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Upcoming Events
SUPPLYLINK 2012

Bringing  together some of Asia’s 
leading Supply Chain Managers, the 
Phi l ippine Inst i tute for Supply 
Management annual SupplyLINK 
2012 conference will  tackle  issues 
surrounding Tomorrow's Supply Chain 
in a Value-Driven Global  Economy. 
Held in Manila, Philippines, April 
19-20, 2012. 

(click here to find out more)
Global Logistics and Cargo 

Symposium 2012 - Malaysia
The theme of the symposium 
“ E c o n o m i c  T r a n s f o r m a t i o n , 
Leadership success and Integrity” and 
it highlights the challenges and 
opportunit ies for supply chain, 
stakeholders in the region as well  as 
showcasing its homegrown best 
practices in supply chain and logistics 
management. Held in Kuala Lumper, 
Malaysia, June 27-28, 2012.

(click here to find out more)

Logistics Executive 
Global News

Logistics Executive India to 
release India’s first Salary Guide 

for the Logistics Sector  
Logistics Executive in conjunction with 
LOG India, one of India’s leading 
Supply Chain  Publications will  launch 
India’s first ever Salary Guide for the 
Supply Chain and Logistics sector. 
Complied from market research 
undertaken by Logistics Executive 
India, the report will  be released at the  
Logistics Week Excellence Awards 
being held in Mumbai on  the 15th 
March 2012. 
For a copy of the salary guide, 
c o n t r a c t M a d h u r i M a t h u r - 
madhurim@logisticsexecutive.com 

NEWS & 

EVENTS

CROSS CULTURAL CALAMITIES... 
OR ARE THEY?
In a global talent world, interviewing and identifying the right 
candidate is cha"enging enough, however its understand the cross 
cultural behaviours that can make or break the deal writes Petra 
Marton, Regional Executive Search Consultant for Logistics 
Executive Group. 

“We didn't all come over on the same ship, but 
we're all in the same boat" - Bernard Baruch, 

American financier and statesman.
A few months ago I was attending an International Supply 

Chain Conference in Asia.  One of the session’s topics was ‘Sharing 
Supply Chain career success stories with fresh graduates in the 
industry’.  The aim of the session was to provide young people with 
some insight into the real world of logistics and the many career 
opportunities on offer.

A very successful logistician of Anglo Saxon background, stood 
up to talk to the students.  He began by sharing what he called his 
‘secret of success’.  He encouraged his eager graduate audience, who 
mainly shared the hosting country's Asian culture, to choose an 
industry they were really passionate about if they wanted to succeed. 

“Passion, hard work and a little bit of luck will bring the results”, 
was his sincere message. 

Some of the audience who shared the same cultural framework 
as the speaker, that is an Anglo Saxon understanding of the world, 
perfectly understood what the speaker meant and were nodding in 
agreement. However, the greater part of the audience, presumably of 
Asian cultural background, were frowning, fidgeting and staring with 
expressions that escalated to the point of mild anxiety as they tried 
to decipher what this stately and articulate doyen of the logistics 
world was trying to impart to them. Seemingly unaware of this 
reaction, our speaker continued by calling on all to “follow their 
hearts”.  
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This caused e ven more 
disturbing glances as by Asian 
reference, the word passion tends 
to denote high romance.  Hardly 
an emotion that should be 
expressed in a professional 
context?  Could this fellow be 
beha v ing inappropr ia te l y ?  
Driven to breaking point one of 
the students ver y ser iously 
attempted to decipher this 
seemingly complex and possibly 
encoded message by asking the 
question that put a smile of 
understanding as light bulbs went 
off on some of the faces in the 
audience but only added to the 
confusion of others “what do you 
actua l l y meant by be ing 
passionate ...about a job?” he 
asked.

Unfortunately for the poor 
speaker, this question prompted a 
long explanation of what he 
meant by passion.  This imbued 
part of the audience with a sense 
of dread as they silently willed 
both parties to put the missing 
jigsaw pieces together whilst the 
other par t of the audience 
continued to writhe in their 
embarra s sment a t the 
inappropriateness of matters of 
the boudoir being referred to at a 
supp l y cha in and log i s t i c s 
conference! 

Though it is comical, this 
little story is very common in 
today’s globalized economy.  The 
boundaries have been pushed 
back in very intimate ways.  In 
recr u i tment te rms , h i r ing 
managers and HR professionals 
now work alongside international 
and cross-cultural colleagues. As 
global boundaries are pushed, 
multinationals and even local 
companies find it essential to 
keep their competitive edge by 
hiring the best talent they can 
find.  Today this often means 
hiring new employees from global 
talent banks.   Thanks to new 
technologies such as Skype, we 
can spend more time talking to 
colleagues across the other side 
of the world than the team 

member sitting at the desk 
beside us.  

As a result recruitment, 
already an industry challenged 
with an imposing ‘matchmaking’ 
ro le , f inds i t se l f becoming 
increasingly the platform for 
‘blind dating’ as the culturally 
inexperienced fumble their way 
through surpr i se s , mutua l 
misunderstandings and inevitable 
business risks. Defined as ‘the 
personal capabilities, underlying 
characteristics and behaviours 
that drive superior performance 
a t work across nat iona l 
boundaries’, there is no doubt 
that for today 's g loba l 
organization, ‘cross -cultural 
competence’ is critical.

Tr y ing to conduct an 
interview in your own country 
where cu l ture i s not a s 
problematic presents difficulties 
enough, so it is easy to see that 
interviewing candidates from 
another culture is even more 
challenging as the number of 
things that need to be correctly 
coded and evaluated increases 
exponentially. 

“In my years of engaging with 
foreign talent from Western 
countr ie s , I f ind that 
interviewees tend to be more 
straight forward. As a Recruiter, 
being able to get more direct 
answers from candidates makes 
the screening process a lot less 
complicated, though this doesn't 
mean that less direct answers are 
not of less value, it is just that 
they need further probing” - says 
Carmel Pera le s , Reg iona l 
Executive Search Consultant at 
Logistics Executive.

Di f fe rent cu l tura l 
backgrounds not only have 
different values and therefore 
motives, but may also have direct 
or indirect conversational styles, 
different narrative styles and 
ind icate the i r a t t i tude in 
different ways.

There are many different 
variables at play.  Failing to 
correctly interpret cross-cultural 
va lues and beha v iours for 

example, during a job interview 
revolves around how candidates 
deal with context.  Low and high 
context cu l tures a re terms 
presented by the anthropologist 
Edward T. Hal l in his book 
Beyond Culture. A candidate 
from a low context culture - 
where more is explained through 
words or verbalization instead of 
the context such as Germany, 
Scandinavia or the US, wil l 
provide a lot more detail when 
asked an interview question than 
someone from a high context 
culture like China, Japan or 
Thailand, who might give a 
shorter or indirect answer. This 
can often be interpreted by the 
interviewer as either talking too 
much or being wishy-washy, when 
in reality it is more a question of 
communication style.  

If that’s the case and words 
like ‘success’, ‘better opportunity’ 
and ‘enthusiasm’ mean different 
things in different cultures, how 
are recr u i ter s / inter v ie wers 
supposed to conduct proper 
intercultural interviews and make 
the right hiring decisions? If only 
there was a system that helped 
the interviewer interpret cross-
cultural dialogues; so that when 
the British candidates say “quite 
good”, they might mean “a little 
bit disappointing” or when the 
Chinese say “yes”, they might 
mean “I hear you, but I disagree”. 
Are there interview answers that 
are considered good regardless 
cu l tura l context ? Shou ld 
interview questions be designed 
accord ing to the cu l tura l 
background of candidates? 

The bad news is there is no 
universal “global competency” 
that can be limited to the same 
behavioural indicators for every 
culture. While the competency 
may be global, such as leadership, 
the behavioural indicators will 
differ from culture to culture if 
that leader is to be effective in 
delivering what the organisation 
needs internationally. 

Unfortunately, the fact that it 
has become an everyday activity 
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for hiring managers of various 
l e ve l s to make recr u i tment 
decisions in an inter-cultural 
context doesn't necessarily mean 
that they have developed a cross-
cultural competence. Although 
there is not much data available on 
the effectiveness of recruitment 
practices across cultures, it is 
highly possible that an interviewer 
with less cross-cultural exposure 
will tend to make decisions based 
on his or her cultural experience 
and reject candidates who do not 
fit into his/her personal, cultural 
framework.

According to Darryl Judd, 
Chie f Operat ing Of f icer o f 
Logistics Executive “There are 
examples in our work on a daily 
basis, as we recruit for clients 
across the all of the Asia Pacific 
Region where the most talented 
candidates are lost due to cultural 
and communication road blocks.” 
This is a concern, as the lack of 
c ross -cu l tura l awareness , 
understanding and sensitivity on 
the s ide o f the h i r ing 
organization's decision makers and 
very often on the candidates' side, 
can directly affect candidate 
communication and assessment. 
These steps can easily lead to 
missing out on talented candidates 
or the wrong hiring decisions that 
don't ac tua l l y compl y wi th 
company leadership and culture.

It doesn’t have to be all that 
complicated however to overcome 
these barriers, as long as there is a 
sincere and open willingness to 
make the connection. As a starting 
point here are some easy steps that 
both employees and corporate 
entities can follow:
1. Acknowledge and accept 

cultural diversity.
2. De ve lop an awareness o f 

different cultures – this doesn’t 
have to be too complex, you just 
have to know enough about 
each other to check in and make 
sure your message is being 
understood if you anticipate 
there may be confusion.

3. Be tolerant – mistakes will 
happen but keep in mind that 

both parties will most likely 
have a strong desire to work it 
out.  Set up a framework of 
support and acceptance – in 
fact it is an absolute necessity 
that you feel you have support 
in trying to overcome cross-
cultural differences, so insist on 
this if you do not feel it is 
forthcoming.

4. Keep it simple. Do not use 
over complicated language or 
references that are culturally 
specific (such as our poor 
Suppl y Chain presenter ’s 
reference to “passion” in our 
earlier example). It is probably 
better not to at tempt to 
humour until you know the 
level of understanding and 
re fe rence po ints o f your 
audience.

5. Don’t be afraid to ask for help!
It may be a good idea to ask 

for the assistance of international 
hiring and human resources 
consulting firms who have vast 
exper ience in na v igat ing 
intercu l tura l and langua ge 
challenges, such as Logistics 
Executive.  English is not the 
f i r s t l angua ge o f many 
international business people. 
Their use of the language may be 
peppered with culture-specific 
or non-standard English phrases, 
which can hamper the 
communication process. Again, 
having an experienced recruiter 
on hand may be the best solution.

It i s c r i t i ca l fo r today ’s 
business leaders to have a strong 
competency in cross -cultural 
awareness.  Often this is the 
competitive edge that makes or 
breaks most companies.  Though 
th i s can be a compl ica ted 
endeavour, it may also be one of 
the most basic.  It is important to 
remember that people, all over the 
world share a common desire, 
perhaps even a ‘passion’ (if we may 
borrow a turn of phrase from our 
Logistics’ Professional’s example 
above), to listen and to be heard.  
All it takes in the business world is 
a lot of determination, tolerance 
and a little help.

Logistics Executive
www.logisticsexecutive.com 

Australia
Sydney
Phone: +61 2 8262 9800

Melbourne
Phone: +61 3 9863 9488
 
Asia
Shanghai
Phone: +86 21 6427 6697
 Singapore
Phone: +65 6818 9745

Hong Kong
Phone +852 3125 7654

India 
Phone +91 22 4090 7053

Middle East
United Arab Emirates - Dubai
Phone: +971 4 361 6275

New Zealand
Wellington
Phone: +64 4 496 6730

Petra Marton
Regional Executive Search 
Consultant, Singapore
Logistics Executive Group

Petra has an education 
background in Economics and 
International Relations and she has 
4 years of experience in executive 
recruitment in Europe and in 
South East Asia. 

Originally from Hungary, Petra 
joined Logistics Executive based in 
Singapore in 2010. Specializing in 
3PL, Supply Chain and Technical, 
Petra’s has experience working 
across a range of c-level roles that 
throughout South East Asia.

For a copy of the 2012 
Logistics Executive 
Global Employment 

Report email: 
darrylj@logisticsexecutive.com 

or 
kimw@logisticsexecutive.com 
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