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foreign language proficiency, 99fig,
100fig—102; of global mobility
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103-108; self-aceessment, 99fig,
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Assessment for Foreign Language
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Agility Self-Assessment), 114, 115,
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for, 87-89; social media role in, 89; as
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82—-89; taking action for, 92-93.
See also Recruiting culturally agile
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Ten Lists, 84—-85

Avon Products, 7, 108, 109
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26, 28, 29fig-30
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Bio-Data Assessment of Openness,
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175,178

Campion, Michael, 36
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Carraher, Shawn, 150

Cartier, 83

Center for Applied Linguistics, 101

CEO survey (2011), 4

Chen, Danny, 151
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Clark, Paul, 7
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adaptation can help with, 31; reactions
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Clinton Health Access Initiative (CHAI)
[Africa], 154



Coca-Cola, 83, 84

Cohen, Ben, 23

Colakoglu, Saba, 160

Competencies. See Cross-cultural
competencies

Conscientiousness personality trait,
103, 105

Couette, Yves: adapting his style to
fit Ben & Jerry’s norms, 30; cross-
cultural competencies of, 24-25, 26;
professional background of, 23-24

Country Navigator (TMA World), 130

Crocitto, Madeline, 150

Cross-cultural adjustment goal, 121,
126-128

Cross-cultural competencies: ability to
form relationships, 54fig, 55fig, 56-57;
appropriate self-efficacy, 48—49,
49fig, 51fig—52; assumptions and/or
overconfidence in, 10, 11-13; cultural
adaptations, 5, 25, 26, 29fig—38fig; as
cultural agility level 1, 6fig; cultural
curiosity and desire to learn, 49fig,
51fig, 52-53; cultural integration,
5, 6, 25-30, 42-46; cultural
minimization, 5, 25, 26, 20-29,
38—41, 110-112; divergen: thinking
and creativity, 60—61 fig; 63fig, 64;
global professionc|l cifectiveness
through, 6; integrate knowledge
of cross-national/cultural issues,
60, 61fig, 62, 63fig; performance
assessment for international assignees,
178; perspective-taking, 54fig, 55fig,
57-59; receptivity to adopting diverse
ideas, 60, 61fig, 62—-64; sample tasks
requiring, 138; tolerance of ambiguity,
48, 49fig, 50-51fig; valuing diversity,
54fig, 55fig, 56. See also Cultural
Agility Competency Framework

Cross-cultural interactions: ability
to form relationships impact on,
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54fig—55fig, 56-57; Cultural Agility
Selection System assessment of
competencies affecting, 99fig;
experiential developmental
opportunity of engaging in meaningful
peer-level, 145-146; how personality
traits affect, 104—105; perspective-
taking impact on, 54fig, 55fig, 57-59;
three competencies affecting, 53—59;
valuing diversity competency impact
on, 54fig, 55fig, 56

Cross-cultural situations: competencies
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in, 59-64; competcncies affecting
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affecting psychological ease in,
48-53, 990
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.7-18
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methods for, 128-132; developing
cultural intelligence during, 128;
evaluating the effectiveness of,
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132-133; learning goals for, 121-128;
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120-121; readiness for, 134-135;
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timing and sequencing of, 133-134.
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for, 136-137; knowledge tests for,
136-137, 139; methods for evaluating
effectiveness, 138—140; professional
success criteria for, 137-138; time-to-
effectiveness criteria for, 137. See also
Assessment
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differ, 121-122fig; gain culture-
specific knowledge, 121, 122-125;
learn methods for cross-cultural
discovery, 121, 125-126; understand
the cross-cultural adjustment process,
121, 126-128
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competency: definition of, 61fig;
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60, 62
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response, 25, 26, 29fig; client
development through, 31-34;
definition of, 5, 29fig; ethical
dilemmas related to, 36-38fig; in
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most often requiring, 30; leve! of
Americans’ to Thai and Japanese
cultures, 32fig; leveragea at
the appropriate tiine; 26, 28; in
manufacturing, 34—-36fig; reactions
of Japanese and Thai “buyers” to
American “sellers” using, 31-34fig
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for, 95-115; assumptions made for
assessing, 10—18; attracting and
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job analysis to identify needs for, 97;
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experiences to increase, 141-156;
cross-cultural training to build
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through international assignments,
157-182, 198, 202, 204; as mega-
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Culturally agile professionals
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26-46; on competences affecting
cross-cultural interactions, 53-59,
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psychologicai-ease in cross-cultural
situatiors, 45-53, 99fig, 104; on
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competency, 5, 6, 25, 26, 27; on
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25, 26, 28-30, 110-112; introducing
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underlying the, 103—104; twelve key
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cultural competencies; Taking action
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extroversion, 168—170; BARS
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used for, 109, 111, 112, 113; Cultural
Agility Selection System component
of, 99fig, 108—113; sample from
cultural minimization, 110-112

Cultural Agility Job Analysis, 97
Cultural Agility Selection System:

competencies assessed as part of the,
99fig; foreign language assessment
component of, 99fig, 100-102;
interview component of, 108—113;
knowledge assessment component
of, 99fig, 102-103; personality
assessment component of, 99fig,
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component of, 98, 99fig, 100; self-
assessment component of, 99fig,
113-114; taking action to implement,
115. See also Selecting international
assignments

Cultural Agility Self-Assessment
(CASA), 114, 115, 205

Cultural attitudes: definition of, 12;
making assumptions about, 10, 11-13

Cultural curiosity competency:
definition of, 49fig; how cross-cultural
psychological ease affected by, 51fig,
52-53

Cultural differences: attitudes and values
making up, 12; building a cross-
cultural framework on, 121-122fig;
making assumptions about prior
exposure to, 10, 11-13; suggested
book references for understanding,
123. See also Cultures

Cultural discovery, 121, 125-126

Cultural Factors in Building Credibilit,
123-124
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response, 25, 26, 29fig; creauag a
hybrid team culture through, 42-44;
creating “no-blame” culture and
principles to guia® benavior, 44-45;
definition of, 5, 6, 29fig; jobs and roles
most often requiring, 30; leveraged
at the appropriate time, 26, 27, 28; in
mergers and acquisitions, 45-46

Cultural Intelligence: Living and
Working Globally (Thomas and
Inkson), 128

Cultural Intelligence: People Skills
for Global Business (Thomas and
Inkson), 128

Cultural intelligence (CQ), 128

Cultural minimization: as behavioral
response, 25, 26, 29fig; in context of
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health and safety practices, 38—41;
Cultural Agility Interviews on,
110-112; definition of, 5, 29fig; jobs
and roles most often requiring,
29-30; leveraged at the appropriate
time, 26, 28

Cultural Navigator (TMC), 130

Cultural orientations: effectiveness
of manufacturing professionals,’
36fig; effectiveness of sales
professionals and their, 34fig;
number of available, 29fig

Cultural responses: cultural adaptation,
5; as cultural agility ievel 2, 6fig;
cultural integraticu, 5, 6; cultural
minimization,.S

Cultural sim'acities: assumptions about
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United Arab Emirati and French
Canadian, 27

Cultural “stretch” situations, 146

Cultural values: definition of, 12; making
assumptions about, 10, 11-13

Culturally agile professional pipeline:
barriers to creating, 10—18; building
a, 7-10; taking action to create, 18-19,
205-206; two different types of needs
for, 96-97

Culturally agile professional pipeline
barriers: assumptions about cultural
similarities and differences, 10, 14-17,
assumptions about prior cultural
exposure, 10, 11-13; assumptions
about prior success, 10, 13-14;
assumptions about technology, 10,
17-18

Culturally agile professionals: assessing
and selecting, 95-115; assumptions
made for assessing, 10—18; attracting
and recruiting, 69-93; competencies
affecting cross-cultural interactions
by, 53-59; competencies affecting
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global business decisions by, 59-64;
competencies affecting psychological
ease in cross-cultural situations,
48-53, 99fig; conducting a job
analysis to identify need for, 97;
creating a pipeline of, 10-18,
205-206; creating the employee
value proposition for, 89-92; cross-
cultural training for, 119-140; cultural
adaptation by manufacturing, 34-36;
cultural adaptation by sales, 31-34;
cultural integration used by, 5, 6,
25-30, 42—-46; cultural minimization
in context of health and safety by,
38—41; cultural responses and agility
of, 4-6fig; global mind-set of, 56;
international assignments of, 157-182,
198, 202, 204; natural tendency toward
forming relationships and success
of, 55; self-ratings of global abilities
and knowledge by, 15fig—16. See also
Cultural agility; Talent

Culturally agile workforce: assessing
your organization’s readiness for
building, 187-190; employee “aiue
proposition for, 89-92; exauiple of
building, 185-187; glokalization
impact on, 9; HR’s rcle in building,
195-197; ROI (r¢turn on investment)
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Culture Compass (Living Abroad), 130

Culture Consequences: International
Differences in Work-Related Values
(Hofstede), 123

Culture-specific knowledge: cross-
cultural training program focus
on, 121, 122-125; cultural factors
in building credibility, 123-124;
formality differences, 124—125

Cultures: cross-cultural newbies’
assumptions about, 134; five sample
observations to make on unfamiliar,

127; high-context versus low-context,
145. See also Cultural differences

Cultures and Organizations: Software
of the Mind (Hofstede, Hofstede, and
Minkov), 123

CultureWizard (RW?), 53, 122, 130,
132, 152

Curiosity (sensemaking), 51fig, 167
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Deloitte, 77, 85

Deloitte Volunteer Iiixbact Survey,
151-152

Demand-driven assignees: global
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learning-driven versus, 162; learning-
driven versus, 161; self-assessment
touis used by, 166; technical assignees
xnd functional assignees types of,
161-162

Deutsche Bank (Bahrain), 72

Development cross-cultural experiences:
assessing potential for, 148—149;
buddy programs, 150-151; description
and benefits of, 141-142; engaging
in meaningful peer-level interactions,
145-146; global project teams, 151;
global rotational programs, 155-156;
how cross-cultural experiences
become, 143—-147; international
volunteerism programs, 151-155;
mentoring programs, 150; receiving
feedback on performance in cross-
cultural roles, 146—-147; suggestions
for specific types of, 150-156; taking
action to create, 156; using new
knowledge, skills, and abilities in
cultural contexts, 146

Diesel, 83

Direct Relief International (DRI), 155



DiSanto, Victoria, 15

Disney, 77, 83
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competence, definition of, 61fig

Diverse ideas receptivity competency:
definition of, 61fig; for global business
decision making, 60, 62—64, 64

Dow Chemical, 7, 155

Dow Corning, 152
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Dubberke, Sean, 53-54, 56, 57, 59

Dunfee, Thomas, 37, 38

Dyroen-Lancer, Becky, 109

E

Earley, P. Christopher, 42

Economist Intelligence Unit survey, 25

Emotional stability personality trait, 103,
104, 167

Employee value proposition: creating
the, 89-92; description of, 90

ERASMUS, 75, 76

Ernst & Young, 7, 85

Ethical dilemmas of cultural adapta‘ien,
36-38fig

Etiquette rules, 124125

European Community Action: Scheme
for the Mobility of IUmiversity Students
(ERASMUS), 75,78

European Voluntary Service (European
Union), 77

Experiential developmental
opportunities: assessing potential for,
148-149; description and benefits
of, 141-142; engaging in meaningful
peer-level interactions, 145—-146; how
cross-cultural experiences become,
143-147; receiving feedback on
performance in cross-cultural roles,
146-147; suggestions for specific
types of, 150—-156; taking action to
create, 156; using new knowledge,
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skills, and abilities in cultural contexts,
146. See also Cross-cultural training

Extroversion personality trait:
description of, 103, 104—105; sample
interview protocol for assessing,
168-170. See also Openness
personality trait

Exxon Mobil, 40
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Farr, James L., 107

FedEx, 152

Feedback: on perfoitnance in cross-
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cross-culturz] training delivery,
130132

Ferzandi, Lori, 55

Fichaer, Udo, 72-74

Jichtner, Wolfgang, 74

I“innish social norms, 119-120
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assignment success and, 167; U.S.
soldiers’ divergent thinking and, 63fig

Focardi-Ferri, Rachele, 48, 49, 50, 52

Food Attitude Behavior Openness Scale
(FABOS), 107-108

Foreign language assessment: bio-data,
102; Cultural Agility Selection System
on, 99fig, 100fig—102; list of tests for,
101; résumé screening for information
on, 98

Foreign language proficiency: assessments
for, 99fig, 100fig—102; Bio-Data
Assessment for Foreign Language
Usage, 102; cross-cultural training
to improve, 132-133; understanding
formality differences, 124—125

Frone, Michael, 50

Full immersion, 159

Functional assignees, 161-162, 163fig
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85, 155

Germany: cultural differences in work-
life balance preferences in, 63;
Walmart’s experience in, 62—63

Ghosn, Carlos, 8

Gibbs, Jennifer, 17

Gibson, Cristina, 17

GlaxoSmithKline: benefits of
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152; PULSE Volunteer Partnership of,
153, 154-155

Global business decisions: competencies
affecting, 59—64; Cultural Agility
Selection System assessment of
competencies affecting, 99fig;
divergent thinking and creativity
competency for, 60-61fig, 63fig, 64;
knowledge and integration of cross-
national/cultural issues competency
for, 60, 61fig, 62, 63fig; personality
traits affecting, 105; receptivity to
adopting diverse ideas competency-for,
60, 61fig, 62-64

Global mindset: descriptior. ¢1;,50-61;
for making global busiress decisions,
59-64

Global mobility practices: assessing
those used for strategic alignment,
199-204; both support-based and
strategic development, 164fig; building
cultural agility using strategic,
164-182; distinguishing demand-
driven versus learning-driven
assignees as, 162; mostly strategic
development with targeted support-
based, 164fig; support-based, 163fig;
support-based with some strategic
development, 163fig

Global professionals. See Cultural agile
professionals

Global project teams, 151

Global Relocation Trends
(Brookfield 2011 Survey Report),
120, 132, 134, 175

Global Road Warriors (World Trade
Press), 130

Global rotation programs, 155-156

Global Talent Index Report, 86

Global Teams Tools (RW?), 151, 152
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The Golden Rule, 57-59
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Goosby, Eric, 64
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adaptatien by, 36; Shin, Morgeson,
and Cainpion study on, 36

Greemie!d, Jerry, 23

Gregersen, Hal, 55
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Hampden-Turner, Charles, 123

Harper’s Bazaar, 109

Harrison, David, 55

Health and safety: cultural messages to
influence standardization of, 40—41;
cultural minimization in context of,
38-39; international assignments and
safety-related practices, 173-174;
study on corporation-wide safety
practices in different countries, 39
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Hewlett-Packard (HP), 84, 89

High level of tolerance. See Tolerance of
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Hirst, Giles, 35
HIV/AIDS crisis, 64
Hofstede, Geert, 123
Hofstede, Gert Jan, 123



Hong Kong UST Business School, 14

Houghtaling, Chris, 31-33

Human talent. See Talent

Huntsman, Jon, 75

Hybrid team culture: cultural integration
to create a, 42—44; in mergers and
acquisitions, 45—46; principles guiding
behavior and “no-blame,” 44-45

Hyland, MaryAnne, 175

I

IBM: global mentoring program of,
150-151; global rotation program of,
155; Human Resource Leadership
Development Program of, 90-91;
international volunteerism program
of, 152; Lenovo’s acquisition of PC
division of, 45-46; as on top ten lists
of attractive global employers, 84;
recruitment of BYU students by, 75

Inkson, Kerr, 128

INSEAD, 14, 15

Intel, 75, 83, 84

International assignment goals:
demand-driven, 161-162, 16¢;
developmental, 164fig; functional,
163fig; how cultural agility
development is impacicd by,
161-164fig; leariing-driven, 161, 162;
strategic, 164fig; technical, 163fig

International assignments: assessing
global mobility practices for strategic
alignment, 199-204; example of
developing cultural agility through,
157-161; full immersion approach to,
159; how goals impact cultural agility,
161-164fig; providing appropriate
support practices during, 173—-175,
202; repatriation following, 179-182,
204; ROI (return on investment) of,
198; selection of the right, 167-173,
201; strategic global mobility practices
supporting cultural agility during,
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164-182; taking actions to develop
cultural agility through, 182

International career orientations:
distinguishing between completing
international assignment and, 71-72;
examples of professionals with,
69-74; international volunteerism
opportunities as evidence of, 77;
interviewing professionals with, 71;
the money trap issue of assessing,
78; self-initiated career decisions as
evidence of, 72. See also Recruiting
culturally agile professionals

International MBA programs,
14-15, 16

International voinateerism programs:
Deloitte “olunteer Impact Survey
on, 1§1-:152; European Voluntary
Service, 77; NGOs (nongovernmental
organizations) and, 151-155; Peace
‘Corps, 64,75, 77,79

InterNations, 80

Interviews: for assessing extroversion,
168-170; BARS (behaviorally
anchored rating scales), 109-113,
169-170; Cultural Agility, 99fig,
108-113. See also Assessment
instruments
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Janssens, Maddy, 39
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56; Japanese and Thai “buyers”
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Joyner-Kersee, Jackie, 109
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Kalman, Danny, 83

“Know thyself,” 113

Knowledge: applied in different cultural
contexts, 146; assessment of culture-
specific, 99fig, 102-103; cross-cultural
training program focus on culture-
specific, 121, 122-125; cross-national/
cultural knowledge competency, 60,
61fig—62

Knowledge assessment: Cultural Agility
Selection System component of, 99fig,
102-103; Foreign Service Officer Test
used for, 103; for testing cross-cultural
knowledge, 136-137, 139

Knowledge tests, 136-137, 139

Konno Mamoru, 173
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132-133; formality differences
in, 124—125; résumé screening for
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demand-driven versus, 162
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Mosakowski, Elaine, 42

MTYV, 83



N

National Basketball Association, 8

Nestlé, 83, 87

Newman, Jason, 42-44
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European Voluntary Service, 77;
international volunteerism programs
working with, 151-155; Peace Corps,
64,75,77,79

1996 Olympic Games, 109

Nissan, 8

“No-blame” culture, 44-45

Nokia, 119, 155

Nolan, Riall, 125-126

Nooyi, Indra, 8
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Olympic Games (1996), 109

Olympic Games (Summer, 2000), 44

Openness personality trait: Bio-Data
Assessment of, 106—-107; description
of, 103, 104; Food Attitude Behavior
Openness Scale (FABOS), 107—1{S;
international assignment succecs
and, 167; sample interview jrotocol
on assessing extroversion.and,
168-170. See also Exiroversion
personality trait

Organizations: assessing global mobility
practices for strategic alignment,
199-204; assessing readiness for
cultural agility, 187-190; building a
culturally agile professional pipeline,
7-19, 96-97, 205-206; challenges
related to cultural barriers, 3—4;

leadership practices to foster culturally

agile culture in, 191-195; repatriation
attrition concerns of, 180-182, 204,
strategic development global mobility
practices of, 163fig—182. See also
Taking action

Ozanne, Julie, 56, 57
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Papautsky, Elizabeth Lerner, 50, 51, 55

Peace Corps (U.S.), 64,75,77,79
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145-146
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Performance management: assessing
cross-cultural competencies of
international assignees, 178; assessing
global mobility practices for strategic
alignment, 203; different performance
goals and, 177; different raters and,
177; during interrctional assignments,
175-178; Stakehcider Alignment of
International As<signees’ Performance
Goals, 174.=.77. See also Talent
managenient

Perscn-1ed cross-cultural training,
155-132

2ersonality assessment: the “Big Five,”
103; Cultural Agility Selection System
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