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Developing Core Competence Through Multicultural Learning
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Within recent years, managing cultural diversity has become a popular topic
within management in general and organizational behavior and human resource
management in particular. Indeed, the world is moving into the post-modern era
which calls for a comprehensive, practical, and realistic strategy that would 'cha,nge
not only the organizational members’ numbers and attitudes, but also the way or-

ganizations are managed.

The purposes of the study were therefore to offer a practical way of promoting
non-dominant cultures and better mixing of management ranks while ensuring op-
timal performance and maintaining a skilled workforce which would be willing and
able to continuously learn and develop the firm’s core competence; to suggest strate-
gies being used or which can be used in organizations that would be more effective
for this purpose; and to present improvements advanced by the cultural diversity in

management and the approach that would promote and develop these benefits.

A survey was conducted using a sample of employees from two companies in
Madagascar—KRAOMITA MALAGASY and STAR-MADAGASCAR, both limited li-
ability companies. Having tested the twenty-eight hypotheses on the effects of cul-
tural diversity, the conditions for an effective multicultural management, and per-
formance, the results revealed that (1) cultural distances influence management, (2)
sharing principle is one of the keys to multicultural learning and core competence

“development, thus, to post-modern organizations’ success, and (3) cultural and func-
tional interfaces are essential to ease and to smooth the successful adoption of a best
practice approach.

The statistical results were supported by ERICSSON TOSHIBA TELECOMMUNI-



cATION SYSTEMS K.K.’s further case study which suggested that, to succeed and
to prosper on the whitewater ride into the 21st century, multicultural organizations
should hold (a) a balanced workforce characterized by the existence of contextual
switchers and (b) a new management strategy which would be able to create a
willingness-to-share attitude among participants so that everybody would learn and
develop core competence and the organization, itself, could learn and develop its

distinctive core competence.

As recognition of importance of dynamic core competence will grow, scholars and
practitioners will emphasize on the ways in which each organizational member’s core
competence is shared, developed, and appropriated by the group/unit/organization

for creating new core competence.
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