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ABSTRACT  
In today’s globalized economy, effective cross-cultural management has become a critical factor for 
success in international business. This conceptual paper explores the challenges that organizations 
face when managing across cultures, including communication barriers, leadership differences, 
negotiation complexities, and ethical dilemmas. Drawing on established theoretical frameworks 
such as Hofstede’s cultural dimensions, Trompenaars’ model, and the GLOBE study, the paper 
highlights the importance of cultural intelligence, inclusive leadership, and intercultural training as 
key strategies for overcoming these challenges. The contribution of this study lies in integrating 
theoretical perspectives with practical strategies, offering insights that benefit both scholars and 
practitioners in international business. The paper concludes by proposing a conceptual framework 
that links cross-cultural challenges and strategies to organizational performance, while calling for 
future empirical testing to validate and refine the framework in diverse global contexts. 

KEYWORDS: Cross-Cultural Management, International Business, Cultural Intelligence, Global Strategy, 
Intercultural Communication 

I. INTRODUCTION  

Globalization has reshaped the landscape of international business, intensifying the interconnectedness of 

markets, organizations, and people across the world. Advances in technology, digital trade, and international 

mobility have enabled firms of all sizes to expand operations beyond national borders, creating new opportunities 

for growth and collaboration (Cavusgil et al., 2021). As supply chains, customer bases, and strategic partnerships 

increasingly span multiple regions, businesses are compelled to navigate a highly dynamic global environment 

characterized by cultural diversity, regulatory complexity, and competitive pressures (Verbeke & Kano, 2022). In 

particular, small and medium-sized enterprises (SMEs) as well as multinational corporations (MNCs) now depend 

heavily on their ability to adapt effectively to global markets in order to remain competitive and sustainable. 

In this globalized setting, cross-cultural management has emerged as a critical determinant of organizational 

success. Firms operating across borders must manage culturally diverse workforces, negotiate with international 

partners, and cater to consumers from varied cultural backgrounds. The ability to understand, respect, and 

integrate cultural differences directly influences organizational performance, leadership effectiveness, and 

employee satisfaction (Nguyen et al., 2023). Mismanagement of cultural diversity, however, can lead to 
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communication breakdowns, conflicts, and reduced efficiency. Research has emphasized that managers equipped 

with cultural intelligence (CQ) and global leadership competencies are better positioned to leverage diversity as 

a source of innovation and strategic advantage (Ang et al., 2021; Rockstuhl & Van Dyne, 2022). Therefore, cross-

cultural management is not only a theoretical construct but also a practical necessity for navigating the 

complexities of international business. 

In the era of globalization, international business activities have become increasingly complex due to 

interactions among culturally diverse stakeholders. While cultural diversity can foster innovation and broaden 

perspectives, it also creates significant challenges in communication, leadership, decision-making, and negotiation 

(Nguyen & Mujtaba, 2023). Differences in values, beliefs, and management practices often result in 

misunderstandings, conflict, and inefficiencies within multinational corporations and global teams (Taras et al., 

2021). These cultural differences may undermine trust and collaboration, thereby limiting organizational 

effectiveness in international markets. Without effective cross-cultural management strategies, firms risk facing 

reduced performance and weaker competitive advantage. 

The purpose of this conceptual paper is to explore the challenges arising from cultural differences in 

international business and to propose strategic approaches for managing them. Rather than relying on empirical 

testing, this paper integrates existing theories and frameworks such as Hofstede’s cultural dimensions, 

Trompenaars’ cultural dilemmas, and cultural intelligence (CQ) to provide a comprehensive understanding of the 

cross-cultural management landscape. By synthesizing insights from prior studies, this paper identifies recurring 

problems and develops a conceptual framework that links cultural challenges with effective management 

strategies. 

This paper contributes both theoretically and practically. From a theoretical perspective, it enriches the 

literature by highlighting how cultural differences influence international business practices and by proposing an 

integrative conceptual framework for managing such challenges (Liu & Lee, 2022). From a practical standpoint, 

the paper provides managers with strategic guidance for fostering cultural intelligence, building inclusive 

leadership, and adopting effective cross-cultural communication strategies (Rockstuhl & Van Dyne, 2023). These 

insights are particularly relevant for multinational enterprises (MNEs) and SMEs expanding internationally, as 

they navigate increasingly diverse and uncertain business environments. 

II. LITERATURE REVIEW 

A. Cross-Cultural Management: Definitions and Perspectives 

Cross-cultural management has emerged as a critical area of study within international business, primarily 

due to the growing interconnectedness of economies and the increasing diversity of global workforces. At its core, 

cross-cultural management refers to the practice of understanding, coordinating, and leveraging cultural 

differences to achieve organizational goals in an international context (Adler & Aycan, 2018). It encompasses 

leadership, communication, decision-making, and negotiation across diverse cultural settings, where managers 

must balance global integration with local responsiveness. 
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Scholars have offered varying definitions of cross-cultural management. Hofstede (2001) was among the 

pioneers, defining culture as “the collective programming of the mind,” and his framework of cultural dimensions 

(e.g., power distance, individualism–collectivism, uncertainty avoidance) remains one of the most widely used 

lenses for analyzing cross-cultural business behavior. Trompenaars and Hampden-Turner (2012) expanded on this 

by proposing seven dimensions of cultural dilemmas, such as universalism versus particularism and achievement 

versus ascription, which emphasize how managers navigate cultural contradictions in practice. More recently, the 

GLOBE project (House et al., 2019) offered a large-scale empirical study across more than 60 countries, identifying 

cultural clusters and leadership preferences that influence organizational effectiveness in cross-cultural settings. 

The evolution of cross-cultural management as a field has shifted from static cultural models to more dynamic 

and context-sensitive approaches. Early studies, such as Hofstede’s, focused on national culture as relatively fixed 

and homogeneous, whereas contemporary research emphasizes cultural fluidity, intersectionality, and hybrid 

organizational cultures (Bird & Mendenhall, 2016; Romani et al., 2018). The concept of cultural intelligence (CQ) 

has also gained prominence, highlighting managers’ ability to adapt to new cultural contexts and foster inclusivity 

in global organizations (Rockstuhl & Van Dyne, 2018). This progression reflects a broader recognition that cross-

cultural management is not only about managing differences but also about creating synergies that enhance 

international business performance. 

B. Theoretical Foundations 

The study of cross-cultural management in international business is grounded in several influential theoretical 

frameworks that explain how cultural values and institutional contexts shape organizational practices and 

strategies. Among the most widely used are Hofstede’s cultural dimensions, Trompenaars’ cultural dilemmas, and 

the Global Leadership and Organizational Behavior Effectiveness (GLOBE) study, along with broader 

organizational theories such as Institutional Theory, the Resource-Based View (RBV), and Dynamic Capabilities. 

Hofstede’s cultural dimensions remain one of the foundational models for examining cultural differences in 

business contexts. Hofstede originally identified four dimensions—power distance, individualism versus 

collectivism, uncertainty avoidance, and masculinity versus femininity—which were later expanded to six, 

including long-term orientation and indulgence versus restraint (Hofstede, 2011). These dimensions provide a 

comparative framework to understand national cultures and their influence on management practices, decision-

making, and leadership styles. Recent studies continue to apply Hofstede’s framework to analyze international 

business challenges, although critics note its limitations in addressing intra-country variations and evolving 

cultural contexts (Beugelsdijk & Welzel, 2018). 

Trompenaars’ cultural dilemmas extend this understanding by emphasizing how managers navigate 

conflicting cultural values in practice. His seven dimensions, such as universalism versus particularism and 

achievement versus ascription, highlight the dynamic nature of cross-cultural interactions (Trompenaars & 

Hampden-Turner, 2012). Unlike Hofstede, Trompenaars’ framework is more practice-oriented, focusing on how 

cultural differences create dilemmas in negotiation, leadership, and teamwork. Contemporary research highlights 
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that applying Trompenaars’ dimensions helps managers develop adaptive strategies that balance global 

integration with local responsiveness (Taras et al., 2021). 

The GLOBE study builds on and extends these earlier models by providing a large-scale, multi-country 

empirical investigation into cultural values, leadership expectations, and organizational behaviors (House et al., 

2004). The GLOBE project identified nine cultural dimensions, such as performance orientation and humane 

orientation, and linked them to leadership effectiveness across societies. Recent applications of the GLOBE 

framework emphasize its value in identifying leadership attributes that transcend cultures while also recognizing 

context-specific differences (Dorfman et al., 2012; Hartnell et al., 2022). This makes it particularly relevant for 

multinational enterprises (MNEs) seeking to align leadership practices across diverse cultural environments. 

Beyond cultural dimensions, organizational theories such as Institutional Theory, RBV, and Dynamic 

Capabilities provide broader lenses for understanding cross-cultural management. Institutional Theory highlights 

how organizational practices are shaped by formal and informal rules, norms, and cultural-cognitive systems 

within different countries (Kostova et al., 2020). This helps explain why firms adapt their strategies when entering 

new markets. The Resource-Based View (RBV) emphasizes the role of unique organizational resources—such as 

cultural intelligence, international experience, and human capital—in gaining competitive advantage in cross-

cultural contexts (Barney, 1991; Akpinar et al., 2021). Dynamic Capabilities further extend this by focusing on a 

firm’s ability to integrate, reconfigure, and adapt its resources in rapidly changing international environments 

(Teece, 2018). Together, these perspectives underscore that managing cultural diversity effectively is not only a 

matter of understanding national cultures but also of developing firm-specific capabilities that enable adaptability 

and resilience in international business. 

C. Cross-Cultural Management in International Business 

Cross-cultural management has evolved into a critical domain of International Business research as firms 

increasingly operate across borders with diverse national, organizational and team cultures. In the context of 

multinational corporations (MNCs), cross cultural management is particularly salient because these firms deploy 

culturally diverse teams, navigate differing national business norms, and must reconcile global strategy with local 

responsiveness (Bhadoriya & Kushwah, 2025). For example, Bhadoriya and Kushwah’s empirical study found 

that MNCs face significant challenges in communication, leadership style alignment, and decision making when 

operating across different cultural contexts. These findings underscore the complexity faced by large global 

enterprises in managing cultural diversity. 

But cross-cultural management is not limited to large MNCs. Small and medium-sized enterprises (SMEs) and 

joint ventures also grapple with cultural issues when they expand abroad or partner with foreign firms. SMEs, for 

instance, often lack the formalized systems and high levels of cross-cultural training found in MNCs, yet must 

still manage multi-cultural teams or adapt to foreign markets. This creates unique management demands around 

cultural sensitivity, flexible communication and agile decision-making (Stanley, 2024). Joint ventures and global 

teams, similarly, bring together partners from varying cultural backgrounds, requiring deliberate practices in 
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cultural integration, leadership adaptation and HR policy alignment to ensure cohesion and performance across 

cultural divides. 

Within these different organizational forms MNCs, SMEs, joint ventures and global teams the impact of 

culture permeates core management functions. Leadership must adapt to cultural expectations: for example, global 

leaders require cultural intelligence (CQ) to adjust leadership style according to the national culture of their teams 

(Tsai, 2022). Communication across cultures faces barriers due to language differences, high-vs. low-context 

communication styles, and differing expectations around directness, hierarchy and non-verbal behaviours 

(Sumangala, 2023). Decision-making processes are influenced by cultural dimensions such as power distance, 

uncertainty avoidance and collectivism/individualism, affecting whether decisions are consensus-based or top-

down, formalised or informal (Rasmussen, 2024). Finally, HR practices from recruitment and selection to training, 

performance evaluation and rewards must be culturally adapted; employees’ motivation, perceptions of fairness 

and career expectations can vary greatly by national culture, and failure to align HR systems accordingly may 

harm retention, engagement and performance (Bhadoriya & Kushwah, 2025). 

Cross-cultural management in international business is not a peripheral issue but a central strategic concern 

for all types of organisations operating globally. Whether in large MNCs, nimble SMEs, strategic joint ventures 

or virtual global teams, managers must address culture‐driven differences in leadership, communication, 

decision-making and HR practices to transform cultural diversity into organizational advantage rather than risk. 

D. Challenges in Cross-Cultural Management 

Effective management across cultural boundaries presents a complex set of challenges that impact multiple 

dimensions of international business operations. One of the most fundamental obstacles is communication. 

Language differences, context bound meaning, and divergent non-verbal cues can all conspire to undermine clear 

interaction. Research by Szkudlarek (2020) emphasizes that “communication is central in international business, 

but research is limited by cross cultural focus” (p. 5), pointing to how misinterpretation and implicit cultural 

norms hamper business exchanges. Furthermore, cultural barriers such as ethnocentrism, uncertainty, and 

stereotype-driven assumptions impede mutual understanding and collaboration (Sylaj, 2019). In multinational 

environments, teams may struggle not only with literal language translation but with contextual meaning (“high-

context” vs “low-context” cultures) and non-verbal expectations, which can lead to misalignment of purpose, 

mistrust, or breakdown of team processes. 

Another notable challenge lies in leadership and power distance dynamics. In high power distance cultures, 

decision-making is highly centralized and subordinates may hesitate to voice dissent, whereas in low power 

distance cultures followers are expected to challenge authority and communicate openly (Hofstede, 2001). Such 

differences complicate leadership styles, feedback mechanisms and innovation initiatives in cross-cultural teams. 

Relatedly, negotiation and conflict resolution often take different forms depending on cultural norms. For 

example, Skhiri, Zaiem, Sobaih & Edrees (2025) found that cultural intelligence (CQ) was instrumental in B2B 

negotiations across national cultures, where negotiators emphasised finding common ground, adapting 

communication strategies and building trust. Furthermore, when cultural misalignment occurs such as indirect vs 
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direct communication styles conflict management becomes more complex and may inhibit consensus and 

performance. 

In the domain of human resources and organisational processes, motivation, performance evaluation and HR 

practices present yet another set of challenges. Motivation drivers differ across cultures: what motivates 

employees in individualistic cultures (achievement, autonomy) may differ sharply from collectivist cultures (group 

harmony, loyalty). Hutnek (2016) observed that cultural differences impact HR policies and practices, particularly 

in cross-border assignments and performance management systems. Moreover, performance evaluation in 

multinational contexts may be complicated by culturally based varied understandings of feedback, goal setting, 

and personal achievement. Ethical considerations also come sharply into focus: ethical dilemmas and cultural 

misunderstandings manifest when standards vary across national boundaries. Miller (2024) highlights that 

international business ethics is complicated by differing host country norms, CSR expectations and supply chain 

standards. What is considered a customary gift in one culture may be interpreted as a bribe in another, presenting 

dilemmas for multinational firms aiming to maintain both local legitimacy and global ethical standards. 

Finally, case evidence reinforces these conceptual issues in real organisational settings. For example, 

international teams drawn from India and the U.S. failed to align delivery timelines and reporting norms due to 

divergent cultural expectations of time, feedback and authority (Brett, Behfar & Kern, 2006). This illustrates how 

cultural misalignment in communication, leadership and conflict resolution can derail not just team cohesion but 

operational outcomes. 

E. Strategies for Effective Cross-Cultural Management 

One of the foundational strategies for managing across cultures is the development of Cultural Intelligence 

(CQ). Cultural intelligence is defined as an individual’s capability to function and manage effectively in culturally 

diverse settings (Ang & Van Dyne, 2015). Empirical research confirms that leaders and managers who exhibit 

higher levels of CQ are more effective in navigating cross-cultural interactions, and that CQ correlates positively 

with management competencies in multicultural environments (Garamvölgyi, 2023). As Garamvölgyi (2023) 

reports: “managers with higher CQ are more effective in their leadership roles in teams characterised by 

significant cultural diversity”. Moreover, in disruptive global contexts, CQ serves as a critical global leadership 

competency enabling organisations to adapt and succeed (Sumpter, 2023). In sum, investing in CQ development 

is a key strategic pillar for effective cross-cultural management. 

Another necessary strategy concerns adopting global leadership competencies that extend beyond domestic 

management models. Leaders in international business must exhibit cultural competence, inclusive sensibility, 

and adaptability to lead high-performing global teams. Tanneau and McLoughlin (2021) argue that effective global 

leaders are those who “value diversity and stay aware of others’ cultural identities and their own” (para. 4). They 

emphasise that coaching, active listening, and non-judgement are essential for cross-cultural environments. 

Additionally, Han (2025) presents a framework of integrative leadership that combines global vision, cultural 

adaptability and interdisciplinary collaboration, showing how global leadership competencies are intimately 

linked with cross-cultural management practices and organisational resilience. Together, these sources point to 
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the strategic imperative for organisations to develop leadership competencies tailored to cross-cultural 

complexity. 

Training and development in intercultural communication is also critically important. Effective cross-cultural 

communication entails not only language competence but sensitivity to non-verbal cues, context, and local 

meaning. Szkudlarek (2020) describes how “culture and communication in international business” are deeply 

intertwined and notes that misunderstanding around context and meaning is a major barrier in global work 

environments. Training programs oriented around intercultural awareness, inclusive communication practices, 

and design-thinking approaches for cultural mixing are shown to enhance team functioning and reduce attrition 

in multicultural settings (Sumangala & Sahadevan, 2023). Therefore, organisations should institutionalise regular 

training modules in intercultural communication as a strategic initiative. 

Another strategic area involves building an inclusive organisational culture that embraces diversity rather 

than merely tolerates it. Inclusive cultures enable members from different backgrounds to contribute, feel 

belonging, and share voice all of which enhance cross-cultural collaboration. Research by Livermore (2025) 

emphasises that global teams require leaders who model authenticity, inclusion, and cultural fluency rather than 

relying on rigid “diversity” policies alone. Such inclusive organisational culture becomes a competitive advantage 

as it supports innovation, agility, and resilience in cross-cultural business settings. 

A further strategic dimension is the adaptation versus standardisation of management practices across local 

and global contexts. Organisations face the strategic choice of whether to standardise management practices 

globally for efficiency, or to adapt them locally for cultural fit. Studies indicate that the dichotomy is false; rather, 

firms often adopt a hybrid approach contingent on context (Vrontis & Thrassou, 2007; Yan & Yazdanifard, 2021). 

For example, Yan and Yazdanifard (2021) found that multinational companies in their sample did not exclusively 

standardise or adapt but rather sought the “right level of integration” that balances global consistency with local 

responsiveness. This suggests that strategic well-being in cross-cultural management requires flexible decision-

making and context-specific tailoring of practices. 

Finally, technology as an enabler for cross-cultural collaboration has become increasingly relevant in the 

digital era. Virtual teams and global workforces necessitate digital platforms, translation tools, and collaboration 

softwares that bridge cultural and geographical divides. For instance, Heimbürger’s conceptual research (2018) on 

cross-cultural knowledge spaces highlights how information systems designed for multicultural use can support 

cross-cultural learning and collaboration. As global organisations continue to operate across borders, leveraging 

technology strategically supports cross-cultural management by enabling shared knowledge, reducing 

communication friction, and building virtual inclusiveness. 

III. METHODOLOGY 

This study proposes a conceptual framework to explain how cross-cultural challenges influence international 

business performance and how moderating strategies can mitigate these challenges. Rather than employing an 

empirical approach, this paper adopts a conceptual methodology that synthesizes existing theories and research 

findings to build a framework for understanding cross-cultural management in international business. Conceptual 



DREAM JOURNAL - VOL. 04, ISSUE 10, 2025 

8 

 

research plays an important role in theory advancement, as it integrates diverse streams of knowledge into a 

coherent structure that can guide both scholars and practitioners (Jaakkola, 2020). 

The framework consists of three main components. The first component, cross-cultural challenges, refers to 

barriers that arise from cultural differences in values, communication, and management practices. Such challenges 

often manifest in the form of misunderstandings, reduced collaboration, and conflicts that hinder business 

effectiveness. Scholars have long emphasized that cultural diversity can become a source of friction in 

multinational settings if not managed properly (Stahl & Tung, 2015; Taras et al., 2021). 

The second component, moderating strategies, highlights the role of interventions that reduce the negative 

effects of cultural differences. Strategies such as building cultural intelligence (CQ), implementing intercultural 

training programs, adopting inclusive leadership practices, and using technology for virtual collaboration are vital 

in creating a culturally adaptive organization. Prior studies have underscored that cultural intelligence, in 

particular, equips managers with the ability to navigate diverse cultural contexts effectively and improves cross-

border collaboration (Ang et al., 2018; Ott & Michailova, 2018). 

The third component, enhanced international business performance, represents the outcome of applying these 

strategies. When cultural challenges are effectively managed, firms are better positioned to foster innovation, 

improve team performance, and achieve sustainable competitiveness in the global market. Evidence suggests that 

organizations with strong intercultural competencies and adaptive management practices tend to outperform 

those that fail to address cultural differences (Miska et al., 2020; Zhang et al., 2022). 

Theoretically, this framework contributes by integrating cross-cultural management research with strategic 

perspectives on international business. It emphasizes how cultural challenges, if strategically moderated, can 

become opportunities for innovation and growth. From a managerial perspective, the framework provides 

actionable insights for multinational corporations and SMEs alike, offering guidance on developing culturally 

adaptive practices, investing in leadership development, and leveraging global collaboration. Overall, the 

proposed framework highlights that cross-cultural challenges should not merely be viewed as obstacles, but as 

drivers of resilience and competitive advantage when managed strategically. 

IV. DISCUSSION 

The integration of literature and conceptual arguments presented in this study underscores the centrality of 

cross-cultural management in international business. Theoretical perspectives such as Hofstede’s cultural 

dimensions, Trompenaars’ cultural dilemmas, and the GLOBE framework highlight how differences in values, 

communication styles, and leadership expectations influence business practices across borders. Conceptually, this 

paper has argued that the success of international business hinges not only on economic or strategic factors but 

also on the ability of managers to adapt to cultural complexities through cultural intelligence, inclusive leadership, 

and intercultural communication (Rockstuhl et al., 2021). 

When compared with previous studies, the findings align with recent scholarship emphasizing the 

significance of cultural adaptability in driving international business outcomes. For instance, Bird and Mendenhall 
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(2016) suggest that cross-cultural competence is essential for global leaders to bridge differences and reduce 

misunderstandings. More recent studies extend this by showing that culturally adaptive strategies, such as 

developing cultural intelligence, directly enhance organizational performance in multinational contexts (Ott & 

Michailova, 2018; Fang et al., 2022). However, while past research has predominantly examined cultural 

differences at the national level, the current conceptual approach emphasizes the dynamic and situational nature 

of culture in business practices, suggesting that strategies must be both context-specific and flexible. 

The implications for international business practice are profound. Companies must invest in cross-cultural 

training, leadership development, and diversity management initiatives to ensure employees and managers can 

navigate cultural diversity effectively. Additionally, organizations need to design management strategies that 

balance global integration with local responsiveness, thereby enhancing competitiveness in diverse markets 

(Nguyen & Aoyama, 2022). These practices not only reduce the risks of cultural conflict but also strengthen 

collaboration, innovation, and knowledge sharing across borders. 

Despite these insights, several research gaps remain. First, there is limited empirical testing of integrated 

frameworks that connect cross-cultural management strategies with measurable business resilience and long-

term performance. Second, much of the existing literature is focused on large multinational corporations, while 

SMEs in international markets remain underexplored. Third, emerging issues such as the role of digital platforms 

and virtual teams in shaping cross-cultural interactions require further conceptual and empirical investigation 

(Tenzer & Pudelko, 2020). Addressing these gaps would advance both theoretical understanding and practical 

application of cross-cultural management in international business. 

 

V. CONCLUSION 

This paper has conceptually examined the role of cross-cultural management in international business by 

highlighting the challenges organizations face and the strategies required to address them. The purpose was to 

synthesize existing literature and propose a conceptual understanding of how cultural differences affect 

communication, leadership, negotiation, and organizational practices in global contexts. The analysis 

demonstrated that cultural diversity, while a source of innovation and competitive advantage, also creates 

significant management challenges when not addressed effectively (Stahl et al., 2017; Fang et al., 2018). 

A summary of the discussion revealed that common challenges include communication barriers, varying 

leadership expectations, ethical dilemmas, and differences in organizational practices across cultures. To address 

these, strategies such as developing cultural intelligence (CQ), implementing intercultural training, adopting 

inclusive leadership styles, and leveraging technology for global collaboration were identified as effective 

practices (Rockstuhl & Van Dyne, 2023; Ang & Van Dyne, 2015). Together, these strategies strengthen 

international firms’ ability to navigate cultural complexities while sustaining business performance. 

This conceptual paper contributes to the literature by integrating theoretical perspectives from Hofstede, 

Trompenaars, and the GLOBE framework with contemporary strategic management approaches. For 

practitioners, the study provides actionable insights into fostering inclusive and adaptive management practices 



DREAM JOURNAL - VOL. 04, ISSUE 10, 2025 

10 

 

in cross-border operations. Finally, while this work has developed a conceptual framework linking challenges and 

strategies to international business outcomes, future empirical research is essential to validate the proposed 

relationships. Testing the framework across diverse industries and cultural settings would not only enrich theory 

but also provide more context-specific recommendations for managers operating in international environments. 
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