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      Cross-cultural training involves teaching and 
learning about the interaction of people with 
 different cultural backgrounds; its typical goal is 
to prepare a sojourner to be successful in a host 
country. Trainers are usually educated in the 
applied social sciences, and trainees could be 
international company employees, university 
students who study abroad, or international 
 volunteers in programs such as the Peace Corps. 
The most complete cross- cultural training pro-
grams include a pre-departure session, tracking 
during the sojourn (Renwick,    2004 ), and a 
reentry session upon return to a trainee ’ s home 
country. Often, reentry is more stressful than 
adjusting to life in a host country even though 
sojourners may not expect difficulties returning 
to their home country (Martin & Harrell,    2004 ). 
If a reentry  component is included in the 
training, it may include reflection activities 
 centered on personal and professional growth 
during the stay abroad as well as the introduction 
of a  network of others with similar experiences 
who can offer social support. 

 Successful cross-cultural training programs 
are aligned to the specific needs of the trainees, 
and programs based on theory with a duration of 
at least three days have been found to be more 
effective than no training at all or brief orienta-
tion sessions (Landis & Bhagat,    1996 ). Before a 
cross-cultural training program is conducted, a 
formal needs assessment may be carried out to 
collect information from the trainees regarding 
changes in work assignments, family situations, 
and language requirements. A reduction in the 
status of the trainee while abroad may be of spe-
cial concern, and adaptive  strategies would be 
introduced in the training program to handle 
this issue and the others. When the needs of 

trainees involve reduction of stereotypes, preju-
dices, and biases toward culturally different 
members of the same country, a specific type of 
cross-cultural training called diversity training is 
used (Ferdman & Brody,    1996 ). This type of 
training is becoming more and more common in 
 companies with diverse work groups (e.g., in 
countries such as the United States). 

 Some of the general goals of cross-cultural 
training programs are increasing awareness of 
cultural differences, teaching new behaviors 
(sometimes including language), and identifying 
and improving attitudes. If the goals of programs 
are not tailored to the needs of the trainees, 
 participants may doubt the effectiveness of the 
program and be less willing to  participate. A 
trainer may present evidence such as statistics of 
training programs leading to successful overseas 
assignments in order to motivate trainees and 
gain their full cooperation. Introducing cultural 
misunderstandings in videos or case studies can 
make trainees aware of culturally different 
values, norms, and beliefs, and teaching new 
behaviors can be  useful in situations where 
norms for behaviors differ depending on culture. 
For instance, an American may be taught how to 
greet a Japanese person in a business situation 
by   bowing and exchanging business cards in 
the  culturally appropriate polite manner. In 
addition to introducing new behaviors, a trainer 
may identify and attempt to root out negative 
attitudes or biases trainees might have toward 
members of the host culture before the sojourner 
has contact with them. 

 To accomplish the goals of a cross-cultural 
training program, a trainer may choose from 
among several types of training techniques that 
are widely used and researched in the field. These 
techniques are divided into two basic categories, 
didactic and experiential, with the main distinc-
tion being that trainees take a passive learning 
role in the former and an active role in the latter. 

 Examples of didactic techniques are lectures 
and videos; cross-cultural theories important 
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to cultural understanding can be introduced by 
these modes. For example, a trainer may intro-
duce a cross-cultural misunderstanding related 
to direct and indirect styles of communication 
and then explain how the theory of individual-
ism-collectivism (i.e., the degree to which a 
culture emphasizes rights and individual 
goals  over duties and group goals; Triandis, 
   1995 ) can account for these differences in com-
munication styles. Another theory that may be 
applied to a cross-cultural training program is 
the anxiety-uncertainty management (AUM) 
theory (Gudykunst & Kim,    2003 ). Through 
this communication theory, trainees can be 
taught the importance of being mindful in 
cross-cultural interactions, especially, of the 
cultural reasons for differences in behaviors. 
Also, strategies for reducing anxiety and uncer-
tainty in cross-cultural encounters can be 
introduced and practiced in training sessions. 

 Experiential techniques include role-plays, 
discussion-based activities, cross-cultural simu-
lation activities, and culture assimilators. 
Perhaps one of the most effective cross-cultural 
training techniques for allowing trainees to 
experience cultural clashes are cross-cultural 
simulation activities, and some of the most 
popular that are used and researched in the field 
are Barnga (Thiagarajan & Steinwachs,    1990 ), 
Ecotonos (Nipporica Associates,    1993 ), and 
BaFa BaFa (Shirts,    1974 ). In these activities, 
trainees might be divided into groups and given 
different instructions for communication 
norms. After interacting with group members 
for some time in a certain way, trainees are told 
to interact with members from different groups 
with different communication norms (unknown 
to them), and the experience often leads to 
 feelings of anger, frustration, and  anxiety – emo-
tions that can be aroused in  genuine cross-cul-
tural encounters that may be experienced 
abroad. After the cross-cultural simulation 
activity, it is important that the trainer debrief 
the trainees on its purpose and lead a discussion 
that addresses the feelings experienced, perhaps 
linking them to the psychological or communi-
cation theories introduced in the lecture compo-
nent of the program. 

 In addition to cross-cultural simulation 
 activities, the culture assimilator is a popular 
cross- cultural training tool used by trainers to 
teach cross-cultural understanding (Cushner & 
Landis,    1996 ). The culture assimilator involves a 
series of vignettes based on critical incidents in 
which cross-cultural misunderstandings occur. 
After a description of a critical incident, a set of 
multiple-choice options is offered as possible 
explanations for the source of cultural misunder-
standing, from which trainees are asked to 
choose the best answer. There are two types of 
culture assimilators: culture-general and culture-
specific. Culture-general assimilators deal with 
issues that may be universally experienced by 
interacting with people from different cultures 
(Cushner & Brislin,    1996 ), whereas culture-spe-
cific assimilators focus on scenes depicting inter-
actions with people from a specific culture. 
Although culture-general assimilators are easier 
to obtain than  culture-specific ones, both are 
usually used in a  successful cross-cultural 
training program. 

 Success for cross-cultural training  programs 
is  basically measured in terms of professional 
 effectiveness, interpersonal effectiveness, and 
personal adjustment. Indeed, in comparison to a 
group with no formal cross-cultural training, 
trainees have been found to have a better  network 
of social support, be better prepared to complete 
work assignments in their host culture, and 
experience less cultural  adjustment stress 
(Landis, Bennett, & Bennett,    2004 ). 

  SEE ALSO : Acculturation; Intercultural 
Communication 

    References 
    Cushner ,  K.  , &   Brislin ,  R.   ( 1996 ).  Intercultural 

interactions: A practical guide  ( 2nd ed. ). 
 Thousand Oaks, CA :  Sage .  

    Cushner ,  K.  , &   Landis ,  D.   ( 1996 ).  The culture 
sensitizer . In   D.   Landis   &   R.   Bhagat   (Eds.), 
 Handbook of intercultural training  ( 2nd ed. ; 
pp.  185 – 202 ).  Thousand Oaks, CA :  Sage .  

    Ferdman ,  B.  , &   Brody ,  S.   ( 1996 ).  Models of diversity 
training . In   D .  Landis   &   R .  Bhagat   (Eds.), 



 3

 Handbook of intercultural training  ( 2nd ed. ; 
pp.  282 – 306 ).  Thousand Oaks, CA :  Sage .  

    Gudykunst ,  W.  , &   Kim ,  Y. Y.   ( 2003 ). 
 Communicating with strangers: An approach to 
intercultural communication  ( 4th ed. ).  New York, 
NY :  McGraw-Hill .  

    Landis ,  D.  ,   Bennett ,  J. M.  , &   Bennett ,  M. J.   (Eds.). 
( 2004 ).  Handbook of intercultural training  
( 3rd ed. ).  Thousand Oaks, CA :  Sage .  

    Landis ,  D.  , &   Bhagat ,  R.   (Eds.). ( 1996 ).  Handbook 
of intercultural training  ( 2nd ed. ).  Thousand 
Oaks, CA :  Sage .  

    Martin ,  J.  , &   Harrell ,  T.   ( 2004 ).  Intercultural reentry 
of students and professionals: Theory and 
practice . In   D.   Landis  ,   J.   Bennett  , &   M.   Bennett   
(Eds.),  Handbook of intercultural training  ( 3rd ed. ; 
pp.  309 – 336 ).  Thousand Oaks, CA :  Sage .  

   Nipporica Associates . ( 1993 ).  Ecotonos .  Yarmouth, 
ME :  Intercultural Press .  

    Renwick ,  G.   ( 2004 ).  Afterword: Reflections on the 
future of training . In   D.   Landis  ,   J.   Bennett  , &

   M.   Bennett   (Eds.),  Handbook of intercultural training  
( 3rd ed. ; pp.  437 – 452 ).  Thousand Oaks, CA :  Sage .  

    Shirts ,  R. G  . ( 1974 ).  BaFa BaFa: A cross-cultural 
simulation .  Del Mar, CA :  Simulation Training 
Systems  (formerly Simile II).  

    Thiagarajan ,  S.  , &   Steinwachs ,  B.   ( 1990 ).  Barnga . 
 Yarmouth, ME :  Intercultural Press .  

    Triandis ,  H. C.   ( 1995 ).  Individualism and 
collectivism .  Boulder, CO :  Westview Press .   

  Further Reading 
    Brislin ,  R.  , &   Yoshida ,  T.   ( 1994 ).  Intercultural 

communication training: An introduction . 
 Thousand Oaks, CA :  Sage .  

    Kim ,  Y. Y.  , &   Gudykunst ,  W. B.   (Eds.). ( 1988 ). 
 Cross-cultural adaptation: Current approaches . 
 Newbury Park, CA :  Sage .  

    Landis ,  D.  , &   Brislin ,  R.   (Eds.). ( 1983 ).  Handbook 
of intercultural training  (Vols. 1–3).  Elmsford, 
NY :  Pergamon .     


