

« Shape and adapt organizational culture
— Role of employees
— Role of customers
— Competitive vision
— Treating failures

— Trustworthy and consistent (verbal and nonverbal)
communication

— Business ethics

Sackmann (2017), p. 307-332
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« Knowledge and awareness of organizationadl
culture and ist effects

« Cultural sensitivity

« Appraisal of past developments while
simultaneously open for new developments

« During crisis and challenges: wilingness 1o accept
cultural beliefs

« Conscious and adegate tfreatment of cultural
dynamics

« Careful handling of cultural network
« Conscious management of socialization processes

Sackmann (2017), p. 307-332
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Radiates engagement for the company and its culture
Sefts clear expectations and priorities

Repeats and reinforces what is important

Thinks positively and in chances

Explains circumstances and situations and provides
context

Lives (new) culture by example
Takes time for employees

Pays attention to small details
Works on him/herself

...sounds familiare

Sackmann (2017), p. 307-332
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Dimensions of diversity

ORGANIZATIONAL DIMENSIONS

Functional EXTERNAL DIMENSIONS Work
Level Location
A Geographic Location
Parental Marital

Status INTERNAL DIMENSIONS Status
Physical Ability

Race Gender

Income
Work
: i PERSONALITY
Field ~ Religion Ethnicity
Age
Appearance
Work . .
Expericence Sexual Orientation
Habits
Educational Background
Tenure
Seniority

Management Status

(€] Leonie Looser 2\(g%\/vn representation of Gardenswartz & Rowe (2010)
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« Succesful management of
diversity is highly
dependent on the attitude

CULTURAL PERSPECTIVE ON DIVERSITY towards diversi’ry; values,
Identity Diversity Cognitive Diversity beliefs, attitudes
Diverse perspectives | » Reseadrch by Thomas and
Diverse fundamental El 1 996
preferences Diverse interpretations Y ( )
— Discrimination and fairness
Diverse instrumental Diverse heuristics porodigm
preferences .
Diverse predictive models — Access and legitmacy
paradgim
— Learning and effectiveness
paradigm

Own representation of Hermann-Pillath (2009)
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DISCUSSION & QUESTIONS
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