Languages for social cohesmn

ultilingual and multicultural Eur

Les Ianyues pour Ia cohésion saclale EE

ne Europe multilingue et multiculturelle

Intercultural competence for
professional mobhility

Evelyne Glaser, Manuela Guilherme, Maria del Carmen Méndez Garcia and Terry Mughan

Intercultural competencefor professional mobility

E O M o European Cent/re for Modern Languages
Centre européen pour les langues vivantes
c @K L



Focusing its work on promoting innovative approaches
in language education since 1995, the European Centre
for Modern Languages (ECML) of the Council of Europe
plays a significant role in disseminating good practice
and assisting in its implementation in member states.

The ECML runs research and development projects within the frame-
work of medium-term programmes of activities. These projects are led
by international teams of experts and concentrate mainly on training
multipliers, promoting professional teacher development and setting
up expert networks. The ECML’s publications, which are the results of
these projects, illustrate the dedication and active involvement of all
those who participated in them, particularly the project co-ordination
teams.

The overall title of the ECML’'s second medium-term programme
(2004-2007) is “Languages for social cohesion: language education in
a multilingual and multicultural Europe”. This thematic approach aims
to deal with one of the major challenges our societies have to face at
the beginning of the 21st century, highlighting the role of language
education in improving mutual understanding and respect among the
citizens of Europe.

Set up in Graz, Austria, the ECML is an “Enlarged Partial Agreement”
of the Council of Europe to which 33 countries have currently subscribed'.
Inspired by the fundamental values of the Council of Europe, the ECML
promotes linguistic and cultural diversity and fosters plurilingualism
and pluriculturalism among the citizens living in Europe. lts activities
are complementary to those of the Language Policy Division, the Council
of Europe unit responsible for the development of policies and planning
tools in the field of language education.

For further information on the ECML and its publications:
http://www.ecml.at

" The 33 member states of the Enlarged Partial Agreement of the ECML are: Albania, Andorra, Armenia,
Austria, Bosnia and Herzegovina, Bulgaria, Croatia, Cyprus, Czech Republic, Estonia, Finland, France,
Germany, Greece, Hungary, Iceland, Ireland, Latvia, Liechtenstein, Lithuania, Luxembourg, Malta,
Netherlands, Norway, Poland, Romania, Slovak Republic, Slovenia, Spain, Sweden, Switzerland, “the
former Yugoslav Republic of Macedonia”, United Kingdom.



ICOPROMO - Intercultural competence for
professional mobility

Evelyne Glaser

Manuela Guilherme

Maria del Carmen Méndez Garcia
Terry Mughan

With support from:
Mike Byram

Duarte Silva

Anne Sofia Holmberg
Marisa Maria Luisa Pérez Cafiado
Alexandra Kaar

Iris Fischimayr

Olga Arcala Campillo
Jelena Jefimova
Clara Keating

Daniel Hoppe
Marcus Abilio Pereira
Vivien Burrows

European Centre for Modern Languages

Council of Europe Publishing



French edition:

Compétence interculturelle pour le développemenadeobilité professionnelle
ISBN: 978-92-871-6142-0

All rights reserved. No part of this publicationyrae reproduced or transmitted in any
form or by any means, electronic (CD-Rom, Interrgt.) or mechanical, including

photocopying, recording or any information storageretrieval system, without the

prior written permission of the Publishing Divisidbirectorate of Communication and

Research (F-67075 Strasbourg or publishing@coe.int)

The opinions expressed in this publication are toobe regarded as reflecting the
policy of any government, of the Committee of Miais or of the Secretary General of
the Council of Europe.

Cover: Gross Werbeagentur, Graz
Printer: Bachernegg, Kapfenberg
Layout: Christian Stenner, Graz

http://book.coe.int
Council of Europe Publishing
F-67075 Strasbourg Cedex

European Centre for Modern Languages / Councilubfe
Nikolaiplatz 4

A-8020 Graz

Austria

www.ecml.at

ISBN: 978-92-871-6143-7
© Council of Europe, 2007



Acknowledgements

We are grateful to the ECML and the Council of Fagdor granting us the opportunity
to work on this fascinating topic, and the ECMLfista Graz for their expert advice
and for providing a truly supportive and inspirimgellectual environment during our
meetings.

We would also like to thank AVL List GmbH and GIBGraz International Bilingual
School) for hosting a group of workshop particigaand for allowing them to carry
out an ethnographic activity for the ICOPROMO pobjen their premises.

We are greatly indebted to our project adviserg;hidel Byram and Duarte Silva, for
their valuable input, their critical thoughts arm their continuous support throughout
this project.

We also valued greatly the co-operative spirit #ral constructive criticism of all our
workshop participants.

Our sincere thanks to our research fellow Anne&éBdfiolmberg for her much
appreciated help in preparation for and duringwekshop, and in particular for her
valuable contributions to our quantitative study.

The ECML ICOPROMO project was complementary to awhefited from the
Leonardo da Vinci ICOPROMO project that was fundgdthe EU’s Leonardo da
Vinci programme. The co-ordinator of the projectswdanuela Guilherme, Centro de
Estudos Sociais, Universidade de Coimbra.






Table of contents

Preface
Mike Byram and Duarte Silva

Introduction: How to use this publication
Evelyne Glaser

The ICOPROMO project

Evelyne Glaser

1. Rationale for the ICOPROMO project
2. Stages of the ICOPROMO project
ICOPROMO: A transformational model

Evelyne Glaser, Manuela Guilherme, Maria del Carriviemdez Garcia,
Terry Mughan

Introduction
The new world order and the individual
Dispositions and behavioural change

Challenges

1
2
3
4
5. Intercultural competence development
6. Interlanguage and interculture

7. Learning-unlearning

8. Intercultural mobility

9

References

11

11
12

15

15
17
21
26
30
36
38
41
46






Preface

Mike Byram and Duarte Silva

The field of intercultural studies, education amairting has exploded in recent years.
The reasons are obvious enough as globalisationnéechationalisation have become
familiar phenomena, having an impact in myriad wapsall of us. Whether it is a
phone call from a call-centre in another continarpair of shoes bought in one country
which have travelled half way or more around theleyadaily contact with people of
visibly different origins — wearing different clotly, having different habits, eating
different food, identifying with different religian— all of these things have appeared in
less than a generation.

For many people the experience is changing withéirtown environment. For others
change comes through their move to another cowgrgnigrants, refugees or asylum
seekers. For others again, it is a professionag¢memce, and flying to another country
once a week or travelling to another continentdastay of several months is simply
expected of them as “just part of the job”.

Yet we know that this kind of professional mobilisynot as simple as it appears. There
are major demands on someone who has to metaphorcal literally “find their
way” in a new cultural environment, and they mayalty become “lost” both literally
and metaphorically. As a consequence, a practitatast has arisen in cross-cultural
training for those who are professionally mobilehislr has flourished in recent
decades. Much of this is based on common-sensiitibn but there has also been a
realisation that there is a need for sound themaktinderstanding. Otherwise it is
possible to do more harm than good, to reinforegugiice and overgeneralisation, for
example, to advocate stereotypical response toemperience.

What the ICOPROMO project offers is a thorough tk&oal grounding and a large
number of training activities which reflect a riamderstanding of a complex
phenomenon. The model identifies the key elements their relationships. It is
dynamic, demonstrating the role of the differemnebnts in the change which follows
from reaction to the challenge of what the teanh ‘thé new world order”. It is this
dynamic character which is its great merit. It aothose involved, whether as the
people who are mobile or those who are preparirgmtio become mobile, to
conceptualise the experience and thus feel mordoctahle with it.

A model does not, however, guarantee a “safe lgfidiny more than the preparatory
activities one might undertake, but it helps usitderstand what is happening. In any
case, a “safe landing” is not always the best thitige challenge of the new, the culture
shock it brings, is no more than an opportunitylgéarn, to become different, to
“unlearn”, in short to gain the new perspectivet tisapart of any education. It is no



more than that but it undoubtedly can be a paditylforceful, rich, demanding and
sometimes destructive experience, like all edunatiexperiences.

Because of the potential negative effects as vgetha enrichment mobility can bring,
people need preparation, need guidance, need timeeflection and the intellectual
tools of analysis. This is what the ICOPROMO projetfers in its model and
activities, and it does so on the basis of a paoalysis of the needs of the
professionally mobile people who are its primargiance.

There is no doubt, however, that the work of theugrhas wider significance and that
their model and activities will be relevant to athén the field, whether trainers,

researchers or other mobile groups. We have theréfeen very happy to be involved
in the project, to offer a small contribution anal dee the project mature into a
substantial and important product which is represein these pages and in the CD-
Rom which accompanies them.

We should not forget, either, the difficulties obrking on such projects, which to
some degree mirror the demands made on the maloifessionals for which the team
was working. They too have had to fly, to work imtensive seminars, to meet
deadlines, to write in another language, to adr@niBnances, to leave their families
behind during their weekends and free time, to kiepmomentum on this project
going whilst dealing with other projects, respoiigibs in their own universities and
so on. This is the internationalised, globalisedrldvavhich impacts as much on
academic workers as on other professionals.

It has been a pleasure to be involved, to seectira themselves evolve, as well as the
product they present here. It can now fly free atitj we are sure, be admired by all
who encounter it.



Introduction: How to use this publication

Evelyne Glaser

This publication combines a printed document a@DaRom. In the printed document
the reader will find essential information on theOPROMO project and on the
theoretical model developed within its frameworlisl section is mainly intended as
background reading to enhance the understandinipeofmaterials designed for the
development of intercultural competence. The ptajeam feels that all those who are
interested in the enhancement of intercultural cetepce using our training activities
will find it valuable to gain a deeper insight intiee theoretical concepts underlying
these materials.

In addition to the texts that also appear in pdriiem, the CD-Rom features a set of
18 training activities designed to develop the rnruéural competence of a
multicultural workforce, especially of people warki in multicultural teams. Every
activity included in this collection aims at fostey some particular skills that are
briefly defined in the rationale of each activi#%. more detailed description can be
found in the text on our model. Depending on thecize needs and interests of a
specific target group, the facilitators will be alib choose those activities they deem
most suitable. In other words, there is no strejuence that has to be observed in
using our materials. Below, the reader will fintehle that provides an overview of the
activities included and the respective competetizmgaim to develop.

The CD-Rom also contains a fairly detailed analysfsa qualitative study on
multicultural teams carried out in the four coupdrrepresented by the original project
team (Austria, Germany, Portugal and Spain). Tkalte from this study were used to
define the main elements of our model. Finally, thader will find an analysis of a
survey on the topics of languages and cross-cliltieaning in 30 international
businesses and organisations.



Table of activities for the enhancement of intercutiral competence

Intercultural competence | Name of activity Timerequired
Awareness of the self and | What | am/ have/should 45 minutes
the other

Who's talking funny? 40 minutes

A name, a self

40-55 minutes

Preferences

45 minutes

Communicating across
cultures

Rich points

55-70 minutes

Language and reality 40-50 minutes

It's a puzzling world 70 minutes

Tu es anglaise? 30 minutes

Non-verbal communication and body0 minutes

language
Acquiring cultural All eyes and ears 120 minutes
knowledge (site visit)

45 minutes

Sense-making Journey to the unconscious 40-50 minutes

| speak English, | am literate 50 minutes
Perspective-taking Not like you 120 minutes

Perspective taking 60 minutes
Relationship-building Where do | belong? 20-30 minutes

“Languaging” through e-mail 90 minutes
Assuming social The common and the divergent 90 minutes
responsibility

Just words, not bullets 120 minutes
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The ICOPROMO project

Evelyne Glaser

1. Rationale for the ICOPROMO project

Professional contacts are increasingly taking placeoss cultural and linguistic
boundaries. However, not everyone who is callechupovork with people from other
cultures in the professional world has been apjmtgly prepared to meet the
challenges involved in what we define as “intenatdt interactions”. In fact, very few
educational institutions in the field of the so@alences have successfully managed to
combine the development of intercultural competeneiith the language education in
their programmes. Hence, their graduates often findard to cope with cultural
differences, particularly when working in multiaulal teams, and they often lack the
necessary cultural knowledge or mindfulness.

The team members of this project therefore fed tha Intercultural competence for
professional mobility (ICOPROMO) project can makeuseful contribution towards
greater social cohesion across cultures. In adlittee ICOPROMO project intends to
foster personal fulfilment, active citizenship, asatial and professional inclusion by
facilitating managers’ and workers’ mobility. It témds to stimulate ongoing
discussions about the value and necessity of |aejoalture education for
professional purposes.

The objective of the ICOPROMO project was firsitygroduce a comprehensive and
integrated model that can serve as a theoreticlmimning for educators and learners
in the field of language and culture. At the sameet this model aims to contribute

towards a visualisation of the ongoing and cyclidavelopmental process that is
characteristic of intercultural competence. As viltle acquisition of languages, one
never attains complete mastery in this field. Sdbgrthe project team developed a set
of activities to be used in training situationshwihe designated target groups. Each
activity addresses one particular aspect of theldpment of intercultural competence

as defined by the project team in the ICOPROMO rhode

The materials developed in this project are prilpatargeted at educators and
facilitators working with:

. undergraduate and graduate students (with a baskdron social sciences),
who are preparing for their professional careers;

. managers and employees, with an academic backgroutig social sciences,
who are either preparing to work in different crdtusurroundings or who need

11



to develop language and cultural awareness to auiffe the intercultural
workplace.

However, all those who are preparing adults froheptreas for interaction processes
with members of different cultures may also fine tactivities and the underlying
theory useful.

The project focuses on group-oriented (teamwogthar than on individually oriented,
intercultural communication and interaction competes. It identifies and recognises
non-formal learning settings (namely, cross-cultepgerience) and uses them as the
basis for formal education and further improvemehexisting language and culture
skills. It aims to promote lifelong and reflectilearning and tries to integrate language
and culture awareness within domain-specific kndglée With its double focus on
language learning and the development of interralltcompetences, the ICOPROMO
project finds itself aligned with the aims propaghby the Council of Europe in its
European Language Portfolio and the Language Pdsspiwe activities targeted to
learners at B2 and C1 level as defined by the CamiGoropean Framework of
Reference for Languages intend to enhance botluégyggand culture learning.

The proposed activities will help learners to beeomware of the deep-rooted
assumptions, ideas and emotions pertaining to tvairas well as the target culture(s).
The training participants will come to realise hdowese influence their (selective)
perceptions of the other. Attributions and categpdions that frequently guide cross-
cultural communicative behaviour will be broughthe fore, questioned and hopefully
modified/discarded. The aim of these activities tis provide the members of
multicultural teams with the necessary backgroundiark comfortably and efficiently

with representatives from other cultures in wayat thonour the backgrounds and
identities of all parties involved.

2.  Stages of the ICOPROMO project

Throughout the three-year project, the ICOPROMJeqmtateam consisting of Evelyne
Glaser (Austria), Manuela Guilherme (Portugal), Madel Carmen Méndez Garcia
(Spain) and Terry Mughan (UK) (who replaced Susawreber, Germany, in 2005)
was very actively supported by their advisers, MahByram (Durham University)

and Duarte Silva (Stanford University).

During the initial stage of the ICOPROMO projedige tteam conducted a thorough
search for existing literature on intercultural gumatence, intercultural communication
and multicultural teams, the aim of which was tovide the necessary theoretical
background and framework. We specifically looked tla¢ories on cross-cultural
communication (for example, Agar, 1994a, 1994b; gt 1998; Brislin and Yoshida,

1994; Byram et al., 2001, 2003; Kramsch, 1993, 20®&elye, 1995, 1996; Ting-
Toomey, 1999; Ting-Toomey and Oetzel, 2001) anedtrito relate them to
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management theories on culture (for example, Adi@97; Hofstede, 1980, 1991; Hall,
1976; Trompenaars, 1994; Hampden-Turner and Troagyen 2000). We also took
note of and built on previous projects on relatgulds carried out under the auspices of
the ECML, such aMirrors and Windows: An Intercultural Communicatidextbook
(Huber-Kriegler, Lazar and Strange, 2008)DYSSEUS: Second Language at the
Workplace(Grinhage-Monetti, Halewijn and Holland, 2003)Smrcial Identity and the
European Dimension: Intercultural Competence Thio&greign Language Learning
(Byram and Tost Planet (eds.), 2000) to ensurettiegatCOPROMO project would not
repeat any existing work.

Subsequently, a comprehensive qualitative resesttady was carried out in Austria,
Germany, Portugal and Spain among managers andoweesl with extensive

experience in multicultural teams. From this reckawe were able to derive the
existing needs and requirements that our traindtigities would have to cater for. At a
later stage we also carried out a quantitative ystaisiong European companies on
guestions related to in-company language and eult@ining. More details on these
studies can be found in the chapters that follow.

The third stage involved the development of a térgatheoretical model for the

development of intercultural competence for prafess mobility. Simultaneously, we

also designed a number of training activities to useed in multicultural and/or

monocultural teams. Their aim is to raise awareradsene’s own and the other’s

culture and to enhance communication skills, ad aglthe abilities of sense-making,
perspective-taking and relationship-building. Hyalrainees should also be made
aware of their social responsibility in a multiewhl working environment and to

manage diversity effectively. In brief, they sholid led to question their own social
behaviour patterns and habits, and to change thesudh a way that they can move
successfully between cultures.

In an ECML workshop in October 2005, 23 particigafibom 22 European countries
came to Graz and co-operated actively with the IRORIO team in testing and
improving the activities. The team is greatly inthebto AVL List GmbH and GIBS
(Graz International Bilingual School) for hostingyeoup of workshop participants and
for allowing them to carry out an ethnographic\dgtifor the ICOPROMO project on
their premises. This enabled the project team dred workshop participants to
contextualise today’s corporate and organisatioealds and realities as a backdrop to
reviewing and testing the ICOPROMO training acibst

The final stages of the project focused on thesieriof our earlier model and on the
preparation of the project publication. Even thoulgh ICOPROMO team members
make no claim for the project's completeness arfepton, they hope that their work
will enable the defined target groups to extendrtihange of skilled intercultural
behaviours and to open them up to the rich expegief moving successfully between
cultures.

13






ICOPROMO: A transformational model

Evelyne Glaser, Manuela Guilherme, Maria del CarmenMéndez Garcia, Terry
Mughan

1. Introduction

The ICOPROMO modélis transformationain that it articulates the journey the
individual undergoes when becoming aware of intéucal challenges as a result of
his/her mobility or that of others with whom he/sinest communicate effectively. It
then describes how and what that individual musirién order to communicate more
effectively, the impact of that learning on his/hattitudes, behaviour and
communicative performance and the on-going expegieof encountering new
challenges and learning new knowledge and techsitpimeet them.

This journey begins on the left-hand side for moktus when some aspect of the
political or economic environment exposes us tducal difference.The new world
order? and its impact otthe individual cause him/her to be removed (physically and/or
psychologically) from the home environment (or “dorh zone”) and to encounter
cultural difference. At that point both the traeeland the environment are faced with
challenges of a cultural and linguistic nature which mustrhet in order for material,
physical and emotional needs to be satisfied. dhan beings have their own personal
dispositions to this kind of challenge. Some feel totally disatated by a foreign
environment and others appear to be able to adajitquickly. Learning needs are
therefore highly personal and everybody needs réifitekinds and degrees of support
in orderto cope with the situation. Coping here can be seen as thegsday which the
individual feels able to reliably process data amdpond appropriately in order to
achieve their objectives.

At an educational level, those needs can be exguless tompetences’ the traveller

needs to possess. Through reviews of relevantafite and empirical work, the
ICOPROMO project has identified a series of théwg &re listed in the large central
box. These competences stretch from the processing language effectively to the
challenge of understanding one’s role and respditisib to the new environment as a
citizen of it. They entail both cognitive and belwaval (skills) development which can
be achieved through study and training. They asenkd through participation in the

1  When viewed in colour the model has the appearahhorizontal traffic lights. On the left sidehere
the learner encounters cultural difference andsstas/her journey, the box is red. The learningsgs
in the central boxes are shades of amber and igeindividual has completed these and is able to
move forward on the right, the box is green.

2 For a fuller explanation of the terms highlighte bold and italics, turn to Section 2
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range of activities that accompany this text and lwa found on the CD-Rom. Most are
best carried out in groups and led by a capabieetridacilitator.

These groups, rather like many professional orgdiniss and teams, will themselves
be composed of people of differing cultural andgliistic backgrounds. Language, both
verbal and non-verbal, is the prime means by whainmunication takes place. Thus,
the very thing about which the traveller is leagnifintercultural competence) is the
means by which he/she is receiving and processiag knowledge (medium). How
well he/she learns is to some extent determinedhbydegree of competence in the
language and knowledge of the cultuteterlanguage/interculture in the model
expresses this interdependence between the intmalutompetence and the medium
and how mindful we need to be of the effect theyehan each other and the overall
process of learning.

The development of intercultural competence theeefiovolves the learning of certain
knowledge and values and the re-evaluation andudiswy of existing ones which may
conflict with them. Alongsidéearning, unlearning therefore takes place and this is an
iterative process.

In completing these activities, the traveller wélevaluate many of the attitudes which
have been accumulated as a monocultural entitygXample, the tendency when faced
with a critical incident immediately to attributeeseotypes to all members of a foreign
culture without qualification or reflection. Thequess ofattitudinal change as he/she
learns to respond differently by instead pausind asking himself/herselivhether
there may be another explanation leadindgdbavioural change as he/she learns to
inquire rather than opinionate. Cumulatively, tliere, as the traveller adapts to
challenges of this type, he/she becomes mobile withintercultural mindset not a
monocultural one. This is, however, not a finiteinboas he/she constantly finds
himself/herself exposed to new incidents, stimuid echallenges which need more
information, learning and reflection to inform amppaopriate response. This is
particularly the case in professional contexts whére mix of nationalities and
locations is increasingly rich. Teams of peopleefacsiness challenges which expose
the traveller to organisational pressures as welteghnical and personal challenges
and the amount of information and relationship®éomanaged is constantly growing.
This causes him/her to review, re-visit and refenéw sources of learning to become
moreinterculturally mobile and competent.
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Intercultural Competence
Development

- Awareness of the self and the
other

- Communicating across
cultures

Intercultural
Mobility

Dispositions

I

Attitudinal
change

9

Ability to interact
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The new world order

Need to cope - Acquiring cultural knowledg y in

- Sense-making intercultural

Challenges - Perspective-taking professional
- Relationship-building contexts

- Assuming social
responsibility

Figure 1. ICOPROMO - The development of intercalteompetence:
a transformational model

2. The new world order and the individual

2.1 External factors

The need for intercultural competence on the paprofessionals and the provision of
training programmes for this purpose has been ksigblished in the diplomatic and
military spheres where medium/long-term overseascgrhents are commonplace.
Since the Second World War a similar need begaanterge in large multinational
companies, mainly American, which chose to stadirtinternational subsidiaries with
American executives. These expatriate executiviegsh @accompanied by their spouses
and children, would be supported in their prepamafor and acclimatisation to their
new home by means of training, advice and helpomestic as well as management
matters. The expatriation model was largely resiptmgor the emergence and growth
of the intercultural training industry, even thoughwas based on a simple business
model and a limited marketplace. In recent yearspueh larger and more diverse
demand for intercultural competence has begun tergen driven by economic,
political and social change on a global scale.

Since the fall of the Berlin Wall in 1989 and theseing collapse of the Communist
Bloc, the fundamental nature of world trade hasgbkd and the amount of goods and
labour crossing national borders has increased atreafly. Simultaneously, rapid

advances in information and satellite technologyehamade the world smaller and
brought foreign subsidiaries closer to each othet @ headquarters. Air travel has

17



been deregulated and hence become cheaper, anch mootdlity across borders for
business and tourism has increased significantlya@olitical level this mobility takes
many forms; on the one hand, as a new personalldreebecause of professional
opportunities and new trade agreements (EU, NAFAREC) and, on the other, as
enforced migration because of conflicts such asdlio Bosnia and Kosovo.

2.2  Growth in world trade and investment

Between 1980 and 2000 world exports of goods hdweosa doubled, reaching

US$7 000 billion in 1999 and accounting for alm®28 of world domestic product.

Over the same time period, flows of world foreigredt investment have quadrupled,
reaching around US$500 billion in 1999 (Wall andeRe2001). Of course all these
developments took place within an environment aféasing competitiveness and the
aggregate figures disguise large differentials egianal and national levels. For
example, labour costs even within the European tJai@ extremely variable, up to
three times higher in Belgium than in Portugal @97 (Wall and Rees, 2001).

Much of this growth has been facilitated by theetddisation of most of the world’s
economies, guided by institutions such as the GéAgreement on Tariffs and Trade
(GATT) and the World Trade Organization. As cowgrhave signed up to agreements
to open up their domestic markets to internatiammhpetition, they have effectively
joined an international market in labour wherebgyttboth import and export human
resources more easily. The number of cross-bordengens and acquisitions grew
fourfold between 1990-99 (Kang, 2001). This acjiviinpacts directly on the shape
and culture of the organisations affected, increpsimobility, cross-border
communications and stress for many of the indivisliravolved.

2.3 Communications — Air travel and information tednology

One of the earlier consequences of the liberatisatf markets was the privatisation of
many branches of the airline industry. Within atiekely short period in the late 1980s,
nationalised companies such as British Airways AmdFrance were exposed to new
sources of competition for routes and increasingsgure on costs and prices. The
arrival of the “budget” airlines such as Ryanaid &asyJet made air travel cheaper and
easier. Between 1980 and 1999 the number of irtterad tourists more than doubled
from 260 million to 600 million travellers a yeai@ll and Rees, 2004).

Rapid progress in information technology and itesjyssuch as the Internet and
videoconferencing have also created means by whitiiduals and companies can
access and manage information in new ways. Larg@panies have intranets at their
disposal to store and update product, financialraacket information and these can be
accessed from anywhere in the world. Project teeamscommunicate daily, face-to-
face, on the Web and to do this effectively newlsland protocols are needed to
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ensure good communication. These employees haviak® differences of time,
language and culture into account if they are to dffective in e-mails and
videoconferences.

2.4  The impact on multinational companies and theiorganisational
structure

A much-discussed consequence of these increasdd flaws and communication

channels is their impact on companies, how thayctire themselves and attempt to
respond to market change. Bartlett and Ghoshalg)j1®8cked the development of the
international corporation and propose that the wiai from the multi-domestic

model, through the international and global modtis the currently dominant

transnational model reflect the historical shifisgiobal economy and the need of the
large corporation to restructure internally to @®ph to external changes in the
marketplace. This evolution is essentially one shdt from a hierarchical, centralised
structure based on the primacy of the nation-sha&tsed headquarters to a matrix
whereby all global units of the organisation legeranarket advantage, innovation and
economies of scale in a multidirectional set oatiehships. This gives rise to a flexible
working regime where an individual employee migbpart to a line manager in the
same building as him/herself for functional puroaed also to a manager in a far-off
country for the purposes of product developmerprofect management. This form of
corporate operations necessitates the creationrtofalteams who communicate and
manage projects electronically across great disamdthout necessarily ever meeting

up.

The challenge for smaller companies is to institsitailar forms of communication

with fewer resources. Those which succeed in mrsitg themselves in a supply-chain
driven by a large company are sometimes able tmgaand network using the larger
firm's resources. Individuals working for any compathat is active in international

markets are nowadays faced with a bewildering rasfgehallenges and channels to
market that have to be constantly mastered andtegda

2.5 Education and exchange programmes

Students constitute an important part of the mobi@bal population. There are for
example more than 50 000 Chinese students studsyirtige United Kingdom. Some

managers and entrepreneurs are given a flyingisténeir professional careers by the
opportunity to spend part of their undergraduateliss in a foreign university. The
ever-increasing use of English in academic and essibnal circles is creating
opportunities to live and study abroad and therigloyease their employability and
attractiveness to employers. The European CommissiBRASMUS programme

funds the university to develop links and accreititaand the student to travel to the
foreign university.
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Graduate employers across the world frequently ‘@Gitiernational experience” or “a
cosmopolitan mindset” as one of the leading catddr selection of graduates for
training programmes. The Bologna Declaration (199%®yesees continuing

convergence among nhational educational programnmek iacreasing mobility of

products and resources, though many students enolpatlkeir programmes with very
little intercultural preparation.

2.6 Migration due to EU enlargement and political mrest

In the European Union around 20 million people ramgrants (Euractiv, 2006).
Migration takes many different forms, political economic, temporary or permanent,
social or professional. The events in Bosnia anddo in the 1990s and the expansion
of the European Union in 2005 created waves of amigr from low-wage countries
wishing to seek work in Europe’s more advanced enves. Not only do these
workers contribute labour, they also become pathefhost community, contributing
to its culture and diversity and drawing on itsiabeeducational and health resources.
This generates cultural and linguistic interactrdrnich may be a source of richness but
also of inefficiency if not actively managed. Whatht be a matter of immigrants
working as doctors, nurses, IT specialists or labm) we now live in an era where
cultural difference comes to us at home and pobaBenges that we have to address
on several levels; citizenship and social cohesiequality of opportunity and
workplace relations and efficiency.

2.7 Personal factors

The events outlined in the previous sections cannterpreted both positively and
negatively. They have generated opportunities ahdeats to communities,
organisations and, most importantly, individualeeTperson entering another culture,
whether as a professional or as a migrant, caeée sither as an intruder or a saviour,
or both. He/she needs to be able to understandyth@mics of mobility and develop
the appropriate skills to ensure they can bottsfyatheir own requirements and goals
and be seen to contribute to the community. Toeaghthis they have to first of all
confront their own predispositions and ready thdweseto embrace difference. This is
not always easy, particularly when they are sepdr&itom family and friends, unable
to use language freely and confidently, and stingglo satisfy some basic material
and psychological needs.

What we know about culture shock (Marx, 2001) rgédy derived from studies of the

expatriation model outlined in the introductionttds chapter. That means it is based
on the corporate executive and his family travglmthin a relatively well-resourced

context. In spite of this, estimates of the numbiefailed assignments, whilst hard to
get right, generally are quite high. Intercultutalmmunication theories, which include
concepts such as tolerance of ambiguity, activerding and mindfulness, may only
partly explain the mentality and behaviour of timeinational student, the migrant
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worker or the virtual team. Can we transpose thgagiation model onto these new
communities or do we need new research? Probabliatter but in the meantime it is
probably safe to assume that the fears and insiesuof intercultural travellers are real
and need to be addressed on a social, educatioth@rganisational level.

2.8 Conclusion

Globalisation, however we choose to define it, éntgreater degrees of human
mobility on all levels than was the case up uhi 1980s. People from a larger number
of countries, of varying levels of education andddferent professional backgrounds
now find themselves in critical intercultural cocttaat home or abroad, in person or
electronically, with members of other cultures.reased trade, migration and corporate
integration equals greater occurrence of intercaltiprofessional contact and a
corresponding demand for communication skills. TIBOPROMO project was
designed to contribute to meeting this demand.

3.  Dispositions and behavioural change

3.1 Introduction

As with all types of learning, trainees can benéliferentially from intercultural
training depending on the one hand on factors eateto the learning context (as
previously discussed) and on the other on theiividdal dispositions or motivations
(namely, their abilities, motives, expectations]limgness) (Caligiuri, 2006). This
means that any given intercultural training acyivitill not necessarily achieve the
same results with everybody. The ICOPROMO modebssts that in order for the
individual to develop intercultural competencesiniecessary to trigger behavioural and
attitudinal change. The likelihood or unlikelihooof this change happening is
dependent on personality factors. In order to resmhe understanding on how these
personality factors (dispositions) impact attitudesl behaviour, it is necessary to look
at some basic theories of psychology.

3.2 Psychological theories on dispositions
3.21 Fied theory
Field Theory, developed by Kurt Lewin (1935), emgibad that a person’s behaviour

(B) can best be understood by studying the intenadietween his/her personality (P)
and environmental pressures (E):

Be=f (P, E)
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This means that one’s behaviour is related to bmib’'s personal characteristics
(dispositions) and to the social situation in whicime finds oneself. Hence,
dispositions, in order to be activated, requireo aéxternal/environmental factors.
Psychology traditionally differentiates between ivational and cognitive dimensions
when referring to a person’s intrinsic dispositiomBe complexity of the motivational
and cognitive dimensions involved here is illusgthin Figure 2.

3.2.2 Drivefactors

As Figure 2 shows, a basic distinction must be mbdeveen drive factors and
abilities. The drive factors are the core of mdiiwaal theories, while the abilities find
their home in learning theories. In practice, boibrk as an integrative system. The
bases of drive factors are motives. Motives hawe dimensions and are anchored in
the subconscious realm of the human being. Thegisbof a driving force and are
also directly connected with a special content.iSege speak of a “power motive”, the
content consists of the disposition to influendeeotpeople and the driving force is the
attempt to display a behaviour that will achievis tjpal. Whether this goal is actually
achieved or not depends on external factors, namelthe specific nature of the
interaction with other parties and specifically the willingness of others to follow an
individual who assumes power.

The scope of the content of motives is manifoldpdesally, three areas captured the
interest of psychologists: McClelland (1961) foaliseainly on achievement, power

and affiliation motives. Berlyne (1950) concentdhatkis research primarily on the

curiosity drive which itself consists of many formeging from sheer nosiness and the
wish to explain trivial things to the desire to chaan understanding of nature and
finally of the essence of human existence.
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Dispositions: personality factors

Drive factors:
= Motives (content)

= Affective processes (for example, fear, anxiety,
etc.)

= Expectations/attributions

= Volition

Abilities:

Talents/learning/skills/knowledge

Internalised societal values

Physical factors:

Health/physical strength

Figure 2. Model of dispositions

Weick (1996) underpinned such a curiosity need with theory of sense-making.
Sense-making is an attempt to reduce multiple mean{equivocality) and handle
complex information used by people in an orgarigatin his constructivist approach,
behaviour comes first, is observed by the persoo thbn tries to explain the reasons
for this behaviour and gives it (invents) therelsease.

The cognitive dissonance theory by Festinger (12&ids to the sense-making process
the concept that human beings actively try to eremtconsonant picture of their
subjective world. Thus, according to cognitive disance theory, individuals tend to
seek consistency among their cognitions (that ediefs, opinions). When there is an
inconsistency between attitudes or behaviours gdasce), something must change to
eliminate the dissonance. In the case of a diso@phetween attitudes and behaviour,
it is most likely that the attitude will changeaocommodate the behaviour.
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Within the framework of this theory, the importanoé commitment/volition was
rediscovered, a concept that was originally verganant in theWillenspsychologién

the early 1900s in the German psychological litemtThis idea is also connected to
Freud's concept of the ego and the socially detsethi superego. The term
“commitment” actually underlines the driving foroédecision making which is based
on the subjective perception that the person helsoi&ce between alternative ways of
action. For example, if a person after a thorouggrch has made a decision to buy a
special brand of car, the person changes from &ralen@searcher to a “committed”
driver of this car and gives this vehicle a mucghler value than before the decision.
Along the same lines, it is very important for stots to have a choice in the selection
of the languages they want to study, as the cousailecision in favour of a certain
language is a very important factor for motivatenmd commitment to make progress
and eventually achieve mastery.

The reference to Sigmund Freud underlines anotepec of personality factors,
namely the phenomenon of conflict. Despite all sdes to avoid cognitive
dissonance, the human being has to struggle ngtwitth external conflicts but also
with inner disparities. Thus, a child may want & p dog but is afraid at the same time
that the dog may bite him. Along these lines, Le(@835) differentiates between three
kinds of conflicts: (a) avoidance-approach condlias described in the above example,
(b) avoidance-avoidance conflicts, for example wespe the language-learner analogy,
the person has to choose between a written andarexamination in the language
he/she is studying and likes neither of them, Jraft approach-approach conflict, in
which the person cannot decide between two posititernatives which have an equal
appeal to him/her, like travelling to different eties and staying at home. In his field
theory, Lewin shows how such situations can finésolution with or without the help
of other persons.

A second factor was added in the development ofvaiiinal theories by including
cognitive factors in the form of expectations. Thesxpectations are based on the
experiences in the learning process of the per&aromplex concept is, for example,
the theory of self-efficacy by Bandura (1994). Inist concept the behavioural
disposition depends on different factors which dprine person to the conviction that
he/she will be successful in mastering a task, fordexample, will be able to learn a
language. Conversely, the individual has had aipuswnegative experience that earlier
aspirations in this area were always unsuccesshérefore his/her self-efficacy will
be low with regard to language acquisition. So,g@drehavioural tendency it is not only
important to have a motive for something but als® éxpectation that the content of
this motive can be achieved. As Bandura (1986),s&8alf-efficacy is the belief in
one’s capabilities to organise and execute thecesuof action required to manage
prospective situations.” Hence, if an individuald®high expectations that he/she can
become culturally competent through training, thences are higher that this can
actually be achieved.
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Besides motives and expectations, emotions/afiestiaccompany the motivational
process. They are also anchored in the subcons@bua human being. Such
emotions/affections may act as a leitmotif of tharacter of a person, for example,
they are responsible for the fact that a persageigerally fearful and full of angst, or
might be melancholic, or very cheerful and outgoinbhese are long-lasting
characteristics that can occasionally be interidiftg shorter eruptions of emotions
like joy or anger.

3.2.3 Abilities/societal values/physical factors

Another dimension of the inner structure of a peadity consists of/alues They are
internalised by the socialisation process in depeod and interaction with the micro
or macro social environment. Besides all theseimgiviorces, the human being is
equipped with abilities, talents and the acquiredwdedge through learning processes.
The development of knowledge can be based on amal error or on vicarious
(imitative) behaviour.

All these psychological dimensions are embeddethénphysical characteristics of a
person. Modern learning theories have provided vietgresting results on the
functioning of the brain and are very helpful foetdesign of a learning process.

3.3 Moderators and mediators of behavioural change

This inner repertoire of the human being shoulddizgnosed when we attempt to
influence behaviour through intervention, whichrisour case when we try to enhance
intercultural competence through training. In orttebe successful, we should strive to
achieve a fit between a person’s dispositions amdraining instrumentsThis means
that the training methods have to be adapted tindinidual. Therefore, it is very
important to consider which factors of the persitypare stable and which ones show
enough elasticity and thus may result in a propernsi change. When looking at
motivational dispositions, the dominating motiveusture is a very stable factor.
Consequently, it will be easier to adjust the ctigaifactors and the environmental
conditions for learning. Obviously, training can brich more effectivéf a person
shows signs of open-mindedness and if he/she ifppeg with a high degree of
curiosity and achievement orientation. In contrasperson who shows a dominating
failure-avoidance motive and a low self-efficacyhis/her learning history, especially
in the area of languages and the understandingilafral differences will hardly be
affected by an intercultural training course. Tikigery important for a trainer to know,
because the motivational dispositions of a traimeg be structured in such a way that
it may be difficult to effect any changes in belwavior attitudes.

Locke and Latham (1990) integrate most of the afemioned motivational and
cognitive variables into a model of work behaviowhich they call the *“high
performance cycle”. This cycle starts with high lgaa meaningful, growth-facilitating
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tasks or a series of tasks. These tasks are $ettase or provided by other persons (for
example, supervisors, colleagues, teachers, famégnbers). The performance as the
fulfilment of the tasks depends on the complicatgdraction between “moderators”
and “mediators”. In this model, the abilities, coitments (volition), expectations and
the self-efficacy of the person are considered hes rhoderators, whereas the task
complexity is viewed as the environmental factomadhg the mediators, Locke and
Latham highlight two factors which are rarely irdda in motivational theories but
seem to have an important influence on a “highgrerénce” learning process, namely
efforts and persistence as internal personalityofac Their importance has recently
been confirmed by anatomical studies of the br@unsnard et al. (2003) found that
students who scored highest in persistence haligivest activity in the limbic region,
the area of the brain related to emotions and sabihe “high performance cycle”
continues when the performance is reinforced wigwards” and with the experience
of satisfaction or dissatisfaction. The level ofifaction is not seen “as the start” of
the performance process or as accompanying therpehce process in this model,
but is placed “at the end” of the cycle. Howevérdétermines the consequences of
efforts made. With the degree of satisfaction théividual's willingness to accept
future challenges increases.

3.4 Conclusion

To conclude this short overview of personality festand the psychological structure
of a person, we can sum up the general consequasdelows:

There is a clear interdependence between the ¢wmational state of a person and
his/her current situation/environment in the wagythnfluence human behaviour. In
other words, if there is no fit (agreement) betweeperson’s dispositions and the
environment, there will be only limited behaviourghange. Consequently, if

intercultural competence training in a professiooahtext (as an intervention) is to
result in behavioural or even attitudinal chande, €nvironment (that is, the training
itself or the professional situation) must be atixe for the individual. The facilitators

should therefore ensure that the learning environiisepropitious and that the learners
can clearly recognise the advantages they canfgaitheir private and professional

lives by taking part in such training.

4.  Challenges

The introduction of the concept of “challenge” in gtercultural competence model
entails the recognition of the difficulties whicimerge from intercultural encounters
and even more so from the development of interwalltuelationships, both at a
professional and a personal level. However, it &lstails an acknowledgement of the
multiple and enriching possibilities that such antters and relationships may provide.
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4.1 Awareness

The very first challenge that one faces in an oukural encounter is the awareness
that one’s own perspective is rooted and thereliorided. Although recognising this
may at first be paralysing or confusing, it opens immense opportunities for
expanding one’s horizon (Gadamer, 1970; Bhabha4)19%his experience will thereby
result in a redefinition and a new articulationarfe’s affiliations and of the earlier
stable configuration of one’s identity (Hall, 1996)

Foreign language/culture and intercultural learrang essential in processes like these,
processes of engaging with different world visiomsg are therefore crucial in raising
awareness of one’s horizon and, consequently sdfntits (Byram and Zarate, 1997;
Giroux, 1992). The development of critical cultusavareness should be identified as a
main goal for the development of intercultural cetgmce and ultimately for
intercultural active citizenship (Guilherme, 2002he methods for raising intercultural
awareness which have been used mainly in actividkesed to foreign language/culture
education and in some professional developmentranagies are namely: ethnography
(Roberts et al., 2001), authentic text hermeney#camsch, 1993); and focusing on
metacognition (Earley and Ang, 2003).

4.2 Communication and interaction

Success in intercultural communication/interactias been described as an interaction
which is appropriate and/or effective (Smith, Paaa Steglitz, 1998; Guilherme,
2000; Ting-Toomey and Chung, 2005: 17-18). Sucde#liews from meeting the
requirements of the host culture or negotiatingwken one’s linguistic/cultural
background and the host culture one is engaging tith by taking from it and
contributing to it. Both these alternative or coementary perspectives lie at the heart
of intercultural communication and interaction aae common to different models
which have been proposed for the development efdéaottural competence and which
aim either at assimilation into the host culture ar a pluralist integration. By
definition, all models of intercultural communiaatiinteraction exclude the option of
rupture.

Several researchers have, however, described theesy of engagement with other
cultures not as an immediate event but as a prsigresnade up of different stages.
Bennett, for example, identifies two main stageseath end of the process of
becoming interculturally competent, the “ethnocehtrand the “ethnorelative”

(Bennett, 1993a). The first stage starts, accortiinthe author, with the “denial” of

differences, by emphasising what is common, or agply common, in all human

beings, and progresses into a “minimisation” stafere the individual admits some
differences but tries to play them down. The “etietative” stage starts with an
“acceptance” stage and moves on to “integratiorénmett explains that intercultural
individuals can reach different levels of the “mration” stage. They can try to
articulate aspects of both cultures and, to sonenéxconstruct a new identity which
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remains, nevertheless, rooted in the cultural,ialbalticultural, context. Or they can
somehow live in a “constructive marginality” whi@mnables them to become more
independent from the cultural constraints of thmimediate context (Bennett, 1993a).

Other authors, however, tend to adopt a more Imligpproach to intercultural
exchange and identify “cultural intelligence” as fserson’s capacity to adapt
effectively to new cultural contexts” (Early and ¢in2003). In fact, effective

intercultural communication and interaction is defi from different perspectives by
different authors. It can entail: (a) an investiggitattitude, “understanding each others
styles and motives behind them, is a first move owercoming intercultural

misunderstanding” (Kim, 1998: 105); (b) a dialodiead relational attitude, where
sheer communication and interaction, although \aitipurpose, is at stake (Byram,
1997); (c) a more or less respectful strategituatdi, which can imply a commitment to
fulfil a task or to persuade, or even influences tther (Byram, 1997); (d) a critical
attitude, which implies a critical awareness of thetives and pressures experienced
by all participants, of the power structures in htbatultural contexts and of the

interdependence and relations between them (Guoilne2002).

4.3 Power relations

Power relations are common to all cultures butrtheirkings and the criteria on which
they rely vary from society to society and fromtaté to culture. Therefore, “different
types of power are effective in different cultusaktings” (Pennington, 1989: 262). The
challenge for intercultural communication and iatdion in the multicultural
workplace is to develop the attitudes and the skithich allow for relationship-
building on democratic terms. According to Sant®806: Ixii), democracy “can be
defined as the entire process through which unepowader relations are replaced by
relations of shared authority”. However, if authyiis shared, the symbolic sources of
influence in one’s perception of the other, in caction with issues of gender, race,
religion, etc., can still influence the dispositothat one brings to the intercultural
encounter.

Foucault’s notion of “capillary power” accounts fitve proliferation of power games at
the grass-roots level which is very helpful for arstanding the negotiations which
take place in professional teams or groups. Poaereenerge from different sources of
explicit and implicit authority, which can deriveom formally appointed positions or
from experience, knowledge, competence, sociallsskir even stronger from

connections inside or outside the organisation.hEactor can have more or less
impact depending on its weight within a specifidtate. By developing intercultural

competencies one becomes acquainted with diffgrergpectives, aware of different
criteria and familiar with processes of criticafleetion and critical action that may, to
some extent, prevent one from making absolute jwhgsnand from unquestionably
tracing a plan of action.
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4.4 Ethics

Regulating decisions and behaviours are considetkital when they conform to
conventional beliefs, principles, values and matandards which are particular to
specific communities. The evaluation of the ethigatification of a decision or
behaviour relies on judgments which are particutarspecific communities and
therefore “one of the critical ethical issues lidke cultural differences is the question
of whose values and ethical standards take precetiamhen there are conflicting
ethical positions in a cross-cultural act of commation and interaction (Ferrell,
Fraedrich and Ferrell, 2005:; 219). This is freglyeat challenge in the multicultural
workplace, whether conflicting beliefs, principleglues and moral standards coexist
within a society where a hierarchy is, explicitlyimplicitly, established or where they
have to cohabit temporarily in an even tug-of-w#iherefore, in such situations,
intercultural competencies are challenged up topiiet that a balance between the
respect for one’s dispositions, beliefs, principlesues and moral standards and one’s
attitudinal and behaviour change is reached andegsally acceptable for all
participants.

45 Cultural dissonance

Diverse ethnic cultures coexist at different leyelamely local, regional, national and
global. The latter is therefore not consideredthis case, universal but divided into
European, American and Asian, and subdivided imidhrsouth, east-west, etc. There
are other variables that add or subtract to a kmoadnarrower notion of culture which
can be identified with race, religion, gender, laage, age, social and economic status,
etc.

Therefore, “the workplace as a venue of commurocasimply changes the location of
the interaction, not the predispositions and stgpes that human beings bring to the
situation” (Asante and Davis, 1989: 376). Commutiéca and interaction in the
workplace, although focused on a specific task amdpped in the organisational
culture, carry deep within a load of preconceptiansl biases towards gender, race,
religion, language, age and socioeconomic statusf ahich have been part of one’s
socialisation in the family as well as in otheramhal and formal social contexts.
Furthermore, even where there is a similarity ihn&t background, race, gender,
language standards, age, and social and econoatigsstthis does not guarantee
effective communication. Nor, conversely, is itvitable that the greater the cultural
and/or geographic distance or the greater therdiffee in terms of the other categories
mentioned above, the less effective their commtioicand interaction are.

Linguistic diversity and cultural dissonance aregrefore, a challenge in that they
compel the individuals to be flexible and creatsiece they have to move, at the same
time cautiously and daringly, in the fields of idéemguage and interculture.
Furthermore, one is offered the opportunity to heamlearn and relearn new and old
knowledge and, therefore, to challenge one’s pgrasliand re-read the world.
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4.6 Sustainability

In a global world, it is equally important to firml common language and negotiate
linguistic and cultural platforms for communicatirapd interacting as well as to
provide for the expression of linguistic and cudtudiversity. The concept of “lingua
franca” — a language understood as being spokelyfby non-native speakers — relies
on the idea that it can be constructed for thapgse or that it is adopted and deprived
of its original cultural contents, but in none bétcases does it provide for authentic or
meaningful communication. The use of a common lagguwy culturally diverse non-
native speakers implies, at least, linguistic aotfucal translation and negotiation of
meaning which can, at the same time, complicate emich communication and
interaction.

The theory of the ecology of languages, arguingtierneed for linguistic and cultural
diversity and, as a result, for the balance oflivconditions on earth, enhances the
relevance of the development of intercultural corepeies which enable individuals to
make the most out of their linguistic and cultuesdchanges while respecting the
specificity of each language and culture (Skutnkbhgas, 2000). Similarly, the
theory of the ecology of knowledge, which argues tlee legitimacy of different
knowledge patterns, as well as for the need fomtler the survival of our planet,
provides the framework for a paradigm of intera@dtucommunication/interaction
competence which is characterised by the actuabgreton of cultural diversity
(Santos, 2003). The acknowledgement of the impoetaf such ecologies, which do
not dissociate humans from nature, is a fundamesitahent for understanding the
dynamics of intercultural communication and intéiat whereby individuals and
groups communicate and interact democratically dyetbping a critical awareness of
the self and the other, by valuing different largem cultures and patterns of
knowledge and by recognising different perspectividss is indeed one of the main
challenges which intercultural communication/inttien meets when it is based on
reciprocal exchange, respectful dialogue and falationships, all leading to social
justice.

5. Intercultural competence development

5.1 Awareness of the self and the other

Awareness of the self and the other, getting towkimeself, reflecting upon one’s
culture-bound upbringing and standpoint and anadysh depth one’s norms, values,
beliefs and behaviours is probably the startingiptiwards accepting, understanding
and enjoying otherness. The notion of identity conmethe foreground in this respect
and its exploration seems to beiae qua norior intercultural communication.
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Awareness of the self and the other is linked tobleast, five sub-competences.
Recognising similarities and differences, acknogled that we all have things in

common and aspects that make us different (notasmiypembers of a particular culture
but also as individuals) and exploring them becoar®nriching experience. From a
personal perspective, assessing (personal invgrdad, reflecting on one’s own social
constructturns out to be particularly revealing as it cob&lviewed as the necessity to
embark on a journey inward with a critical mindgaided tour throughout life with a

view to evaluating one’s viewpoints and social ¢args. From the perspective of the
others, finding out about the other lays the fotiodafor the intercultural encounter

and it involves showing interest, curiosity and geerance to know, find out about
and truly understand the other.

From the perspective of the intercultural expergeper se, exploring culture shock and
reverse culture shock and considering stereotypels geeneralisations prove to be
essential. Dealing with culture shock and reverdeue-shock, particularly the latter
as it is an unexpected phenomenon, is necessartheorpart of the intercultural
individual. Brislin and Pedersen (1976: 13) defmdture shock as “the anxiety that
happens when a person loses all the familiar caesedlity on which each of us
depend”. Culture shock seems to be experiencedotoe sextent by people in
intercultural contexts, predominantly when the vidiial enters a new culture. Instead
of culture shock, which may seem hyperbolic, Szan§1966: 44) prefers to talk about
“cultural fatigue” “The physical and emotional existion that almost invariably
results from the infinite series of minute adjustis& However, the impact inherent in
the intercultural contact does not end when thetaminis over. Quite the opposite,
contrary or reverse culture shock takes place dheeindividual returns to his/her
original community and has to re-adjust to the etdironment. This shock is termed
by Brislin and Pedersen (1976: 16) “re-entry ctiss;d tends to be a painful
experience because it is a largely unexpected psocEhe intercultural individual
needs to have the tools to cope with both cultimecls and reverse culture shock.
Together with culture shock, dealing with stereetyjand generalisations comes to the
foreground in the intercultural experience. A sbéype ‘is a category that singles out
an individual as sharing assumed characteristicghenbasis of his or her group
membership” (Brown, 1994: 166). Stereotypes arenhdrbecause they are said to
derive from a grain of truth even though they dnepty false because they disregard
individual idiosyncrasy. Scollon and Scollon (199555) relate stereotype with
overgeneralisations and specify that “the diffeeenbowever, is that stereotyping
carries with it an ideological position. Charactéds of the group are not only
overgeneralized to apply to each member of themrbut they are also taken to have
some exaggerated negative or positive value”. Gdisations, on the other hand,
making general assumptions about other groups bBeaan more specific information
is available, are necessary tools to help humangbkeget to grips with the enormous
amount of information received every day. This lissely related to schema theory,
which holds knowledge to be an intricate systemcofmplex mental structures
representing one’s understanding of the world: fg\act of comprehension involves
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one’s knowledge of the world as well” (Andersorakf 1983: 73). In sum, stereotypes
are overgeneralisations with an inherent positiveemative load of added values.

5.2 Communicating across cultures

Communicating across cultures or intercultural camitation is “communication on
the basis of respect for individuals and equalfthuman rights as the democratic basis
for social interaction” (Byram et al., 2002: 9). @munication across cultures involves
acts of communication undertaken by individualsntdied with groups exhibiting
inter-group variation in shared social and cultyatterns (Damen, 1987).

Drawing a parallel between “intercultural communiga’ and “effective interaction”,
Guilherme (2000: 297-300) defines success in intenal communication as
“accomplishing a negotiation between people basedboth culture-specific and
culture-general features, that is on the wholeeaet$pl of and favourable to each”. For
Cohen (2004), “negotiation is an exercise in lagguand communication, an attempt
to create shared understanding where previouslye theave been contested
understandings. When negotiation takes place ataogsiages and cultures the scope
for misunderstanding increases. So much of negmtianvolves arguments about
words and concepts that it cannot be assumed #waguage is secondary”.
Accordingly, communication across cultures presémsproblem that the selection of
a lingua franca does not ensure that words andepts@re equally understood by all
participants.

Three main sub-components have been identified eisgban integral part of the
competences that allow communicating across cutunen-verbal communication,
verbal communication and language awareness. Ndraveommunicatioroccupies a
relevant position in this paradigm. Communicatiaresl not exclusively depend on
language; as Revell and Norman (1999: 91) indi¢atenmunication ismore non-
verbal than verbal” (emphasis in the original). Nambal aspects may reinforce the
message expressed verbally or, interestingly, thay contradict it. Even though most
of them are not explicitly contemplated in the fgrelanguage curriculum or syllabus,
non-verbal aspects such as body language, eye ctonggstures, proxemics
(interpersonal space), appearance, dressing styhaptics (bodily touching) seem to
be highly significant in cross-cultural communicati

Verbal communication has no doubt been the ceatemhent of most foreign language
programmes, with the first one out of the four meimpetences identified by Canale
and Swain (1980: 7-11) extensively studied andtjzed:

" grammatical competence (the “knowledge of lexicatmis and rules of
morphology, syntax, sentence-grammar, semanticsphaanology”);

. sociolinguistic competence (“made up of two setsutés: sociocultural rules of
use and rules of discourse”);
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" discourse competence (how to combine grammaticahdoand meanings to
achieve a unified spoken or written text in differgenres);

" strategic competence (verbal and non-verbal contation strategies that may
be called into action to compensate for breakdownsommunication due to
performance variables or to insufficient competénce

Furthermore, paralinguistic features such as strasghm and intonation play a
fundamental role in verbal communication (for exéamphe tone used in a particular
community such as the Spanish of Spain may seemressgige in another Spanish-
speaking community and may cause misunderstandieig though the linguistic code
is shared).

Communication across cultures also rests on a thliedhent, language awaren@ss,
defined as the awareness of how speaking one oe amguages or a particular
language such as English is related to social/psideal status. Different elements
contribute to language awareness and, in particitathe multicultural teamwork

setting. First, the language selected in the interal encounter is worth exploring in
depth. Multicultural team members should be awérth® fact that a specific language
tends to predominate in the company or instituteord that being a native or a
proficient speaker of such a language may conferep@n an individual. Second, it is
equally relevant to heighten consciousness of thg iw which one’s native language
may influence the manner in which we learn a fareighguage and the degree of
proficiency we attain in the latter.

Third, there exists a very interesting possibilifiyteam members using an auxiliary
code where their mother tongues are related (ouerprehensionjCapucho, 2002;
Doyé, 2005; Pencheva and Shopov, 2003; Rieder,)2002other words, when a
certain language is selected as a lingua franca gfample, English), speakers of
related and mutually intelligible languages (fomewle, Spanish and Portuguese) may
benefit from using their own languages.

Fourth, there seems to be a need for mutual accaolaon, with native speakers

paying special attention not to use dialecticatusss — but a more standardised form
of the language — and non-native speakers makingfnmt to make themselves

understood in the lingua franca and feel confidentontribute their ideas and show
persistence.

Fifth, it is paramount to heighten consciousneswldrance of ambiguityGudykunst

and Kim 1984; Anzaldua, 1987; Ronen, 1989; Stab01} given that, sometimes, the
same message might be perceived or understoodfémedit ways under the influence
of different languages and cultures. When thernenisertainty, it is necessary to defer

3 This is based on an unpublished part of the maipisLanguage and Power: Raising Awareness of the
Role of Language in Multicultural Teams” presenibgdViéndez Garcia and Pérez Cafiado at the IALIC
Conference on Palitics, Plurilingualism and Lingigisdentity, Dublin City University, 11-14
November 2004.
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judgment and seek clarification, even though judgmeay have to be deferred
infinitely in certain circumstances.

Sixth, awareness of the existence of diverse corgation styles (Gudykunst et al.,
1996; Bennet, 1993; Saphiere et al., 2005) seembet@ssential in intercultural
exchanges. Certain national patterns seem to apigtyregard to, for example, turn-
taking, directness vs. indirectness, spoken vs.ttemri preferences. Likewise,
communication styles are based in situations: riagging (when and how to do it),
communicating among team members (German or Englistkers seem to prefer
communicating via e-mail, whereas Spanish workeedep speaking directly to each
other), decision making in a formal (meeting) doimal way, direct vs. more indirect
ways of speaking, etc. Furthermore, individualimithational cultures also have their
own preferences and this individual variation beesmequally apparent in
communication.

5.3 Acquisition of cultural knowledge

The third competence in a transformational modelindércultural competence for
professional mobilityturns out to be the acquisition of cultural knovgedin the form
of both culture general and culture specific knalgle (Brislin and Yoshida, 1994: 37-
55). Culture general knowledge relates to the Baarice of possessing knowledge of
the world. This is what Byram et al. (2002: 12)I ¢ehowledge” or ‘savoir’ of how
human beings interact and perceive each other andtte way individuals perceive
each other affects the way they interact. Aparimfroulture general knowledge,
possessing some culture specific knowledge couliveprbeneficial in facilitating
intercultural communication in a given society amdwith members of a particular
community. Byram et al. (2002: 12) underline theddor individuals to be familiar
with their own culture and that of the interlocutor

5.4 Sense-making

The intercultural team member also has to devebepcompetence of sense-making,
defined as the preparedness to deal with new irghom, uncertainty and ambiguity
and to process these elements in a coherent wdy prg-existing conceptual
frameworks. As Dervin (1999: 740) points out, “Madfisense assumes the actor as
theorist of her world, with hunches, hypothesesl generalisations about how things
connect to things and how power flows”. Olsson @08) relates sense-making with
discourse analysis and social constructivist themrgense-making ultimately depends
on language: “Language is seen as the primary shapeobservations and
interpretations of the world (see Dervin, 1991:4@ervin et al, 1992: 7). Information
is about what people do with language and whatuagg does to people (Talja, 1997:
71).”
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Sense-making involves the capability to interpretuments, facts, incidents/events or
any other emerging cultural artefact. This is vewych related to what Byram et al.
(2002: 13) call the “skills of interpreting and aghgkavoir comprendrg defined as
“the ability to interpret a document or event frother culture, to explain it and relate
it to documents or events from one’s own”. But tiptetation is not enough, sense-
making also implies making meaning. The intercaltwitizen has to make meaning of
new or unexpected documents or events. In Byraal.'stterms (2002: 13) these are
the “skills of discovery and interaction/savajprendre—faire”, the “ability to acquire
new knowledge of a culture and cultural practioed the ability to operate knowledge,
attitudes and skills under the constraints of taé communication and interaction”.
Finally, sense-making entails identifying/perce@virand understanding prevalent
values, beliefs and norms in a situation. Thesenatealways apparent and failure to
identify and understand them may well result inungerstandings.

5.5 Perspective-taking

A fifth competence is perspective-taking, a higdgmanding factor that requires the
individual to look at reality from different viewpus. It presupposes the capacity to
see things from somebody else’s position. Thisd#facult task for human beings who
are usually socialised in a particular communitgt grerefore have deep-rooted beliefs,
values and assumptions, most of them taken fortegaand unconscious. Perspective-
taking rests on qualities such as empathy, flagbitlecentring, open-mindedness and
coping with ambiguity.

Empathy (for a discussion of empathy in multicidtuteamwork see Chang and
Tharenou, 2004; Cui and Awa, 1992; Wills and Barhd®@94) is the feeling or
concern for others, which leads to some kind obpeal and emotional identification.
DiStefano and Maznevski (2000: 51-52) define empa#is almost getting into
somebody’s body and mind: “Empathy is getting iasihother person’s skin, thinking
as the other person thinks and feeling what thergtlerson feels”. Byram (1989: 89),
on the other hand, links empathy with tolerancthoalgh he states that empathy is a
more demanding process in that it is not only passicceptance of otherness but it
leads to real understanding and change of perspe@&oth require the development of
flexible attitudes and the capacity to decentreletrd, flexibility is closely related to
showing adaptability and versatility in one’s wdytlinking and acting as opposed to
being categorical and showing rigid patterns in gmmication with members of other
cultures. The shift away from the “centre” impliait the term “decentring” constitutes
a challenge for intercultural citizens who, farfrassuming that their cultural values,
norms and beliefs are universal, are able to #iteir standpoint and act accordingly
when they become aware that their values, normsatefs are culturally determined.
DiStefano and Maznevski (2000: 52) define decegten “empathy in practice” or as
“listening to others and responding to them” andtestthat it implies suspending
judgment, fighting against the human tendency tdg@u the different as bad.
Interestingly, for DiStefano and Maznevski (2008) Blecentring is not the end, but it
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requires “recentring”: “finding or developing shdrground upon which to build a new
basis of interacting”.

Intercultural contact on the basis of empathy, ifidiky and decentring results in
expanding one’s horizon, as, undoubtedly, inteucaltcontact and experience provide
the individual with excellent opportunities to reitheir mental constructs, open up
and enrich their perspectives. Lastly, perspedtik@g involves a further quality,
coping with ambiguity. It is understood as the cetepce that allows the interlocutor
to deal with the uncertainty that arises when tbetext or the circumstances do not
provide him/her with enough clues to make sensbetvent successfully.

6. Interlanguage and interculture

6.1 Interlanguage

The term “interlanguage’ was propounded by Selink#®72) on the basis of
Weinreich’s (1953) concept of “interlingual’. Sdter defined interlanguage as “the
existence of a separate linguistic system baseth@mbservable output which results
from a learner’s attempted production of a TL [&rtanguage] norm. This linguistic
system we will call interlanguage” (Selinker, 19224).

Interlanguage refers either to the individual's Wiexige of the foreign language at a
particular stage of development or at interlockad different stages of their learning
process. Even though the individual’s interlangutigetuates in a continuum between
the mother tongue and the target language, théadntriage is independent of both,
although inevitably linked to them. Indeed, an ydiial's interlanguage may contain
features of their mother tongue, of the target lemgg and further characteristics which
belong to neither of them. In this sense, Selift&72) proposed “central processes”
in interlanguage development such as language féraifthe use of rules learners
extract from their first language), overgeneral@at(the generalisation of rules from
the target language at the phonetic, grammatieaicdl and discourse levels to the
extent that they would not be used by native spsaleand fossilisation (the possibility
of terminating language learning in spite of fregiLieput and practice).

For Corder (1981), interlanguage is idiosyncrati¢hat, even though individuals with
the same linguistic background may make similaorsfreach person’s interlanguage
shows features that are unique. Corder (1981) elefimerlanguage as having a system
with a simple morphology, a relatively fixed wordder, the use of simple personal
pronouns, a reduced number of grammatical funatiords, scarce use of the copula
and the absence of articles (Duran, 1994).

Interlanguages are dynamic in that as individukigwledge of the target language
progresses and as their communicative competerceaises, their interlanguage will
gradually depart from the mother tongue to apprahehtarget language. Therefore,
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interlanguages are ‘“intermediate” systems of laggudevelopment which would
ideally coincide with the target language, althotigis native-like competence is very
rarely achieved.

To sum up, teachers and learners constantly nebdilid upon the interlanguage that
has already been acquired. Often the assumptitraighey should build towards the
native speaker as a model or an ideal. This iseliew in dispute today.

6.2 Interculture

The term “interculture” was developed by Kordes91:9300-301) by analogy with
Selinker’s notion of interlanguage. Interculturesigeates the transition stages between
the native and the target culture learners havgotehrough in their approach to the
target culture. Thus, interculture is defined ae thdividuals’ degree of cultural
competence, and this fluctuates between the natidethe target culture and departs
from the first culture as their familiarity with éhtarget culture increases. Liddicoat
(2005) argues that, like individuals' interlanguagieir interculture comprises
characteristics of the first culture, features astied from the target culture and further
elements that belong to neither of them but thatparculiar to the learners in their way
of hypothesising about and dealing with culturaémpbmena.

However, in spite of the parallel in the processanfiet language and culture learning,
Kordes (1991: 302) points out that it is more difft to programme intercultural
learning than language acquisition because thedoisrmore complex than the latter.

Both, Kordes (1991) and Meyer (1991) agree thafitia stage in the development of
interculture would not be the native-like commaridh® target cultural patterns, but
rather the development of an optimal distance feanh of these two cultures that
allows both the relativisation of the first cultuend personal growth. Likewise,
Liddicoat (2005) considers that to think in ternfisaoquisition of a native-like mastery
of the target culture creates problems. For exaniipie often held that assimilation to
the target culture could and should be the aimaofjliage learning. To do so is to
reject the significance of identity and culturalaahment and to disregard the fact that
any intermediate position could be a way of medgbetween two or more cultures.

Kordes (1991) further states that in order to achisuch a degree of interculture, the
individual has to experience some type of cultuh®ck which allows them to
understand that their existing way of organisingesience has to be questioned and
that new and unknown ways of coming to terms wélity have to be developed and
implemented.

In the transformational model of intercultural catence for professional mobility,
interlanguage and interculture are important eldémdvecause each individual's
interlanguage and interculture are unique and dicakmowever, the relationship
between interlanguage and interculture is not smplkew people would agree with
Singerman (1996) that there is a one-to-one cooragnce in the development of

37



linguistic and intercultural competences. On theidvaf the guidelines offered by the
American Council on the Teaching of Foreign Langsagwhich distinguishes an
elementary, intermediate, advanced and superiggests language development,
Singerman (1996: 74-81) establishes an elementatgrmediate, advanced and
superior stage of intercultural competence, budunmodel there is not necessarily an
interdependence between the two.

The intercultural learner is always between langgsagnd cultures and their
interlanguage and interculture will be dynamic. Ekenit is possible that individuals
who show high proficiency in the target languagefsyy not be successful in
intercultural interactions. On the contrary, indivals with a limited command of the
target language(s) may possess a much higher degietercultural competence and
be more successful. This model therefore includesraideration of the complex role
interlanguage and interculture play in the proaafsthe development of intercultural
competence.

7. Learning-unlearning

7.1 Learning

The development of intercultural competencies, @p@sed in the previous section,
implies the expansion, the improvement and, abolle the reformulation of
competencies previously introduced either in forneal informal education and
developed mainly through experiential learning. Whe@eople encounter an
intercultural experience they already have somébkocompetences that help them to
deal with the situation. What we hope and expetithappen through education based
on our model is that these competencies will bengbd and modified and further
developed into intercultural competencies. Thiscpss of change through education
and training is a fundamental aim of the procesatefcultural learning.

As a consequence of formal learning people haveeqn of learning which are rooted
in the acquisition of knowledge through cognitivevdlopment. However, intercultural
competence development entails learning from egpeé both prior to, concurrently
with and after formal education. Neither experiemm theoretical knowledge can
stand alone. Intercultural experiential learningdsconsistent preparation and follow-
up in order to be fully achieved. This process offification of what has already been
learned and of the competencies which already existves re-evaluating and in some
cases discarding what has been learned and takegrdoted. This we will call
“unlearning”. Learning and unlearning is a contimuin intercultural learning, but it is
nonetheless a difficult endeavour which requirggpsuat and guidance.

Therefore, intercultural learning which takes pldéasmally and informally comprises
processes which are articulated and anchored im thetory and practice. We should
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follow Giroux (2006) in considering that “theory lmrdly a luxury connected to the
fantasy of intellectual power”, instead it is “aso@irce that enables us to both define
and respond to problems as they emerge in pantiadatexts”. Furthermore, the
interconnectedness between theory and practicevaltbe intercultural learner in a
lifelong process to “build theory” instead of relgi upon anecdotes, isolated
experience and overgeneralisation.

7.2 Unlearning

Unlearning involves recognising the validity of eth perspectives as part of
participation in a democratic society. Furthermoit, offers opportunities for
contributing to the radicalisation of democratfe lihrough the formulation of counter-
hegemonic positions in society. Dewey and Freirth leonphasised the potential of the
active side of learning and knowing as well as tbBective side of acting. Both
authors highlighted the interconnectedness betwaprrience and reflective thinking
and its contribution to democratic life (Dewey, 89%reire, 1970). Reflective thinking
about experience generates experiential learninmweier, there is a need for a
pedagogical referent “for understanding the coaddifor critical learning and the
often hidden dynamics of social and cultural repigithn” and, moreover, this “is the
precondition for critical citizenship, social regisility, and a vibrant and inclusive
democracy” (Giroux, 2004: 97). Learning and unl@an are, therefore,
methodological and dynamic processes in intercilttompetence development which
emerge simultaneously and reciprocally from thecaétreflection and experiential
learning and contribute to active democracy andegiship.

Reflective thinking upon experience is therefore important tool for intercultural
development because it makes explicit whatevemigicit in daily routines. Byram
introduced and emphasised this aspect of interalltearning which accounts for the
learning-unlearning process, since it is by malkeémglicit the implicit norms, values
and attitudes that intercultural agents can imtiat process of becoming aware of
underlying principles that rule their routines, guestioning their habits and
assumptions and, eventually, of changing them, ihaof learning and unlearning
(Byram, 1997).

Dialogue, meaning discursive and communicativerawigon, is also an important
stimulator of the learning process. In Wink’s wqrdglogue “moves its participants
along the learning curve to that uncomfortable g@la¢ relearning and unlearning”
(Wink, 1997: 36). In fact, intercultural learninfthe idea of this learning-unlearning-
relearning cycle is to be considered, may includmes uncomfortable moments of
instability and insecurity. However, the challengiéich such a dynamic entails can be
rewarding, since “unlearning is unpacking some lmdggage” (Wink, 1997: 14) and,
we would add, enhancing it. This process impligstegpreting and even discrediting
previous knowledge before arriving at another temapo and incomplete stage of
knowing.
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Due to the fact that intercultural communicatiord anteraction is, to a large extent,
unpredictable, intercultural effectiveness is bagpdn give-and-take exchanges, try-
and-escape attempts. It also relies very much omomjudgemental perspective,
although “entirely value-free interpretation” islikely to happen (Byram, 1997). This
attitude also underlies Ting-Toomey and Chung’'sceph of a flexible intercultural
communicator that they define as one who “is ablmake creative connections among
cultural values, communication styles and situaioissues” (Ting-Toomey and
Chung, 2005: 21).

In addition, Ting-Toomey stresses the importancadeftity negotiation which she
understands as the ability to combine multiple walt frames of reference when
dealing with an intercultural situation (Ting-Tooye2005). However, attitudes of
adaptability, empathy or flexibility, which are neoprone to generate processes of
learning, unlearning and relearning, are not withguoblems. They involve
susceptibilities and dignity issues which may caoffence. This is, however, not
simply a matter of identity but also of power. Tiligomey'’s face negotiation theory is
very helpful here for understanding the subtletiesl the dynamics of the learning-
unlearning process within intercultural exchange,the development and intensity of
the latter is very much dependent on the succes$seoformer, that is, on “facework
negotiation” (Ting-Toomey, 2005). The more the deowho interact feel their
knowledge is equally valid, the more they learmfreach other and the more they
make their perspectives available for discussion.

The process of learning, unlearning and relearimirgn intercultural exchange reveals
intellectual modesty, personal and professional estment and democratic
commitment. However, it is not an easily managed, agince it involves not only
cognitive growth but also psychological, emotionalyic and ethical unfolding.
Nevertheless, although we do not have to totabgalid our most cherished values and
principles, “we need not be a passive reflectoowfbiological heritage or our cultural
and historical traditions” either (Gardner, 20041pand can still make some room for
a change of perspective or, at least, for consideaind valuing other perspectives. In
order to initiate a learning-unlearning-relearnipigpcess of intercultural competence
development that is empowering to the individual smthe group, it is essential that it
takes the form of a critical pedagogical undertgkivhich does not ignore the political
context of each particular communicative, interactind participatory exercise. This
implies a “critical approach to one’s own and othaeltural background and a critical
view of intercultural interaction” (Phipps and Gwélme, 2004: 3) which gives the
intercultural competence development a transformaatnpulse both to the individual
and to society. Such an endeavour may facilitagguktification of beliefs and actions
of the self and the other, promote the articulatmiween both and, furthermore,
account for the development of the interculturahpetencies envisaged.
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8. Intercultural mobility

8.1 Mobility and culture

Mobility is by no means a new feature of human b&ha. On the contrary, it has
given birth and shape to civilisations throughdg times. However, nowadays we feel
the need, probably more pressing than ever, to pegqilizens with a set of
competencies, at both a personal and a professiemal, enabling them to fully
explore the opportunities of a world that seemsatbof a sudden, have become wide
open to them. In this project, we have focused @etaof intercultural competencies
which are supposed to help us become interculuradibile. Why do we bother? Do
we not become naturally intercultural by being [ty mobile? Why do we dare?
Can we be interculturally mobile without being pilegdly mobile?

Mobility has lately been a keyword in transnatiopabgrammes both in Europe and
beyond. While 2006 was designated by the Europeamn@ssion as the “European
Year of Workers’ Mobility”, the United Nations Setary General's Special
Representative on International Migration and Depgient, Peter Sutherland, stated in
his speech at the 7th meeting of the CommissioRapulation and Development that
“The world was moving from an era of migration teeoof mobility” since “countries
were no longer divided strictly into sending ancceiging countries, but were
increasingly sending, receiving and even transitntes” (Sutherland, 2006). In our
view, the difference in terminology — migration amability — does not simply address
the apparent difference between groups of peopMinpamnly one or both ways. It is,
we gather, meant to emphasise the underlying pgocesp of status, that is, to
acknowledge that the groups of people referredgmat only guests but also hosts in a
transnational sense. This accounts for the positioenotations of terms such as
“expatriates” (or “foreigners” in some languagesyl megative connotations of the term
“migrants”. The attribution of the term “immigrant a particular group is influenced
not only by the host country’s perceptions of themigrant’s country of origin, but
also by his/her socioeconomic status. For exampléortuguese worker going to
country X will be seen as an immigrant worker, véasr a Portuguese doctor going to
the same country will be seen as a foreign do&uoch a difference in terminology not
only has a great impact on the image (that isusfabf developing countries, in
particular, as well as those which have joined toee group of the European
Community, but also affects individuals’ lives inciety in general and, especially, in
the workplace. Nevertheless, the common featuletf migrants and expatriates, that
is, of all mobile people, is that they are bothriess and producers of culture. They
carry their cultural baggage(s), and they adamipmenodate, resist and create culture,
although not in a linear, chronological manner.
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8.2 “New” communities of practice

Throughout history people have moved mostly in gepuexcept for the occasional
lone adventurers. With modernity, the development thhe ubiquity of new means of
transport, new media and new technologies haveueaged individuals to venture
further and to move, either virtually or physicalifone or with their families.

However, they do tend eventually to build relatiovithin or settle in communities of

individuals who are ethnically and culturally alikeespite this tendency to converge
on such networks, individuals move increasinglyoasrdifferent ethnic communities
and cultures, both within and outside their locahtexts, both in their private and
public spaces. Therefore, individuals move not aatyoss cultures but also on the
edge of both the host and the immigrant commurstyhay attempt to construct new
communities in their everyday lives, both at worklat home, as well as in-between.

Furthermore, they have personal and professiorednds which are to some extent
shared with the host community, although formulatediifferent ways. At work, all
the dynamics of social life are reflected andhatgsame time, new relations are created
and exported in turn back into social life. Newrtfaounities of practice” of “particular
collectives” (Rock, 2005: 78) emerge, develop, gim@r and may eventually re-
emerge or evolve in different directions.

Communities resulting from all types of intercutlmobility, not only cut across the
cultural limits of the social and professional stures from which they emerge but also
create very particular dynamics, with both positaed negative impulses, among
“person[s] in the doing . . . with [their] own ‘tgies of being’ whose ‘tensions and
conflicts’ . . . are resolved, silenced or resisted as the person engages in action and
uses the meaning-making mechanisms at her reackatifig, 2005). Therefore,
intercultural mobility creates a rich and compledlistic process which goes beyond
mere displacement, straightforward multiculturakmction or detached cross-cultural
communication. As Barton and Tusting (2005) point tdiscourse and power are
central to understandings of the dynamics of conitiesnof practice”.

Thus, from our point of view and bearing our maurgose in mind, the development
of intercultural competencies for professional nibbrequires not only an awareness
of the meaning-making mechanisms and tools availatthen engaging in cross-
cultural action and communication. It is also neeeg to develop an ability to manage
and explore these mechanisms and tools to achieféective” intercultural
communication and interaction competence, whichfangamental for living in new
and emerging communities and being active citizeriiose communities (Guilherme,
2000).
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8.3 Intercultural democratic citizenship

When intercultural communication and interaction“effective” the result is actual
intercultural mobility as, despite different motivas, interpretations, strategies and
goals, cognition, emotion, action and discourseermingle in a common task
regardless of physical proximity. Furthermore, ttmportance of the dialogical nature
of this both interactive and communicative endeavms also been recognised at the
European level, as the year 2008 was declared Etlrepean Year of Intercultural
Dialogue” by the European Parliament. The propasfalthe Commission of the
European Communities presented to the Europearaarit and to the Council states,
according to the Lisbon strategy, that “Europedizams, and all those living in the
Union temporarily or permanently, should therefbeeable to acquire the knowledge,
gualifications and aptitudes enabling them to deith a more open, but also more
complex, environment . . .” (European CommissidiQs).

Intercultural mobility, as described above, is atsdy possible when contextualised
within a broader project of democratic citizenshipamely the Education for
democratic citizenship project (1996 onwards) whigs originally set in motion by
the Council of Europe and subsequently gave risa toyriad of projects aiming to
develop several different elements, such as “atera globalisation”, “emancipatory
multiculturalism” and “multiple citizenships”, whiccontribute to a wider vision of a
radical, participatory and “high-intensity” form démocracy (Santos, 2005c).

The model identifies the competences which are ssarg to achieve the potential
citizenship of living in new and emerging commugsti The ICOPROMO project,
while attempting to undertake a theoretical andctxal journey towards the
development of intercultural competencies for psefenal mobility, engaged us in
identifying intercultural competencies that wouldloa professionals to achieve
“effective” intercultural mobility, within the physal, cognitive, emational, social and
ethical dimensions, both in intercultural commutima and interaction, within a
framework of active democratic citizenship.

8.4 Intercultural competencies for “effective” intercultural mobility

In the previous section, various intercultural cetemcies for the achievement of
intercultural mobility, described as the ability itsteract effectively in multicultural

professional contexts, were identified and explorégee our model). The
“effectiveness” of such an endeavour is, to our emsthnding, measured by the
accomplishment not only of corporate or individs#lategic interests through goal-
oriented persuasion but also, as previously stapédreciprocally favourable and
respectful negotiation (Guilherme, 2000: 297-30Burthermore, we endorse the
understanding that effectiveness in intercultu@hmunication and interaction refers
to the extent to which “mutually shared meaning antegrative goal-related

outcomes” are achieved (Ting-Toomey and Oetzel1268).
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However, as Oetzel argues, it is not only necessarynegotiate the “culturally
appropriate definition[s] of group effectivenessitio clarify whether we are aiming at
task or relational effectiveness or both (Oetz€02 366). Nevertheless, the latter,
establishing priorities for effectiveness, dependsthe former, the specific cultural
definitions of effectiveness. Therefore, in order lte “effectively” responsive to a
variety of contexts, as Parmenter (2003: 142; ¥88)inds us, it is also important to
“relativise accounts of Intercultural Communicati@@mpetence through examining
alternative interpretations of concepts relatingetf, to language and communication,
and to education” as well as to take account deiht “national [and individual]
responses to the process of globalisation”.

In addition, it is paramount to take into considiera the particular response of the
individual within the group, as well as that of theoup itself, to the intercultural
situation within a particular multi- or monocultlirsocial and organisational context
while oriented towards the fulfilment of a set, @gted or commonly agreed task. This
is the reason why it is commonly agreed that ther@ultural professional situation
calls for more research on “the constitutive (@ative) role of communication in the
creation of group cultures”, as well as on “theatien of norms in culturally diverse
groups” especially on “how culturally diverse grguptilize the diversity in their
groups” (Oetzel, 2005: 368). It is also commonlkramvledged that such meaning-
making and relational processes are not value- awepfree and, therefore, even
“diversity management initiatives can be seen top@mate rather than combat
inequalities in the workplace” while “continu[ingd prescribe essentialist categories of
difference and offer problematic dualisms for efifeg organizational change”
(Lorbiecki and Jack, 2000: 29). Therefore, a maimoern of this project was to
propose a critical approach, as stated above, ¢o définition of an “effective”
intercultural mobility.

8.5 The intercultural continuum

Intercultural mobility is viewed here as a “horiZzpwhich may be described as Janus-
like, that is, it is not only a goal at which wavals aim yet never fully reach but also a
recurrent starting point. Intercultural mobility taits, therefore, an ontological and
epistemological turn where we also look for theeotim ourselves. However, the term
mobility here, especially if applied to professibrsettings, can be misleading if
understood as to be applied mostly to short-livadl asuperficial intercultural
encounters. On the contrary, following Byram'’s lisfethought, such encounters, even
if brief, are only valuable to our study if theymai“to establish and maintain
relationships” which, in this project, are not nesarily personal but cannot help being
social and professional, rather than aiming atntleee communication of messages and
exchange of information or simply direct, detach®draction (Byram, 1997).

In relation to this idea, Byram identifies five mdactors, which he callsavoirsand
which account for the development of intercultwwaimunicative competence, since it
is also assumed that they develop within the usa d&dreign language. They are:

44



savoir, savoir comprendre, savoir étre, savoir famad savoir s’engage(Byram and
Zarate, 1997; Byram, 1997). Although Byram concelies the fivesavoirsfor the
purpose of formal schooling, we believe that then @also be applicable to the
development of intercultural competence for pratess mobility.

The first factor,savoir, refers to new knowledge and specific informatiore dras to
acquire, while the secondavoir comprendrerefers to a novel perspective of “new” or
“old” knowledge. This, we believe, should includerrhal education in intercultural
communication and interaction, therefore, implyinge possibility of a new
epistemological stance. As far as the third andtifofactors are concernesivoir étre
and savoir faire they entail an ontological and a methodologi¢erge which, in our
view, cannot be entirely achieved through expegealone. Finally, the fifth factor,
savoir s’engager accounts for full civic and democratic participat In sum,
intercultural mobility is meant firstly to contritei to the establishment and
maintenance of relationships and, ultimately, dedctowards full participation in
different contexts over a period of time.

Intercultural mobility may also be perceived agarfe of mind which allows a cross-
cultural encounter to turn into an interculturaleoin that it “transforms both parties
and which enables both, through languaging, to eknbpon new journeys of self and
social discovery. It is a journey into intercultubeeing” (Phipps and Gonzalez, 2004:
22). “Languaging” is a concept appropriately exptbrby the authors in order to
identify a “life skill” since “it is inextricably mterwoven with social experience — living
in society — and it develops and changes constastlyhat experience evolves and
changes” (Phipps and Gonzalez, 2004: 2). It impliksrefore, a lengthy process of
discovery, of travelling back and forth, of leamirand unlearning, of trying,
struggling, appreciating and transforming. In suntercultural mobility eventually
becomes a life journey, that is, “a journey intdefoultural being” (Phipps and
Gonzalez, 2004: 22).

Intercultural mobility happens across various Ievéa) global, (b) national, (c) local

and generates intercultural dialogue between diffesystems of beliefs, values and
attitudes. Any individual can, in principle, ‘trdvérough these levels, unintentionally,

inadvertently and unchanging, yet aware of theediffices. That is, this individual can
be mobile, have multicultural experiences, perhzgge a pluralistic political position

by accepting and enjoying difference, yet nevetegquéach an intercultural stage as
defined above.

It is possible for an individual to accept, enj@and live diversity, to adapt and be
personally and professionally successful in a mwitiral setting. This individual can

even live through ontological and epistemologichlarge and, surprisingly, the

“engaging” and “languaging” stages. Such an achre would require her/him to go

through “a critical cycle”, that is, “a reflectivexploratory, dialogical and active stance
towards cultural knowledge and life that allows fitissonance, contradiction, and
conflict as well as for consensus, concurrence, teartsformation” (Guilherme, 2002:

219).
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In addition, this process would entail the experieg of a series of operations
“gathered in three main moments: (a) when one ambhes and responds to culture(s)
— experiencing, exploring, wondering, and specugat{b) when one engages with and
embarks on (inter)cultural observation, researcd arierpretation — appreciating,
commenting, comparing, reflecting, analysing, angesgioning; and (c) when one
performs (inter)cultural acts and transforms caltlife — hypothesising, evaluating,
negotiating, decidingdifférant and acting” (Guilherme, 2002: 221). Such opergtio
should nevertheless require “a cognitive and ematicendeavour that aim[ed] at
individual and collective emancipation, social jost and political commitment”
(Guilherme, 2002: 219).

Intercultural mobility in the workplace, as we defiit and if we are to consider its

ontological, epistemological, methodological andicidimensions, certainly depends
on individual vision and commitment, on work grogynamics as well as on

organisational structure and culture. Howevers ialso shaped by a national legal and
political framework that is multicultural and stitates the individual to act as an

intercultural citizen (Kymlicka, 2003) and is insgd by counter-hegemonic

globalisation which “is animated by a redistribetivethos in its broadest sense,
involving redistribution of material, social, padial, cultural, and symbolic resources”
(Santos, 2005a: 29). In sum, intercultural mobilityth demands and stimulates an
intercultural ethos at all levels.
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