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[bookmark: _Toc102401899]1. Introduction
International management is the process of implementing management principles and procedures in a global organisation and adapting management practises to diverse economic, political, and cultural environments. Many managers in today's increasingly varied firms engage in some amount of international management. International management is distinct from other forms of management in that it requires an understanding of global challenges and specific cultures (Hannaway, 1989). 

Today, more enterprises than ever derive a portion of their revenue from overseas activities, including fledgling organisations, as depicted in the chapter beginning of The World of International Management. Numerous these businesses are multinational conglomerates (MNCs). A multinational corporation (MNC) is a business that operates in more than one country, has international sales, and employs a diverse mix of nationalities among its management and shareholders. In recent years, well-known American multinational corporations such as Apple, Chevron, Johnson & Johnson, Coca-Cola, Ford Motor Company, ExxonMobil, Caterpillar, Walmart, Microsoft, and Google all earned more annual income outside the United States than they did in the United States (Ruggiero, 2015).
[bookmark: _Toc102401900]2. Globalization and Internationalization
Globalization can be defined as the process through which countries around the world integrate their social, political, economic, cultural, and technological systems. Globalization is distinct from internationalisation in that internationalisation is the process by which a firm crosses national and cultural boundaries, whereas globalisation is the idea of a unified world, a unified market entity. Globalization is manifested by increased trade, capital flows, and migration. Globalization has been facilitated by advancements in transnational communications, transportation, and travel technologies (Matthew, 2013).

On the plus side, global trade and investment continue to expand, bringing prosperity, jobs, and technology to numerous locations worldwide. While some emerging economies have not profited from globalisation and integration, the development of MNCs from developing economies demonstrates the rising participation of all parts of the world in globalization's benefits. Yet, as global integration accelerates, so do anti-globalization protests and the emergence of new concerns about rising global pressures (Hannaway, 1989). These tensions are manifested in protests at World Trade Organization meetings.

Globalization is frequently described as a post–World War II phenomena. Indeed, globalisation is not a new phenomenon. Rather than that, its origins date all the way back to ancient times. Globalization evolved from centuries-old traditions of transcontinental trade. Bartering is the forerunner of current international commerce. Almost every civilisation contributed to the expansion of trade at various points throughout time (Ruggiero, 2015).
[bookmark: _Toc102401901]3. The Political, Legal, and Technological Environment
International managers operate in a continuously changing political, legal, and technological environment. Changes in this environment are more frequent and rapid, posing difficulties for managers attempting to respond to and adapt to them.
[bookmark: _Toc102401902]3.1 Political
MNCs are significantly impacted by both domestic and international political situations. MNCs' strategies and operations must adapt to new viewpoints and actual requirements when government laws change. Additionally, governments in an increasing number of regions and countries look to be less stable; as a result, these locations now pose a greater danger than in the past.

A country's political system or government system has a significant impact on how its citizens run and conduct business. Two dimensions can be used to evaluate a political system. The first component is concerned with citizens' rights in regimes ranging from completely democratic to dictatorial. The other dimension indicates whether the political system is more concerned with individuals or with the greater collective (Matthew, 2013). The first component reflects the system's philosophy, while the second reflects the system's degree of individualism or collectivism. There is no such thing as a pure type of government in any category, therefore we can infer that there are numerous gradations between the two extremes. The found correlation implies that democratic societies value individuality more than totalitarian societies (Ruggiero, 2015).

Individualists believe that people should be free to pursue economic and political endeavours without restriction. This implies that the government's interests should not be the exclusive determinant of individual behaviour. This is synonymous with capitalism in the business world and is associated with a free-market society. Private property has been suggested to be more successful, progressive, and productive than public property, owing to enhanced incentives for maintenance and a greater emphasis on care for privately owned property (Hannaway, 1989). The concept is that working in a group saves energy per person, but an individual will work as hard as necessary to survive in a competitive setting. Maintaining the status quo will stifle growth, whereas competition would foster creativity and innovation. Modern managers may encounter this while working with individuals who adopt an individualist ideology but are then required to function in a collaborative environment. Individualism has been found to have a detrimental effect on team performance; nevertheless, competition increases motivation and drives increased efforts to achieve goals (Matthew, 2013).

International managers must be aware of the potential influence of political changes on their businesses, as a constant struggle for a foothold in government authority frequently affects elected officials. For example, while Britain's economy improved during Tony Blair's leadership, his backing for the Iraq War significantly undermined his position. Conservative David Cameron, who was first elected Prime Minister in 2010, aimed to reconcile traditional conservative values with social development measures, which have historically been a preoccupation of the Labour Party. Recent concerns about immigration and the EU's role in controlling member nations' affairs inspired the United Kingdom to vote to leave the EU, a process dubbed "Brexit." Government policy fluctuates in its attempt to exert control over the economic environment, which the international manager must be acutely aware of (Ruggiero, 2015).

It is critical to distinguish here between economic nationalisation and nationalism. Nationalization of enterprises is the process through which the government acquires ownership of a firm from individuals or groups of individuals. This may be done for a variety of reasons: the country's ideologies encourage the government to extract additional money from the firm, the government believes the firm is concealing money, the government has a sizable investment in the firm, or the government wishes to secure wages and employment status in the event that jobs are lost. On the other hand, nationalism is a self-contained ideal in which an individual is entirely dedicated to his or her nation. Individuals that subscribe to this ideology band together under a common flag for reasons such as language or culture (Matthew, 2013).

For the international businessperson, the perplexing aspect is that it can be connected with both individualism and collectivism. Nationalism exists in the United States, where a national song is sung and all citizens unite under a single flag, despite the fact that individuality is practised in the midst of a diverse range of cultures. Nationalism existed in China as well, as seen by the anti-Japanese uprising in the mid-1930s and the communist victory in 1949, when communist leader Mao Tse-tung rallied communists and peasants to fight for a common cause. This eventually resulted in the establishment of the People's Republic of China. Nationalism presupposes collectivism in contemporary China.

[bookmark: _Toc102401903]3.2 Legal and Regulatory Environment

One reason why today's worldwide environment is so perplexing and demanding for MNCs is that their global business operations are subject to so many various laws and regulations. These aspects influence how enterprises are formed and handled in host countries, and so careful attention must be paid to the minute variances in legal codes between countries. Adhering to diverse legal frameworks prohibits large multinational corporations from capitalising on manufacturing efficiencies of scale and scope in these regions. Additionally, the sheer complexity and enormity of bureaucracies necessitate special consideration. This leads in a lengthened time to market and increased expenditures. Before establishing products or services in a market, MNCs must thoroughly assess the legal structure in that area (Hannaway, 1989).

International law is less cohesive than domestic law since its sources include not only the laws of the particular countries involved in a dispute, but also treaties (universal, multilateral, or bilateral) and conventions (such as the Geneva Convention on Human Rights or the Vienna Convention of Diplomatic Security). Additionally, international law involves unwritten agreements that develop as a result of recurrent encounters between nations (Matthew, 2013). Conforming to a plethora of different norms and regulations can provide a significant challenge for MNCs. Fortunately, much of what they need to know is encapsulated in a handful of broad and linked principles that govern international law's action.

International trade and investment regulation are another area in which individual countries can influence the international management environment through their legal and regulatory policies. The fast expansion of trade and investment has prompted worries among countries that others are not practising fair trade, as defined by the WTO and other trade and investment accords. International trade norms specifically mandate that countries provide "national treatment," which means they will not discriminate against others in their commercial dealings. Regrettably, many countries engage in government support (subsidies) and other trade distorting policies (Ruggiero, 2015). For instance, many developing countries need international multinational corporations to establish local partners in order to conduct business. Others require MNCs to employ a particular percentage of indigenous people or to produce a certain amount in their home nation. These practises are widespread around the world, not just in developing countries. Japan, the United States, and a number of European countries safeguard domestic industries and restrict trade through product standards, "buy local" rules, and other policies. Additionally, the majority of trade agreements require governments to extend most-favored-nation status, which ensures that trade benefits granted to one country (such as tariff reductions under the WTO) are extended to all other parties to the agreement.

The emergence of regional trade arrangements has called into question this commitment, as agreements among a few countries (NAFTA, EU) by definition give preference to those members over those who are not members of these trading "blocs. Many countries engage in antidumping actions to compensate for trading partners' practise of "dumping" products below cost or home market prices, as well as countervailing duty actions to compensate for foreign governments' actions. Each case demonstrates that many nations abuse these laws to safeguard domestic businesses, a trend the WTO has been scrutinising more closely in recent years.

[bookmark: _Toc102401904]3.3 Technological Environment and Global Shifts in Production

Not only do technological improvements connect the world at breakneck speed, but they also contribute to improved product quality, data collection, and R&D. Manufacturing, information processing, and transportation are just a few examples of how technology may help organisations and individuals better their operations. With the expansion of global marketplaces, the demand for quick communication develops exponentially. MNCs must maintain connectivity throughout their operations, which is becoming increasingly easy as technology adds to the "flattening of the world." According to Thomas Friedman's book The World Is Flat, events such as the introduction of the Internet or the World Wide Web, as well as mobile technologies, open sourcing, and the distribution of work flow software, not only enable businesses and individuals to access vast amounts of information in real time, but also result in the world flattening into a more level playing field.

The microprocessor's invention can be credited with laying the groundwork for many of the technical and computing developments witnessed today. The development of a digital foundation enabled the production of high-performance computers at a low cost. This resulted in such advancements as the construction of better telecommunications systems, which will be discussed in greater detail later in the chapter. Now, computers, telephones, televisions, and wireless communication technologies have fused to produce multimedia products that enable users to communicate with one another from anywhere in the world. The Internet enables access to data from literally billions of sources. Global links, on the other hand, do not always level the playing field. Throughout the early 2000s, MNCs in China faced difficulties integrating telecom standards. Qualcomm Corporation sought to sell narrowband CDMA (code division multiple access) technology to China, but was originally unable to convince the government that it could manufacture sufficient goods locally. Rather than that, China's network, the world's largest mobile network, relied heavily on the GSM technology prevalent in Europe. However, following the restructuring of China's telecommunications business in 2009, CDMA established a footing in the country. China Telecom was expecting to sell approximately 100 million CDMA handsets in 2015.

Additionally, principles such as the open-source model enable the free and legal sharing of software and code, which can be used by developing countries to obtain a competitive edge while reducing costs. India illustrates this strategy by increasing its use of the Linux operating system (OS) in place of the industry standard Microsoft Windows. Kerala's state government migrated the software in its 2,600 high schools to the Linux operating system, allowing users to customise it to their specific needs, with the purpose of developing a new generation of proficient programmers. Microsoft has been providing free access to its latest developer and designer tools to schools through its DreamSpark programme (Matthew, 2013). 

The program's mission is to unleash kids' creative potential and set them on the path to academic and career success, and it has facilitated approximately 50 million free downloads since its debut. The DreamSpark initiative, which began in the United States and the United Kingdom, is currently available to students in over 165 countries. More broadly, a number of for-profit and non-profit organisations have been working diligently to get low-cost computers into the hands of the hundreds of millions of children in the developing world who have been left behind by the information and computing revolution.
[bookmark: _Toc102401905]4. The Role of Culture
A significant problem of doing business worldwide is effectively responding to and adapting to other cultures. This form of adaptation necessitates an appreciation for cultural variety, views, preconceptions, and beliefs. Numerous studies on cultural characteristics and attitudes have been done in recent years, and the findings have proven beneficial in creating integrated profiles of various cultures. A word of caution, however, should be used when discussing these country profiles. It is important to note that stereotypes and overgeneralizations should be avoided; within each country, there are always individual variances and even subcultures.

These cultural distinctions have an effect on the manner in which international management should be done. Values are a critical component of the study of culture. Values are fundamental convictions about what is right and wrong, good and terrible, and significant and inconsequential. These values are ingrained in the individual by the culture in which he or she is raised, and they serve as a guide for the individual's behaviour. Cultural differences frequently result in disparate management strategies.



Values are a critical component of the study of culture. Values are fundamental convictions about what is right and wrong, good and terrible, and significant and inconsequential. These values are ingrained in the individual by the culture in which he or she is raised, and they serve as a guide for the individual's behaviour. Cultural differences frequently result in disparate management strategies.

Understanding a society's cultural background and being able to adapt and react appropriately to cultural variations is becoming more critical as the global world grows more interconnected. Over the last several decades, scholars have attempted to construct a composite picture of culture by investigating its constituent pieces, or dimensions (Matthew, 2013).

Male-dominated countries, such as the Germanic countries, place a premium on wages, recognition, promotion, and challenge. Individuals are encouraged to make their own choices, and success is measured in terms of notoriety and riches. The workplace is frequently marked by significant job stress, and many managers assume that their staff despise their jobs and must be kept in check. The educational system is designed to promote academic excellence. Young men expect professions, and those who do not frequently consider themselves failures. Historically, women have held fewer senior positions, however this is changing. The educational system is designed to promote academic excellence.

GLOBE scholars believe that some characteristics that differentiate one culture from another can be utilised to forecast the most appropriate, effective, and acceptable organisational and leader activities within that culture. Additionally, they argue that society culture has a direct effect on corporate culture and that leader acceptability is based on the association of leader characteristics and behaviours with subordinate standards.


Hofstede was the solitary researcher and author of his conclusions, but GLOBE gathered opinions from a variety of sources; Hofstede concentrated on a single institution and questioned employees, whereas GLOBE interviewed managers at a variety of firms; and so forth. The mismatch in nomenclature between these two techniques, combined with the complexity of the research, makes it difficult to compare and reconcile these two approaches completely. Other critics have noted that while Hofstede provides an introduction to the psychology of culture, additional research is necessary in this rapidly changing world. While the GLOBE analysis can appear sophisticated at times, cultures and perceptions are as complicated. While an in-depth study of all dimensions of culture is difficult, if not impossible, GLOBE provides a current complete summary of general preconceptions that may be further analysed to gain additional insight (Matthew, 2013).

[bookmark: _Toc102401906]4.1 Cultures at Work: Interactions between National and Organizational Cultures

The widely held notion is that corporate culture has a tendency to mitigate or even eliminate the impact of national culture. According to conventional belief, if a US multinational corporation establishes operations in, say, France, it will not be long before French personnel begin to "think like Americans." Indeed, evidence is mounting that the polar opposite may be true. Hofstede's research established that employees' national cultural values have a significant impact on their organisational performance and that the cultural values employees bring to work are difficult to change. Thus, while certain French employees will have a greater power gap than Swedes and others would have a lesser power distance, the likelihood is that "if a corporation hires locals in Paris, they will be less likely to question hierarchical dominance than the same number of locals hired in Stockholm." The research of Andre Laurent corroborates Hofstede's assertions. He discovered that cultural disparities amongst international employees working for the same multinational corporation are significantly more prominent than between individuals working for firms in their home countries.

Frequently, significant disparities in organisational cultures exist between subsidiaries, which, of course, might create coordination difficulties. For instance, when Lucent Technologies, Inc. of Murray Hill, New Jersey joined with Alcatel SA of Paris, France, both sides were unaware of certain cultural differences. Concerns over leadership occurred early in the merger as a result of cultural misunderstandings.

When the combined business encountered financial difficulties, the cultural responses of the American and French management diverged significantly, resulting in further conflict. In the United States, when businesses have financial difficulties, they frequently cut employees, whereas in France, businesses frequently seek aid from the government. As a result, Alcatel-Lucent was unable to reduce expenses while also obtaining government aid. Local constraints, which had been neglected before to the merger, harmed the merged company's success and added to its financial pressure; for example, in Bonn, Germany, the company was forced to maintain both Lucent and Alcatel's original offices open, although employing a combined 75 people. Both top executives were forced to resign after only a few years. The combination never resulted in profitability for the company; for the seven years prior to being acquired by Nokia in 2015, Alcatel-Lucent generated negative cash flows.
[bookmark: _Toc102401907]5. Business Ethics
The world is rapidly changing as a result of how fast-paced business has become. Globalization is suffocating successful businesses. Business ethics are becoming increasingly crucial as a result of globalization's mandates. To thrive in a global economy, it is critical for a corporation to adhere to its business ethics (Boatwright 2003). As a manager, you develop these values, and it is on the basis of these values that your business may grow and succeed. Numerous these enterprises are propelled forwards by capitalism. "Globalization is Darwinism at its best, a true illustration of survival of the fittest," John Boatwright writes in his piece Globalization and the Ethics of Business (Boatwright p.4). The market is becoming so large that it is compelling businesses to grow larger and better than they have ever been. There is fierce rivalry. Due to the high level of rivalry, firms may go to great lengths to stay on top or even merely to survive.
[bookmark: _Toc102401908]6. Analysis of Challenges in International Management
International management is becoming increasingly important as we live in a society where globalisation is impacting conventional borders in a wide variety of ways. The international stage actors and work environment are rapidly changing, aided by the rising sophistication and affordability of information technology. World trade and investment are expanding rapidly (the amount of global commerce between nations has increased at an average annual rate of more than 8% since 2005 (WTO 2008), tying economies together and offering both possibilities and challenges.

New, strong, and compelled competitors are emerging from Asia's growing economies and Eastern Europe's transitional economies. Additionally, the steady increase in foreign direct investment has a globalising effect (Thomas 2002). Additionally, the advent of free-trade zones significantly reduced conventional economic barriers. Likewise, the three largest groups, the EU, NAFTA, and APEC, account for nearly half of global trade (Cullen 2002), and the World Trade Organization (WTO) now has 140 member-nations with the goal of lowering tariffs and liberalising trade.

Globalization, on the other hand, has an effect on the work environments within organisations. Cuts, team-based management, and privatisation are all part of the changes. For instance, factory closures may occur, as Nokia did when it relocated its German plant from Bochum to Romania in search of cheaper labour. Overall, as a result of globalisation, international managers now operate in a more dynamic, complex, competitive, and uncertain environment, necessitating the acquisition of skills (such as a global mind-set or the ability to work with people from diverse backgrounds) that were previously considered necessary only for domestic managers.

The international management environment is composed of economic, legal, political, and cultural issues (Thomas 2002). Thus, it is critical to understand the economic strategy of the countries with which one wishes to do business, as economic progress and quality of life vary significantly around the globe. Additionally, there are numerous national sovereign laws and regulations in place throughout the world that must be observed and accommodated.

Additionally, there are numerous political systems (e.g., theocratic dictatorship in Saudi Arabia) with varying degrees of political risk that must be addressed. For example, decision makers must be able to estimate the risk associated with a government's engagement in commercial issues based on the company's characteristics. All of these elements provide formidable hurdles for international management.

However, one of the most difficult management challenges is dealing with culture and its effects on business practises and organisations. Because doing business with people from different cultures will never be easy, you must grasp how culture affects management and organisations. "Culture" is a term borrowed from cultural anthropology, and numerous and nuanced definitions exist. Given the constraints of each definition, the following description of Geert Hofstede appears to be extremely helpful.

He describes a society's culture as the set of common values, beliefs, assumptions, and ambitions inherited from previous generations, imposed on current members of the community, and handed on to following generations (Hofstede 2008). Culture is something shared by members of a particular group, something that distinguishes humans from other groups, something that is conveyed via the process of learning, and something that adjusts to external and internal environments and connections. International businesspeople must be aware of three distinct cultural levels that can affect multinational operations.

There are several types of cultures. They include national cultures, business cultures, and organisational cultures (Cullen 2002). National culture can be defined as the dominant culture inside a nation-political state's boundaries. However, one must bear in mind that multiple cultures can coexist within political boundaries, which do not always correspond to cultural borders. Consider Canada, which is home to both Anglophones and Francophones. Additionally, even relatively homogeneous societies can have various subcultures, some of which effect international business.

Nonetheless, because the majority of business is conducted within a state's political borders and nations are defined as political unities with distinct governmental, legal, educational, institutional, and labour systems that influence how people interact with their environment (Thomas 2002), national culture has the greatest impact on international business, and is probably the most logical starting point for understanding the cultural environment. Business culture, which reflects national culture, affects all aspects of work and organisational life is critical for the international manager. Additionally, people have recognised, particularly in the last few years that the culture concept applies to individual organisations as well. Thus, cultural differences may have been a factor in the failure of a merger of two otherwise successful enterprises. It is critical to assess the impact of organisational rules, norms, and processes in order to comprehend the underlying reasons of behaviour in organisations.

Organizational culture varies in its structure and aspects of national culture due to shared behaviours, conditional relationships, being socialised into and partially involved in it, and so forth. While understanding these cultural factors is critical for international managers conducting business on a global scale, they must be aware that "cultures" can only provide broad guidelines for behaviour, as organisational cultures vary within any national context and individuals vary at each culture level. One cannot accurately forecast how each individual acts, feels, thinks, and so forth.
However, broad generalisations about a culture give a starting point for analysing the cultural environment and the intricacies of cultural variations, because management tasks such as planning, organising, leading, and directing must account for them in a global economy. As multinational managers face a variety of cultural issues that put their management abilities to the test, they must be able to deconstruct the concept of culture. As a result, the fundamental principles of cultural dimensions might assist them in comprehending how two or more cultures can be dissimilar.

A critical implication of these frameworks for international management and culture is that cultural interpretation and adaptation are necessary conditions for a comparative understanding of international management practise (Morden 1995). Two popular models are described in the following sections. The Culture Model of Hofstede This Framework, developed by Dutch scientist Geert Hofstede and based on a study of 11600 persons in 50 countries (beginning with 39 IBM subsidiaries globally), attempts to assess how fundamental values shape organisational behaviour.

National differences are examined through the lens of five fundamental cultural values: 1. Distinction of power 2. Avoidance of uncertainty 3. Uniqueness 4. Masculinity and masculinity 5. A long-term perspective (Hofstede 2008). 1. This first value dimension examines how cultures deal with inequality and attempts to determine the level of acceptability of inequality among members of societies with unequal power distribution. In countries with a high tolerance for power gap (for example, Mexico), people respect and almost never disregard official hierarchical roles (Elizabeth M. Christopher 2008).

The second value dimension is concerned with the degree to which humans in a community face uncertain situations. The social structure of a society with a high level of uncertainty avoidance is controlled by regulations and rules, predictabilities and order, and individuals are naturally sceptical of change, whereas people in societies with a lower level of uncertainty avoidance are more open to change (for instance, countries such as Denmark) likely to be less formal, to take more calculated commercial risks, and to plan and structure their businesses less. Individualism refers to the desire to look after oneself and one's immediate family first, and then to the rest of society, in the United States, with the US is an excellent example (Christopher 2008). 

The fourth dimension of "masculinity" is concerned with the hierarchy of traditionally "masculine" values in a society, such as self-centeredness, materialism, and aggressiveness, whereas "feminity" emphasises life quality and relationships. 5. Cultures with a long-term orientation are more insistent and saving (e.g., China's culture), whereas cultures with a short-term orientation are more self-centred, money-oriented, and social.

All of these variables are interdependent and have an interactive effect on one another. Thus, Unilever demonstrates the viability of global firms when power distance, uncertainty avoidance, and individualism ideals are similar; and where the British's masculine accomplishment orientation complements the Dutch's people orientation (Morden 1995). Overall, while there is considerable criticism of these findings and Hofstede's model it remains an extremely valuable and useful "gift" for understanding culture and culture-based behaviour. Trompenaars' Model of Culture Fons Trompenaars' concept is also based on study into value dimensions. He examined the behaviour of 15000 managers from 47 different national cultures (Hampden-Turner 2008). Five of his model's seven dimensions address issues concerning how people relate to one another: 1. Universalism vs. specialism 2. Affective versus neutral 3. Distinct vs. diffuse. On the one hand, there is accomplishment; on the other hand, there is ascription 5. Sequence vs synchronisation of time The final two dimensions concern how a culture manages time and its relationship with nature. They include the following: 6. A society's direction towards the past, the present, or the future 7. "Manipulation of" vs. "accommodation of" nature 1. The value of universalism refers to the application of systems and rules objectively, without regard for individual circumstances, whereas the particularism culture (found, for example, in Spain) is more subjective and centred on relationships.

The second value component, neutral-versus-affective, is concerned with the emotional orientation of interactions (such as expressing your feelings and emotions more like, for example, the Portuguese). Additionally, the specific-versus-diffusive dimension examines whether individuals from a particular culture are more or less specific or diffuse in their relationships (for example, Germans try to separate work and personal issues). In the achievement-versus-ascription dimension, the following question is posed: "How is power and status distributed in society?" ('Elizabeth, 2008) Thus, in an achievement-oriented culture, a person's "status" is primarily determined by his or her individual accomplishments (such as job performance, etc.). Cultures that value "time as sequence" divide events chronologically ("step by step"), whereas individuals who value "time as synchronisation" handle events in parallel. (For example, if their business partners are late, Germans, who come from a "time-as-sequence" culture, may take this as an insult.) This value dimension is concerned with the past against the future.

Additionally, this dimension relates to the degree to which individuals believe they are the primary determinant of their own lives. By utilising this structure and attempting to comprehend some cultural fundamentals, some intriguing patterns may emerge. Despite their validity (the findings of these two major studies have some significant parallels, despite the fact that they were conducted in different eras and using different methods and examples), Hofstede and Tropmenaar's concepts of cultural value orientation can only provide a basic framework for analysing cultural differences.

They are tools for gaining a better understanding of a culture and adapting business methods to varied cultural contexts. They are, for example, a precondition for successfully entering new markets, whether through licencing or new subsidiaries, joint ventures, or mergers, or for establishing effective international human resource development programmes (Kay, 1993). However, international managers must recognise that gaining an understanding of another culture is an endless process.

They will need to prepare for international work with or in other countries by learning as much as possible about the country, including more than simply business etiquette. Understanding a country's culture lays the groundwork. As you can rarely reach behind the scenes of culture without speaking the native language, the second fundamental instrument is language instruction. However, the difficulty of "culture" in multinational management entails far more. International managers must develop a broader knowledge of cultural differences and how to capitalise on them.

Understanding culture serves as a foundation for a variety of international management tasks, including effective cross-cultural communication, effective and positive motivating and leading in international organisations and across cultures, successful negotiation with international business partners, and making ethical and socially responsible decisions. Conclusion The international management environment can be split into economic, legal, political, and cultural elements, with "culture" posing the greatest challenge and being the most difficult to manage, affecting a wide variety of management responsibilities.

Developing the necessary knowledge and understanding of the country or people with whom one conducts business is critical and lays the groundwork for the successful complementation of global management tasks, such as leadership in multinational organisations (where you have to have understanding of all three levels of culture; national, business and organisational culture, being different and influencing each other).

[bookmark: _Toc102401909]7. Conclusion
The global economy has grown and altered drastically over time and continues to do so. We are rapidly moving away from a world in which each country's economy is separate and towards a world in which the global economic system is interdependent. Globalization is a term that is frequently used to refer to this interlinked global economic structure (Saee, 2005). According to Saee's book, Managing Organizations in a Global Economy: An Intercultural Perspective, the expansion of global trade, cross-border investment, mass migration, and mass tourism, among other factors, has transformed the world into a "global village" (Saee ,2005). However, not everyone views globalisation in this manner. L. imanskien (2003) notes that one effect of globalisation is an increase in employment as a result of an excess of general labour. Whatever position you take on globalisation, there is little denying that it is spreading and altering the way managers conduct business. Additionally, it compels managers to continue growing and learning, as well as to think of novel and inventive ways to compete in today's competitive environment.
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