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Described in the cover blurb as ‘a book on culture 
for the 21st century’ Robert Gibson’s new book offers a 
toolkit for effective collaboration in the diverse, global 
workplace. In its twelve chapters it covers the impact of 
culture on international business, intercultural compe-
tence, diversity, managing global change and in-
ternational assignments together with down-to-earth 
discussions of culture and communication, decision 
making, leadership and managing global change. The 
former head of cultural training at Siemens in Germany, 
Robert Gibson has also worked for the Business Univer-
sity at Bologna and is a member of SIETAR (the Society 
for Intercultural Education Training and Research).

Bridge the Culture Gaps is written as a self-help 
guide but is eminently suitable for use on training cour-
ses both in company and in college. Each chapter be-
gins with key questions to provoke thought and con-
tains exercises based on critical incidents and case 
studies to develop awareness and critical skills. 

An answer key to the exercises and activities at the 
end of the book offers additional support as does Robert 
Gibson’s recommended OAR methodology:

O = Observe and describe the situation;
A= Analyse the issues raised by the situation; and

R = Recommend options for dealing with the situa-
tion described.

The author has removed references to company 
identities and nationalities to avoid risks of stereotyping 
but includes them at the end of the book.

The key question is how we optimise collabora-
tion, and the book contains a few tools for doing so, 
hence the toolkit for bridging culture gaps in in-
ternational business.

As Gibson says, globalisation means that more 
people than ever before are encountering other cultures 
and technology has created global hyper-connectivity. 
In addition, offshoring, the internationalisation of sup-
ply chains and global infrastructure projects such as 
China’s Belt and Road Initiative have caused increasing 
levels of interdependency. More and more people are 
being posted abroad in international assignments, there 
are more multinational teams and more and more of us 
are affected by cross-border business affecting market-
ing, human resources, finance, procurement, produc-
tion, engineering, and shipping among other business 
activities. Shipping is now one of the most globalised 
industries in the world. Therefore, culture is now at the 
centre of global business and, as Gibson points out, 

some business disasters are the result of international 
business partners failing to understand and adapt to 
each other’s cultures.

One of the strengths of Bridge the Culture Gaps is 
its ability to match the understanding of culture and cul-
tural competence to the business process. It does so by 
combining intercultural principles with business man-
agement principles. An interesting example is Chapter 9 
Oiling the Works which deals with international negoti-
ation.

Gibson explains the steps in negotiation and cites 
William Ury, as co-author of the influential Getting to 
Yes, in presenting steps to resolve a difficult negotiation. 
He amplifies it with Glasl’s nine steps from what Gib-
son describes as ‘light tension to destruction’. The chap-
ter ends with key references listed and all references are 
listed in the bibliography at the end of the book.

 It is particularly useful to combine management 
theory with intercultural theory, as we can see in Chap-
ter 8 Inclusive Leadership. Looking at different leader-
ship styles and basing his analysis on Hofstede’s power 
distance dimension he explores decision-making styles 
and goes on to look at how a manager can get a team 
working together using Tuckman’s management theory 
of the four stages of successful team building: forming, 
storming, norming and performing. Any team coming 
together may be formed of many different nationalities 
working face-to-face or virtually. Any team goes 
through a process of storming, working out their differ-
ences in expectations and operations management. That 
leads hopefully to the third stage, norming, where pro-
cedures are agreed ensuring successful performing. Gib-

son doesn’t mention that Tuckman introduced a fifth 
stage, mourning, which is what happens when storming 
and norming don’t work, leading to poor performance. 
He does, however, mention adjourning, the stage 
where the team completes its project and breaks up and 
swarming, where different teams come together on an 
informal basis to address a specific issue or problem. 
This a very practical management tool for use in train-
ing international teams.

An interesting and important chapter deals with 
cultural bias, which can affect our attitudes to and rela-
tions with our multinational colleagues and clients. In 
particular, Gibson draws our attention to unconscious 
bias, which can be a major barrier to inclusion and 
good decision making. This can affect who you 
employ, who you choose not to work with and other 
decisions and are based in prejudice you may not even 
be consciously aware of. Gibson explains how the de-
fensive brain works and how we are motivated by our 
memory. If our memory is positive, we will respond 
positively but if negative we will retreat into fear, which 
is culturally conditioned.

Gibson goes on to identify two types of cultural 
bias and offers several ways of addressing bias that 
might occur. The two types of cultural bias are cogni-
tive bias and micro-aggression. Ways of addressing bias 
include building a circle of trust, watching your use of 
language, connecting with diverse stakeholders, be-
coming an ally of the person you are dealing with and 
reviewing your recruiting and staff development pro-
cesses.

The final chapter examines Strategies for Success, 
commencing with a line from the wonderful Persian 
poet Jalaluddin Rumi, ‘beyond our ideas of right-doing 
and wrong-doing, there is a field. I’ll meet you there’. 
What is the middle ground which enables executives 
from diverse backgrounds with different expectations of 
the business relationship, different operations manage-
ment and communication styles work together success-
fully? Where is the field and how do we access it and 
train our students and training course participants to 
deal with it? Gibson offers ten keys to success: be curi-
ous, challenge stereotypes, observe don’t judge, em-
pathise, switch codes and adapt, never over- or under-
estimate the role of culture, be mindful, celebrate the 
differences in style, bridge cultures and never stop 
learning. Use these principles, in your teaching and you 
will help build a more positive and understanding cul-
tural relationship, ensuring success for your students 
both in their academic studies and in business.
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Described in the cover blurb as ‘a book on culture 
for the 21st century’ Robert Gibson’s new book offers a 
toolkit for effective collaboration in the diverse, global 
workplace. In its twelve chapters it covers the impact of 
culture on international business, intercultural compe-
tence, diversity, managing global change and in-
ternational assignments together with down-to-earth 
discussions of culture and communication, decision 
making, leadership and managing global change. The 
former head of cultural training at Siemens in Germany, 
Robert Gibson has also worked for the Business Univer-
sity at Bologna and is a member of SIETAR (the Society 
for Intercultural Education Training and Research).

Bridge the Culture Gaps is written as a self-help 
guide but is eminently suitable for use on training cour-
ses both in company and in college. Each chapter be-
gins with key questions to provoke thought and con-
tains exercises based on critical incidents and case 
studies to develop awareness and critical skills. 

An answer key to the exercises and activities at the 
end of the book offers additional support as does Robert 
Gibson’s recommended OAR methodology:

O = Observe and describe the situation;
A= Analyse the issues raised by the situation; and

R = Recommend options for dealing with the situa-
tion described.

The author has removed references to company 
identities and nationalities to avoid risks of stereotyping 
but includes them at the end of the book.

The key question is how we optimise collabora-
tion, and the book contains a few tools for doing so, 
hence the toolkit for bridging culture gaps in in-
ternational business.

As Gibson says, globalisation means that more 
people than ever before are encountering other cultures 
and technology has created global hyper-connectivity. 
In addition, offshoring, the internationalisation of sup-
ply chains and global infrastructure projects such as 
China’s Belt and Road Initiative have caused increasing 
levels of interdependency. More and more people are 
being posted abroad in international assignments, there 
are more multinational teams and more and more of us 
are affected by cross-border business affecting market-
ing, human resources, finance, procurement, produc-
tion, engineering, and shipping among other business 
activities. Shipping is now one of the most globalised 
industries in the world. Therefore, culture is now at the 
centre of global business and, as Gibson points out, 

some business disasters are the result of international 
business partners failing to understand and adapt to 
each other’s cultures.

One of the strengths of Bridge the Culture Gaps is 
its ability to match the understanding of culture and cul-
tural competence to the business process. It does so by 
combining intercultural principles with business man-
agement principles. An interesting example is Chapter 9 
Oiling the Works which deals with international negoti-
ation.

Gibson explains the steps in negotiation and cites 
William Ury, as co-author of the influential Getting to 
Yes, in presenting steps to resolve a difficult negotiation. 
He amplifies it with Glasl’s nine steps from what Gib-
son describes as ‘light tension to destruction’. The chap-
ter ends with key references listed and all references are 
listed in the bibliography at the end of the book.

 It is particularly useful to combine management 
theory with intercultural theory, as we can see in Chap-
ter 8 Inclusive Leadership. Looking at different leader-
ship styles and basing his analysis on Hofstede’s power 
distance dimension he explores decision-making styles 
and goes on to look at how a manager can get a team 
working together using Tuckman’s management theory 
of the four stages of successful team building: forming, 
storming, norming and performing. Any team coming 
together may be formed of many different nationalities 
working face-to-face or virtually. Any team goes 
through a process of storming, working out their differ-
ences in expectations and operations management. That 
leads hopefully to the third stage, norming, where pro-
cedures are agreed ensuring successful performing. Gib-

son doesn’t mention that Tuckman introduced a fifth 
stage, mourning, which is what happens when storming 
and norming don’t work, leading to poor performance. 
He does, however, mention adjourning, the stage 
where the team completes its project and breaks up and 
swarming, where different teams come together on an 
informal basis to address a specific issue or problem. 
This a very practical management tool for use in train-
ing international teams.

An interesting and important chapter deals with 
cultural bias, which can affect our attitudes to and rela-
tions with our multinational colleagues and clients. In 
particular, Gibson draws our attention to unconscious 
bias, which can be a major barrier to inclusion and 
good decision making. This can affect who you 
employ, who you choose not to work with and other 
decisions and are based in prejudice you may not even 
be consciously aware of. Gibson explains how the de-
fensive brain works and how we are motivated by our 
memory. If our memory is positive, we will respond 
positively but if negative we will retreat into fear, which 
is culturally conditioned.

Gibson goes on to identify two types of cultural 
bias and offers several ways of addressing bias that 
might occur. The two types of cultural bias are cogni-
tive bias and micro-aggression. Ways of addressing bias 
include building a circle of trust, watching your use of 
language, connecting with diverse stakeholders, be-
coming an ally of the person you are dealing with and 
reviewing your recruiting and staff development pro-
cesses.

The final chapter examines Strategies for Success, 
commencing with a line from the wonderful Persian 
poet Jalaluddin Rumi, ‘beyond our ideas of right-doing 
and wrong-doing, there is a field. I’ll meet you there’. 
What is the middle ground which enables executives 
from diverse backgrounds with different expectations of 
the business relationship, different operations manage-
ment and communication styles work together success-
fully? Where is the field and how do we access it and 
train our students and training course participants to 
deal with it? Gibson offers ten keys to success: be curi-
ous, challenge stereotypes, observe don’t judge, em-
pathise, switch codes and adapt, never over- or under-
estimate the role of culture, be mindful, celebrate the 
differences in style, bridge cultures and never stop 
learning. Use these principles, in your teaching and you 
will help build a more positive and understanding cul-
tural relationship, ensuring success for your students 
both in their academic studies and in business.
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All these qualities are manifest and evident in 
Bridge the Culture Gap. This is a practical and readable 
book, combining management theory and intercultural 
theory with real life examples and case studies to devel-
op intercultural critical thinking skills. If you are an in-

tercultural trainer or a teacher or student of business ad-
ministration and intercultural management then this 
book should be in your library and indeed should be in 
use in your classroom or training room. It certainly is in 
mine.
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As befits an issue devoted to intercultural studies, 
the Field Guide to Intercultural Research is an appropri-
ate opportunity to introduce a collection of 26 essays 
by over 40 authors representing over 20 nationalities, 
sharing their research in East Asia, Africa, the Middle 
East and Europe and discussing questions of fieldwork 
research theory, organisation and management. Divid-
ed into three sections, the book focuses on intercultural 
research into international business differences. Part 1 
deals with practical issues, such as interviewing re-
search subjects and collecting and processing data. Part 
2 examines theoretical themes, and Part 3 addresses re-
gional themes, reporting on research projects on China, 
Thailand and Vietnam, Africa, including Nigeria, and 
the Middle East, including Lebanon and the Arabian 
Gulf. Overall, the book is a useful resource for post-
graduate research students undertaking intercultural 
fieldwork as part of their studies or their work.

But what do we mean by fieldwork and in-
ternational business studies? As Malcom Chapman says 
in his foreword, fieldwork is a method of study derived 
from social anthropology. Social anthropology is de-
fined as the study of human societies, cultures, and 
their development in the Oxford Dictionary. In-
ternational business studies are about the differences in 
business management styles in different nation states 
around the world. Chapman argues that fieldwork 

needs to examine not just the theories of business but 
particularly the views of experienced business practi-
tioners, as is amply illustrated in the book.

Part 1 contains an interesting review of how to in-
terview successful business ‘elites’ by William Harvey. 
Elites, in this context, are senior managers and officials 
in organisations. Especially, if you are interviewing se-
nior people for fieldwork for an MA dissertation or PhD 
thesis, Harvey can provide excellent advice based on 
theory and his own experience. Harvey identifies three 
types of interviewing technique, neo-positive, romantic 
and localist. Neo-positive focuses on the facts. Roman-
tic focuses on social interaction and building rapport. 
Localist focuses on the interaction and the social con-
text in which the interview happens. In preparing the 
interview be sure you state what you want to achieve 
and how it will benefit the interviewee and their organi-
sation. Be prepared to adapt to the environment of the 
interviewee be it formal or informal. The aim is to be in 
an environment where you as interviewer can build a 
rapport with the interviewee.

In conducting the interview it’s important to con-
sider the interviewee’s time availability and to ask be-
fore you start if they have any questions or concerns. It 
will be helpful if you frame the interview at the begin-
ning by giving an overview of the research and explain-
ing why their insights are important and how you think 
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