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Introduction

As has been pointed out by Bartlett and Ghoshd@3Ranultinational corporations working in a
transnational environment and considered as aarfiatly differentiated interorganisational
network”(Bartlett and Ghoshal,1990) have a weakage with their subsidiaries due to the large
physical and cultural distance (Bartlett and Gh§3B80) . Knowledge sharing and knowledge
management in such cases becomes a Herculeaiimskso when there is lack of trust between the
different units making it difficult for a globallglistributed work team to successfully communicate
with each other and to be successful (Newell eR@07). If there is a lack of effective communioat
across organizational boundaries, it also hampergévelopment of innovation (Tuschmann,1977).
Boundary spanning (Dombrowski, Kim et. al. 2007)r@naging ‘socialisation’(Moitra & Kumar,
2007) can only work if communication across culsunerks efficiently.

However, intercultural trainings to bridge the coumication gap and to develop trust among teams
have many-a- times resulted in creating more distnd increasing the communication gap (Newell
et. al, 2007).

The weaknesses inherent in these training prograsust to a large extent on the use of cross-ailltur
value models based on cultural comparisons andreliltifferences, largely national cultural
differences (ex. Hofstede, 1991; Trompenaars amdgdan-Turner,1997). ‘Conceptualising culture

in terms of very general constructs at a natiomall provides a powerful explanatory framework for
making sense of intercultural problems in managentemthermore, it enables researchers to generate
tools for conducting empirical comparative studiésmanagement and organizations’ (Friedman &
Antal, 2005). However, it has certain disadvantagesely that it classifies individuals and groups i
one culture; it assigns causal links between ceiltund behaviour; it prevents understanding of
cultures and thus creates barrier for effective momcation.

The question then arises: How can we create antidntercultural dialogue in a complex

organisation?

In this paper, | would be introducing a new intetpre constructivist methodology to analyse
communication between different cultures. Furthamuld try to show how hermeneutic as an
operational instrument facilitates knowledge transketween different units existing in different
cultural settings and how it enhances the poteatiminovation among globally distributed virtual
teams by using the strength of different cultuisce communication takes place in an organisdtiona
setting, | would also be analysing the organisatihich would be receptive to new methods and will

use intercultural dialogue as a knowledge-builginacess.
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1. Knowledge management between cultures

Fundamentally, there are two types of knowledgeatamxplicit knowledge and implicit/ tacit
knowledge (Moitra & Kumar,2007). Explicit knowledgefers to codified knowledge whereas tacit
knowledge refers to knowledge that resides in thelsof people (Buckman,2004). Since tacit
knowledge is the real valuable knowledge which gjithee firm its leverage (Moitra & Kumar,2007;
Nonaka & Takeuchi, 1995), it is important to taglsknowledge. However, in globally diversified
companies, it is difficult to create a unified emawviment to tap such knowledge (Bartlett & Ghoshal,
1990). One of the key factors is the cultural disea(Govindarajan & Gupta, 2001).

As Moitra & Kumar (2007) point out that in individlistic cultures there is a tendency not to share

knowledge and in collectivistic cultures there igadency to share knowledge.

1.1 Premises:

My discussion on the process of intercultural camivation and knowledge management in
multinational corporations is based on the firgtnpise that institutional structures within
organizations and in interorganizational netwonesaresult of discourse.The individual actors
influence the discursive realm by producing texid the process of discourse provides the socially
constituted self-regulating mechanism (Phillips, &i.al., 2004).

Following the post-modernist ‘linguistic turn’ araitical approaches’ to researching management
(Alvesson and Karreman, 2000), the second prentése® meaning making at centre stage.

The third premise focuses on the symbolic dimenefarganizational life and that communication by
individual actors is in the form of signs (Saussl®&4). Hence, communication is a tool to balance
the information asymmetry between individual actorthe organization. Language in communication
becomes a sign when the translation by the redipgsults in a different meaning as compared to the

meaning sent by the transmitter.

1.2 Proposition:
1.2.1 Intercultural knowledge transfer requinesmeneuticas an instrument for effective

communication between individual actors and/or geofnom two different cultures;

1.2.2 Hermeneutic can function only when iiesphere (or ‘cultural idiosphere’) of the
individual is known.
The constructidiosphere’ which signifies theanental universef an actor and can be
defined as ‘a collection of symbols, along withitlreeaning called knowledge categories in
the mental sphere of an actor’. The idiosphereachector is unique and can change with
time. This is one of the characteristics whichidgtishes the idiosphere from the
‘internalised culture’ as mentioned by Hong et(28l00) of the actor in an organisation.

However, certain elements in the idiosphere magdmemon with other idiospheres of



other actors working as a group in an organisairan an inter-organisational network

which is termed asystasosphere’

1.2.3 ‘[diosphere’ is imbedded in a larger cultigpace which | would like to define in terms of
Yuri Lotman’s‘semiosphere{1990). Winner (1984) sees semiosphere as ‘ dyraiyic
related systems of information conveyed by signesysn all possible modalities and
organized by underlying psychobiological and relateltural perceptions of time and space
as well as by central metaphors (or fundamentabsys), and values, all of which

participate in the construction of world-views;

1.2.4 Innovation in organisation is only possibleew the organisation is open to intercultural

dialogue in inter-organisational discourse.

1.3 Example:

| would try to justify these propositions with thelp of an example where | would try to interpiet t
basic elements of Indian culture in European tiaalitThis is necessary so as to grasp the base of t
knowledge categories and the construction of weaiddvs in the Indian semiosphere. Weaver (1964)
defines it as the ‘centripetal predilections disadnle in all cultures’: “There is at the heart véey
culture a centre of authority from which there m®d subtle and pervasive pressures upon us to
confirm and to repel the unlike as disruptive... Astcentre there lies a ‘Tyrannizing image’ which
draws everything towards itself. The image is tteal of excellence. The forms that it can take and
the particular manifestations that it can find wadous ..."

Dissanayke (1987) prefers to use the term ‘guidimage’ or the ‘sacred well of culture’. According
to Dissanayke, the guiding image in India is ineatoly linked with philosophy and religion.

As Zilberman (1988) points out that the differebeséween Indian philosophy and western philosophy

Is that one is by product and the other buildsselar production in the society.

1.3.1 The basic concept of the Indian philosophy:

The basic philosophy of the Hindus comes from Uglaails (written around 1500 B.C.), which
discusses the theme Khrma, the cycle of death and rebirthand the unity ofAtman i.e. self and
Brahman i.e. the cosmos (see Glasenapp, 1984; Abegg, Featthakrishnan,1983).

Thelaw of Karma states that every man will inevitably face the samuences of his good deeds as
well as his bad deeds (Paranjpe, 1984). If thewatds not settled by the end of the present e

the balance will be carried forward to the nexaimation of the soul (rebirth).

Behind this lies the thought of théniversal Law or the Dharma, which states that everyone has the
duty to live according to his Dharma, which is stgied, by his position in the society and everyone
has to fulfil these duties. The Upanishads aret pdssimistic when judging the existence of man in

this world. Life is seen as painful and transitand pain in one form or the other is repeated due t



the cycle of death and rebirth. The external elameawhich exist or surround mankind in comparison
to the infinite Brahman or cosmos, are valuele$®réfore, there is a desire to free oneself from th
cycle of death and rebirth. The right way naturalyto free oneself from desire and activities.

However, this remains fruitless withdkiowledge.

Knowledge hasbeen given the highest recognition in the Upanishadich represent the Vedanta
school of philosophy. If one knows about the Brahjthen one is himself the Brahman. This is
reiterated in Bhagwadgita, which, next to the Uphads is the most important book for the Hindus.
According to Bhagwadgita, there is only one cospniaciple i.e. considered &rahman and the
Self asAtman is part of it. This is considered as the ultimatgh (Advaita) and the multiplicity of
objects that one sees in the visible world arowarnly a grand illusionMaya). According to
Paranjpe (1984), for Vedantic philosophers, theldvaf plurality or the phenomenal world, is
considered perfectly real from the standpoint @f dindinary cognitive states. It is however, a lesse

reality when compared with théighest order’

The highest form of knowledge or Advaitg according to Shankara, transcends the limitatmns
knowledge obtained through any other means sincariscends the knower-known distinction, which
is necessarily implied in the ordinary concept nbkledge. While it is considered the ultimate form
of ‘knowledge’, its scope is restricted to the damaf the absolute. The second type of knowledge,
called aparah vidhyah, refers to the knowledge of the phenomenal worldthis domain, a being
deals with the world extended in space and time gowkrned by the principle of causality. Here,
according to Paranjpe (1984), it is perfectly leggte to try to uncover causal relationships wité t
help of direct sensory observations and to dravtitegte inferences based on the rules of logic.
Although the phenomenal world of Maya turns outb®® unreal in an ultimate sense, it has an
objective force. Once the being leaves the planB@rahman, or the absolute, he accepts the world as

being real and regular in much the same way am#terialist does.

1.3.2 Autocentric and Omnicentric: An approach wsatibe the Indian semiosphere for an
observer:
Since various schools of Indian philosophy andrthw&iin proponents have given different terms and
concepts for the relationship of the person witmd@lf and with the universe (mostly in Sanskrit),
there is a necessity to find a universal constiith encapsulates the different theories postdlate
Indian philosophy and religion ranging from the Uighads, Vedanta, Samkhya, Yoga, Jainism and
Buddhism on one side and to understand their iragdin in daily life of an Indian on the other side.
Therefore, it is necessary that a construct shafldct not only the ideal but also the living cué. It
should also serve as a base for empirical resedoheover, it should be comprehensible across
different languages and cultures. Therefore, Giagek Latin have been used to construct the terms

Autocentric and Omnicentric.



Autocentric is defined as the tendency of a being to concentyathis/her being whil®mnicentric is
defined as the tendency of a being to considerdiitherself as part of the universe

Both autocentric and omnicentric tendencies coterishe person at the same titrend the person
uses both these tendencies as instruments to edaisgher ‘true self’ with the ultimate aim to free

oneself from the cycle of death and relfirth

In the definitions aboveyniverseimplies not only the in-group but also the out-grpiti also includes

all the phenomenological and existential eventsidothe person, spiritual events, living and non-
living objects, and streams of consciousness, tibgas well as subjective events.

In addition, the wordeing in this definition shows that a person as a livemgity constitutes layer of
selves which are influenced by the innumerable numbeexgeriences from past and present birth.
There is aninner self (referred to as Atman in Vedanta philosophy andugha in the Samkhya
philosophy), which is untouched by all these exgmes and phenomenological events. It is also

beyond the level of consciousness and sub-corsuiss .

Further, autocentric and omnicentric have the Walhg characteristics

- They are corresponding tendencies and not ctinflitendencies;

- They co-exist in the person at the same time;

- Change in autocentric behaviour leads to cormedipg change in omnicentric behaviour;

- When the autocentric and omnicentric tendenciesegual to each other, then the person has
reached his ultimate goal of self-actualisationt frees him from the cycle of death and rebirth (it
should be noted that this self-actualisation ided#int than the self-actualisation referred to by
Maslow and other western psychologilsts)

- Autocentric and Omnicentric are positive tendeaavith the aim of raising the person to a higher

level of consciousness.

Knowledge plays an important role in both Autocentric and ricantric tendencies. Knowledge
provides the fuel for both Autocentric and Omnicenbehaviour. Therefore, a person who does not

seek knowledge possesses neither Omnicentric nimcAntric tendencies.

Whatimplications does the use of this concept Autocentric-Omnicehizve?

Firstly, it implies that the concept of individusdn-collectivism does not apply in the Indian cohtex
If used, then it results in contradictory and pasachl results (ex. Hofstede, 2001; Triandis,1995).

It explains why in studies on work values (ex. Siréh Tripathi, 1994; Dittman, 1972), professional
success and need for achievement was more impdingmsocial relations.

Secondly, it implies that in the model of the Indieommunication system, as explained by Yadav

(1987), communication is defined as reaching orengish the teacher. Communication modus



operandi is between teacher and student (Dissaagy@87). This has far reaching impact for

knowledge management of a comp%my

2. Innovative organisations

As one can see from the above example, Autoce@imaicentric structures in the Semiosphere of
Indian culture are also part of the Idiosphereroiralividual actor working in an organisation whish
embedded in a complex inter-organisational netwdilkschman (1977), illustrated that there are
boundaries between various levels of organisationararchy. Boundaries in multinational
corporations result automatically as a result dfucal and geographical distance. Tuschmann (1977),
suggested ‘boundary spanning’ as a solution togkrithe communication gap between different
levels and different units. Playing the boundargrspng role is not only an action driven by a darta
decisions but also an action closely related t@moiational norms, contexts and cultures. However,
considering the fact that knowledge from one orgation existing in a semiosphere cannot be easily
transmitted to another organization situated difi@rent semiosphere, the boundary spanner (or the
knowledge manager) has to understand the comm@sexitf both the semiospheres and be able to

translate it in the language of the semiosphethefeceiving organisation.

For this purpose he should also consider the itiess of the individual actors and the group wagkin

in the organisation. If the message does not Haveame meaning as existing in the idiosphereeof th
individual actors and the group, the message woelcejected.

However, actors in an organisation will be motidate participate in such an intercultural dialogue
only when the organisational climate imparts trastong employees along with incentives for
knowledge sharing (Gupta, 2008). An encouragingddeship with vision and confidence to

implement new ideas is also necessary (Gupta, 2D0&browski et al., 2007). One of the best
examples of multi-cultural knowledge sharing andowation is the development of Nano - the
cheapest car launched by Tatas (Lampartner, 200&) developing team consisted of mostly Indian
engineers who worked closely with German, Frenctd American engineers and developers to

produce the car.

Since knowledge is created as a result of discoarserganisation is intelligent to the extent tihat
not only aware of its knowledge but also of its #mowledge (Seidl, 2003). An organisation is
effective in its knowledge management to the exthat it not only defines the parameters of

knowledge but also discusses and debates on themmgters in its system.

3. Conclusion
Hence, from the discussion in this paper it follothe&t Hermeneutic embedded in a system of
Semiosphere of the organisation, Idiosphere ofritizidual actors and Systasosphere of the group is

one of the most effective instrument for a sustam&nowledge transfer in intercultural setting.



Footnotes:

1. For many Indian philosophers, there is only tme self and the layers around this true self are an illugidaya).
However, a normal being due to his ignorance t#fissillusion to be reality and starts identifyimdth this illusion with "I"
which represents the ego.

2. An important method employed in the transmissibknowledge since the vedic times is tAeru-Disciple method. As

Paranjpe (1984) says,"--a guru is not a priest,abspiritual guide who facilitates the disciplegrispal development. Any
person who aspires to enlightenment and spiritt@iness may seek guidance from the guru who searsssuitable to his
idiosyncratic needs without obstacles arising frdifferences in social background between himseld d@ime guru.

Discrepancies in age, sex, wealth, status, and easte do not pose a barrier between the aspirghhis guru, although
such differences prove to be formidable barrieralinost all other types of social relationshipse GQaru........... is a person,
who, somewhat like a modern therapist, providesqral counselling".
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