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Abstract. The study is aimed at analyzing the issues of managing organizational communications
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in the multicultural business context and revealing the main difficulties in providing effective
cross-cultural communications at enterprises in terms of organization and staff development.
Methodology: the research can be defined as executing an investigation to acquire additional
knowledge on the issue of managing organizational communications in the multicultural
environment. In the study, a combination of critical analysis, synthesis and comparison was
applied as the basic research principles. The subject matter of this paper is organizational
communications in multi-national business environment. The relevance of the research is
determined by the need to increase the effectiveness of cross-cultural organizational
communications at domestic enterprises in order to provide their development and successful
functioning in the multicultural environment. Currently, cross-cultural business communications
are given much importance, since they require more thorough planning and strict control,
compared to internal communications. Under such conditions, the success of interaction depends
on reaching an agreement on the rules and methods of communication acceptable to
representatives of various cultures. The most important issue in the study of cross-cultural
professional communication is research of its effectiveness dependence on the level of
intercultural competence of communicants. Intercultural competence, including the knowledge
and skills, refers to most problematic aspects of managing communications of companies
operating in the multicultural environment. Adaptation of management to the conditions of the
environment can result not only in gaining congruence in the various cultures the organization
operate in, but also in increasing the communications effectiveness to the extent ensuring
performance efficiency at the cross-cultural level. In today’s multicultural business environment
companies frequently encounter cultural differences, which can impede effective performance
and successful achievement of organizational goals. Increased globalization of business
processes has set the task not only to correctly identify differences in the national cultures, but
also to adequately use them to overcome the intercultural difficulties while establishing and
developing relations with foreign partners. Optimizing cross-cultural professional
communications and increasing the intercultural competence of personnel becomes essential to
the organization’s performance effectiveness. Ensuring effectiveness of the organization’s
performance in a multicultural environment is closely related to exploring the ways of
increasing the competitiveness of Ukrainian enterprises globally. The present research
contributes to this area by offering valuable insights into cross-cultural communications in
organizations with a multicultural environment and the ways of optimizing communications
management.
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INTRODUCTION

In understanding the organization as a social system, a key role can be attributed to the
communicative approach, as communication is the main process that ensures interdependence and
consistency of performance of the organization’s units. Effective communication is a premise for
success in achieving the goals of any organization. However, it is communication that is one of the
most controversial issues in management, with respect to which there is still no clarity and full
understanding of the mechanisms of providing its effectiveness. The communication processes
carried out by the organization and its employees form a communication environment, which is
understood as a set of conditions enabling the organization and its members to interact with partners
with the view of exchanging information, establishing and maintaining business relations.
Cooperation with other cultures’ representatives has become a daily experience. Consequently, in
an increasingly globalized world and multicultural environment, professionals face many challenges
including communication effectiveness on the level of intercultural competence of communicants.
Therefore, managing organizational cross-cultural communications is essential for functioning of
the organization and its performance efficiency.

LITERATURE REVIEW

Recently, the problem of organizational communications has been in the focus of foreign and
domestic scholars. Some studies aim to explore internal organizational communications (J.W.
Gibson, R.M. Hodgetts, B.S. Morgan, W.A. Schieman, B.K Berger, A.D. Brown, R.L. Daft, O.
Hudz, O. Vynohradova, L. Balabanova), others highlight the problems of marketing, PR and
advertisement communications (S. Cutlip, A. Center, G. Broom, C. Fill, B. Jamieson, V.M.
Berezyn, E.N. Holubkova, Y.V. Krylov, A.P. Pankrukhyn). However, for some reasons economic
aspects of organizational communications are beyond the framework of research. Apart from
advertising, no form of communication has been considered as a factor of economic development so
far.

Nevertheless, the effect of organizational communication has been an issue discussed by many
scholars and researchers. Effective internal and external communications contribute to increasing
employee engagement, productivity, commitment, trust, and outcomes to make a better
environment (T. Cox, C. Medina, B. Schill, K. DuPont, J. Greenberg and R. A. Baron).

Modern multicultural environment requires managers to acquire new skills and a new “global
mindset” (Jeannet, 2000). Cross-cultural management and communication is viewed as improving
the interaction across different nations and cultures (Adler, 1991). Given a frequently low efficiency
of cross-cultural communication, D.S. Lifintsev and J. Canavilhas included into the most
widespread barriers or obstacles for cross-cultural communication the following ones: language
barriers, differences in values and standards of behavior, lack of experience, lack of trust, and lack
of knowledge about other countries or stereotypical thinking (Lifintsev and Canavilhas, 2017).

The significance of cross-cultural professional communications is determined by their impact on
the efficiency and effectiveness of the organization. The role of communications in the organization
and, consequently, its functions are determined, first of all, by the needs of the organization itself.
Being a required element of the organization’s functioning, cross-cultural communication, however,
can be used at a primitive level, without providing effective management of the organization and its
interaction with the external environment.
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PAPER OBJECTIVE

The article is aimed at analyzing the issues of managing organizational communications in the
multicultural business context and revealing the main difficulties in providing effective cross-
cultural communications at enterprises in terms of organization and staff development.

The specific paper objectives are as follows: to research the impact of globalization on the
processes of organizational communications; to reveal the main difficulties the organization is faced
with in the process of cross-cultural communications; to analyze the essence and components of
intercultural professional competence as an established professional environment as well as the
major factors affecting the formation of intercultural professional competence; to outline the ways
to optimize the communications management in multicultural environment.

RESULT AND DISCUSSION

The problem of managing organizational communications in the multicultural business
environment cannot be fully described without dwelling on the concept of globalization. Some
scholars view globalization as removal of international borders and trade barriers (Ohmae, 1995), or
formation of one world as a single space (Robertson, 1995). Others describe the process of
globalization as that of growing global interconnectivity, integration, and unity in various aspects of
human activity (Parker, 2005). In general, globalization is referred to as the action or procedure of
international integration of countries arising from the convergence of world views, products, ideas
and other aspects of culture (Habich and Nowotny, 2017). Globalization and human
interconnectedness are caused by essential changes in economy and politics, business environment
and information technologies. Today businesses can not only interact and exchange information
across borders, but also serve the customers in different parts of the world. This communication
“across borders” transcends geographical boundaries and changes the traditional rules of economies
(Cairncross, 2001). Communication technologies are connecting businesses around the world and
changing the ways of working and communicating in a new multicultural environment.

Effective functioning in the culturally diverse business environment hinges on the ability of
businesses and people to successfully adapt to the complexity of other cultures, to effectively
understand and accept cultural differences, respond to the challenges of the new business
environment. These demands of today require new skills and attitudes, among which intercultural
competence is of primary concern.

Many researchers view intercultural competence as the most important premise for increasing
understanding between different cultures (Bennett, 1993; Hammer, Bennett and Wiseman, 2003). In
the business context, intercultural competence is considered to be crucial in achieving overseas
effectiveness (Landis and Bhagat, 1996) and successful management performance internationally
(Black and Mendenhal, 1990); a lack of intercultural competence may lead to lower
competitiveness of businesses, though (Tarique, Briscoe and Schuler, 2015).

Globalization further advances the importance of intercultural competence as professional
communication now occurs across national borders and cultures. Therefore, the characteristic
features of cross-cultural communication in the professional environment (cross-cultural
professional communication), which simultaneously can be viewed as barriers to communication,
are considered in three dimensions:

1) differences within the communication process associated with different cultures;

2) differences in business approaches caused by differences within markets, corporate cultures;

3) personal differences of people entering into communication.

The processes of cross-cultural communication occur under “double” impact of the external and
internal environment on the communicants. On the one hand, due to this impact, there appears the
need to study not only the characteristic features of communication of the foreign partner country,
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but also those of the organization and employees representing it. On the other hand, it is necessary
to adapt the existing communication skills for using in a new multicultural environment.

We understand intercultural competence in a professional area as intercultural knowledge and
relations implemented in the organization through intercultural behavior at various levels. These
components of intercultural competence lay the foundation for intercultural professional
competence, which can be defined as an established objective environment that determines the
capabilities and boundaries for implementation of intercultural competence in the professional
context.

Having analyzed various approaches to intercultural competence studies (M. J. Bennett, M.R.
Hammer, B. Spitzberg and G. Changnon, D.K. Deardorff, G.M. Chen and W.J. Starosta, P.M. King,
D.A. Griffith and M.G. Harvey, A.V. Matveev and P.E. Nelson), and given the features and
requirements for cross-cultural communications, we distinguished the following major factors
affecting the formation of intercultural professional competence:

—  Equivalence of cultures. This factor implies the impossibility of contrasting the cultures;
all cultures are of equal historical value and should be compared without evaluation categories
applied.

—  Cultural distance. It is determined by the proximity or remoteness of cultures. The more
similarities in cultural attributes, settings, codes exist, the shorter the cultural distance is, the easier
the process of adaptation to cross-cultural communication is.

— Context. This factor includes the historical, political and economic conditions
accompanying cross-cultural communication., for the formation of intercultural competence, it is
not so much the differences in economic indicators of the development of society as the differences
in the behavior of a culture in the economy that are important.

—  Cultural standards of management (CSM) can be defined as a set of relations, ideas, values
and norms of behavior characteristic of the organization’s management system, which reflect the
models of management culture prevailing due to socio-cultural factors affect and inherent in the
organization. Management culture reflects the developmentlevel of the organization’s managerial
system (Zukauskas, \Vveinhardt and Andriukaitiené R., 2018).

CSM are part of organizational culture as well as they affect its formation. Cultural standards
are formed primarily under the influence of the country’s culture. However, in the process of cross-
cultural communication, some perceptions and behaviors of the organization and its employees may
change.

In terms of management, cultural standards can be of benefit for the organization by increasing
the management decisions effectiveness; however, they can also create barriers to cross-cultural
communication. The form of CSM implementation consists of the norms of behavior conveyed
either orally or by attitude to behavior. Cultural management standards develop over time under the
influence of the environment and management system processes.

Attitudes, beliefs and values can change due to changes in the management strategy, technology,
or environment. There are both objective factors influencing the change of CSM (external
environment, for example, change of the political situation) and subjective factors (obtaining new
knowledge or misconceptions about another culture during cross-cultural communication).

—  Stereotyping. The concept of cultural stereotype reflects the difference of this culture from
others, characterizing activity in this cultural environment. Stereotypes are widely-accepted,
culturally shared beliefs describing personal traits and characteristics of groups of individuals
(Ramasubramanian, 2011). Stereotypes can help or hinder effective multicultural communication.

—  Cross-cultural experience. This factor is of importance for rapid adaptation to a different
cultural environment. Cross-cultural experience embraces interpersonal communication experience,
experience of socialization in another culture, and experience of professional communication. On
the basis of cross-cultural professional experience, management shapes structures and mechanisms
to enforce effective communication and expand relations with other foreign partners.
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Furthermore, this process creates the premises for building a common ground for multicultural
communication. In our opinion, the deeper the organization is involved in multicultural
communication processes, the higher its ability to carry these processses is, as during
communication the organization gains new knowledge, adopts new management technologies —
partially borrowing them from partners, partially creating them on the basis of the experience
acquired — in order to ensure more effective cross-cultural organizational communications.

The above considered factors, on the one hand, represent the grounds to form intercultural or
cross-cultural competence. On the other hand, they are deeply affected by the components of the
intercultural professional competence and can alter as intercultural professional competence
develops and expands.

Managing the establishment of intercultural professional competence requires reconsidering the
following components the cross-cultural communication process.

Knowledge. The component is formed on the basis of knowledge of the partner-country culture,
knowledge in the field of international management as well as management culture of the partner
organization, knowledge of a foreign language and customs. This component represents the ground
for forming intercultural professional competence.

Attitude. This component is formed on the basis of the acquired knowledge and is implemented
in the characteristics of openness, willingness to cooperate, tolerance and empathy.

Openness covers the following area of communication: political, information, scientific,
educational and economic.

Willingness to cooperate implies, in addition to the knowledge gained, incentives of inter-
organizational cooperation, trust to the partner, readiness to consider the peculiarities of the national
and management culture of the partner, readiness for mutual influence of management cultures,
emotional willingness to cooperate.

In the cross-cultural communication at the interpersonal level, attitude component is mainly
realized through tolerance and empathy. Tolerance, being, in fact, a formula of cross-cultural
communication, includes not only tolerance for cultural differences, but also openness to novelty,
self-confidence, ability to recognize the importance of other people, participation in competition.

Empathy is a rather complex ability to understand and share the feelings of another person,
understand the world of his/her experiences and share his/her emotional state. Empathy serves as a
basis for mutual understanding in cross-cultural communication. Obviously, empathy is impossible
without being respectful for the communication partner and non-judgmental about his/her behavior.
Therefore, empathy can be considered as a communication skill necessary for successful
implementation at the multicultural level.

Behavior. This component implies communicative behavior, which is established in the
communicative situations and areas where the implementation of certain norms is significant for
communication. Professional communicative behavior can be described according to the situational
model based on the practice of cross-cultural business contacts, including areas and communicative
situations where cross-cultural communication reveals the differences.

CONCLUSION

Communication is integrated into all management activities; therefore it can be called a linking
process. The communications system of the enterprise is a factor crucial for managing the process
of the enterprise’s organizational development and requires a complex approach to its research and
formation.

Cross-cultural professional communication refers to most challenging and controversial aspects
of companies operating in a multi-cultural environment. Correctly identifying differences in
national cultures, adequately using them to overcome the intercultural difficulties while establishing
and developing relations with foreign partners can result not only in increasing the efficiency of
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personnel performance but also are likely to convert cross-cultural communication into a
competitive advantage.

Managing organizational communications encounters a row of obstacles or barriers, among
which the most frequent are differences in values, cultural standards of management, standards of
behavior and language barriers. Overcoming these barriers and effectively carrying out cross-
cultural professional communication depends on the level of intercultural competence of
communicants.

Formation and implementation of intercultural competence is possible provided intercultural
management resources are available, that is an aggregated set of principles, methods, tools and
conditions, which within the process of cross-cultural interaction are actualizing into effective
cross-cultural professional communication.
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YIPABJITHHA OPTAHIBAIIMHUMHA KOMYHIKAIIISAMHA
B NOJIKYJbTYPHOMY CEPEJOBHIII

BOJIKOBA BAJIEPISI BOJIOAUMMPIBHA, xanoudam nedacociyHux Hayk, 0oyeHm, OoyeHm
Kagheopu 0inoeoi KomyHikayii, 3anopizoKuii HAYiOHAILHUL YHIGepcUmem, M. 3anopirHcHcs.

AKTYyanbpHICTh JIOCHIJKYBAaHOI TE€MHM 3YMOBJIEHA HArajabHOIO HEOOXIJHICTIO TiIBUILIEHHS
e(pEeKTUBHOCTI ~OpraHizallifHUX KOMYHIKallii Ha BITYM3HAHUX MIJNPUEMCTBAX 3 METOIO
3a0e3MeyeHHs IXHbOIO PO3BUTKY 1 YCHIIIHOTO ()YHKI[IOHYBAaHHS B MOJIIKYJIBTYPHOMY CEpPEIOBHILI.
B nanuii yac MKKYJIBTYPHHUM JAUTOBUM KOMYHIKalll NPUAUISETbCSA 3HAYHA yBara, OCKUJIbKA BOHHU
BUMararoTb OUIBII pETEeNbHOTO IUIAHYBaHHS 1 KOHTPOJIIO B TMOPIBHSHHI 3 BHYTPIIIHIMU
KOMYHIKaIlisiMU. B Takux ymMoBax ycmixX B3aeMOii 3a71€KUTh BiJl JOCSTHEHHS 3TOAH 1100 MPaBHII i
CHOCO0IB CHUIIKYBaHHS, NPUMHATHUX JJS NPEJCTaBHHUKIB pPI3HUX KynabTyp. HailiBaxnusimmm
MUTAHHSAM IPU BUBYEHHI MDKKYJIBTYPHOTO MPO(ECIHHOr0 CIIIKYBaHHS € JOCITIJKEHHS 3aJIeKHOCTI
Horo e(eKTHBHOCTI BiJ PIBHS MDKKYJIbTYPHOI KOMIETEHTHOCTI KOMYHIKaHTIB. MIKKYyJIbTypHa
KOMIIETEHIIis, BKJIFOYAIOUM 3HAHHS 1 HAaBUYKH, BIIHOCUTBHCS 10 HAHOUIbII MpPOOJIEMHUX ACHEKTIB
YOpaBIIHHSA KOMYHIKAIIIMA KOMIIAHIA, M0 TPAMIOIOTh B MYJIBTHKYJIBTYPHOMY CEpPEIOBHIIL.
[IpenmeroM NOCHIIDKEHHS € OpraHi3aliiHi KOMYHIKalii B KOHTEKCTI NpoOJjeM yIpaBiliHHSA B
yMOBax OararoHaIiOHaJIHHOTO JUIOBOTO cepefoBHIa. J[oCmiKeHHs CIpsMOBaHe Ha aHaII3 MUTAHb
YIpaBIIiHHSA OpraHi3aliiHUMKU KOMYHIKAlliIMH B MOJIKYJIbTYPHOMY JiJIOBOMY CEpEIOBHILI 1
BUSIBJICHHSI OCHOBHHMX TPYJIHOILIB 3a0€3ME€YeHHsS] MIKKYJIbTYpHUX MpodeciiHUX KOMYHIKAIiil Ha
HiANPUEMCTBAX Y KOHTEKCTI MiJBUILEHHS €(PEeKTHBHOCTI IXHBOTO (DYHKI[IOHYBaHHS Ta PO3BHUTKY
nepcoHanry. ba3zoBuMu 3acamamMu  TOCHIDKEHHS BHUCTYMAIOTh KPUTHYHUM aHami3, CHHTE3 1
MOPIBHSUIBHUM METOJ, BUKOPHCTAaHMM KOMYHIKaTMBHUHM miaxia. HaykoBa 3HaummicTe poOOTH
MOJIATa€e B JOCHIIIKEHHI MPOLECY YHpPaBJiHHSA OpraHizaliiHUMU KOMYHIKAIISIMU 3 ypaxXyBaHHSIM
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ocoOnmBoCcTel (hyHKIIOHYBaHHS Oi3HEC-TpoleciB B yMOBax TJjo0aiizalii B MOMIKYJIbTYPHOMY
npodeciiHomy cepenoBuimi. IlpakThuyHe 3Ha4YeHHsS pPOOOTH TOJIATAE Yy BHU3HAYCHHI (DaKTOpIB
MiABUILEHHS €(EKTUBHOCTI YIPAaBIiHHS OpraHi3aliifHUMU KOMYHIKAIliIMU BiJMOBIIHO J0 BHMOT,
10 BUCYBAIOTHCS JI0 MIAMPUEMCTB Ha MIXKHAPOHOMY PiBHI.

KuarouoBi cyoBa: opranizamiiini KoMyHiKamii, MDKKYJIbTYpHI KOMYHIKalii, YHpaBIiHHS
KOMYHIKAI[iSIMH, TTOJIKYJIBTYPHE CEPEIOBHUIIE, MIKKYJIBTYPHA KOMIIETEHTHICTD.

YIIPABJIEHUE OPI'TAHU3ALIMOHHBIMHU KOMMYHUKALIUAMU
B IIOJINKYJIbTYPHOM CPEJIE

BOJIKOBA BAJIEPUSI BJIAJIUMUPOBHA, kanouoam nedacoeuueckux Hayk, OOyeHm,
ooyenm Kageopvl 0en080U KOMMYHUKAYUU, 3anopodccKuli HAYUOHAIbHLIN YHUBEPCUMEN,
2.3anopooicve

AKTyaJqbHOCTh HCCIEIyeMOW TEeMBI OOYCIIOBJIIEHA HACYIIHOW HEOOXOJMMOCTBIO TOBBIIICHHS
3¢ GEKTUBHOCTH OPraHU3allMOHHBIX KOMMYHHUKAIM Ha OTEYECTBEHHBIX MPEANPHUITUAX C LEIbIO
oOecriedeHrsT WX Pa3BUTUS M YCHEITHOro (DYHKIMOHMPOBAHHWS B TOJMKYJIBTYpHOH cpene. B
HACTosIllee BpPeMs MEXKYJIbTYPHBIM JI€JIOBBIM KOMMYHHKALUAM yJesseTcss OOJblIoe BHUMaHHE,
IIOCKOJIBKY OHM TpeOyrOT 00Jiee TINATEIbHOrO IIIAHUPOBAHUS U CTPOTOr0 KOHTPOJIS 110 CPABHEHUIO
C BHYTPEHHUMHM KOMMYHHMKAlMsAMH. B Takux yclOBHSAX ycnex B3aMMOACHUCTBUS 3aBUCUT OT
JIOCTUKEHMSI COTJIallleHUsl O MpaBUjax M crnocobax oOIIeHUs, MPUEMIIEMbIX Uil IpeacTaBUTeNeH
pasHbIX KyJnbTyp. BakHeHIInM BONpoCcOM HpPU U3yYEHHHM MEXKYJIbTYPHOTO MPO(EeCcCHOHAIBLHOTO
OOIIEHUS SBISIETCS UCCIICAOBAHUE 3aBUCHMOCTH €r0 3(()EKTUBHOCTH OT YPOBHS MEXKYJIbTYPHOH
KOMIIETEHTHOCTH KOMMYHHKAHTOB. MEXKYNbTypHasi KOMIIETCHIIMs, BKIOYas 3HAHUS U HaBBIKH,
OTHOCUTCS K HamOosee MNpoOJIEeMHBIM acCHeKTaM YIpPaBICHHS KOMMYHHKAIMSAMH KOMIIAHHH,
paotaromux B MyJIbTHKYIbTYpHOM  cpene. Ilpeamerom — ucciemoBaHusl — SIBISIOTCS
OpraHM3alliOHHbIE KOMMYHMKAIlMM B KOHTEKCT€ NpOo0JIeM YIpaBlI€HHUs B  YCIOBUAX
MHOTI'OHAIIMOHAJILHOW  J1eJIOBOM  cpenpl. lccienoBaHue HampaBlIeHO Ha aHajiu3 BOIPOCOB
YIpaBIEHUS OPraHU3alMOHHBIMH KOMMYHUKALIMSIMM B TOJUKYJIBTYpPHOH JENOBOM cpene H
BBISIBICGHME OCHOBHBIX TPYZHOCTEH  00ecredeHus MEeXKYJIbTYPHbIX HpoQecCHOHaTbHBIX
KOMMYHHMKAIMii Ha  MHPEeANpUATHSX B  KOHTEKCTE  MOBBIIEHUS  A((EKTUBHOCTH  UX
(GYHKIIMOHMPOBAHUS U PAa3BUTHUsA MepcoHasa. ba3oBbIMM NPUHIMIIAMU HMCCIIEOBAHUS BBICTYHAIOT
KPUTHUYECKHUI aHaJIN3, CUHTE3 U CPAaBHUTENIbHBIA METOM, UCIOJIb30BaH KOMMYHUKATUBHBIN MOIXO/.
Hayuynas 3HaunmMocTh paloThl 3aKkitoyaeTcss B  MCCIEIOBAaHMM TIpollecca  yNpaBJIeHUs
OpPraHMU3allMOHHBIMM KOMMYHHMKAIUSIMU C YY€TOM OCOOEHHOCTEH (YHKIIMOHMPOBAHUS OU3HEC-
NpPOIECCOB B YCIOBUAX MIoOaiM3allMd B  IOJUKYJIBTYPHOH IpodeccHOHalbHON  cpene.
[IpakTnueckoe 3HaueHHe pabOTHI COCTOUT B OIpeeieHUH (PaKTOPOB MOBBIIIECHUS 3()PEKTUBHOCTU
yIpaBJIEeHUs] OPTaHU3ALMOHHBIMH KOMMYHHMKAIMSIMU B COOTBETCTBUM C TpeOOBaHMSIMH,
MPEIbABISEMBIMU K MPEANPUATUSAM Ha MEKIYHAPOJHOM YPOBHE.

KitoueBbie cJjI0Ba: OpraHuM3allMOHHBIE KOMMYHHUKAIIUHM, MEXKYJIbTYpHbIE KOMMYHHKAIIUH,
yIpaBiieHue KOMMYHUKALUSIMHU, TIOJUKYJIbTYPHAs CPella, MEXKYJIbTypHasi KOMIETEHTHOCTb.
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