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Abstract: The lack of knowledge and understanding of the different cultural norms,
values and even communication styles can hinder both leaders and followers’ ability to
navigate cross-cultural interactions more effectively. This study sought to investigate
the influence of cultural induction/training on workplace practices of and the
relationship between principals and expatriate teachers in terms of conflict prevention.
The study adopted a mixed method research approach, utilizing a 20-item
questionnaire informed by (Bennett, 2017) and in-depth interviews. While 328
expatriate teachers completed the questionnaire, 8 expatriate teachers and 8 local
school leaders agreed to participate in the interviews. The study revealed that a well-
designed and implemented cultural induction plays a quite important role in not only
reducing but also preventing the incidence of conflict between expatriate teachers and
principals, and, therefore, improving relationships and work practices. Based on this,
the study recommended that induction programs are designed and delivered by Emirati

school principals, in real context/schools, and over an adequate period of time.

Keywords: culture, cultural induction/training, conflict, principals, expatriate

teachers.
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Introduction:

Culture, in its broadest sense, permeates everything around us, and it
imperceptibly influences almost every aspect of our life (Schein 2017; Dimmock
& Walker, 2005). Such ubiquitousness and subtle influence make it simply
inescapable (Hofstede, G., Hofstede, J., & Minkov, 2010). Recognizing those
unique and intricate characteristics of culture did not happen over a short period
of time, of course. As a matter of fact, conceptualizing what culture is as well as
understanding the countless ways in which it influences the way people lead
their life has been at the core of a myriad of disciplines—Anthropology,
Sociology, Psychology, Criminology, Linguistics, Literature, and Philosophy,
just to name a few—for a very long period of time (Johnson, 2013). In their
monograph, Kroeber & Kluckhohn (1952) identified “one hundred fifty-seven
definitions of culture” (p. 149) and that was only over a span of thirty years,
1920-1950. This elusiveness to be conceptualized and defined in black and
white made it imperative for scholars from different fields of knowledge to

remain engaged with it.

It is quite noticeable that modern times’ schools are becoming more
complex than ever. Such complexity could partly, yet fairly, be attributed to
today’s ever-growing interconnectedness and interactivity—virtually and
physically—among people coming from different parts of the world and, more
importantly, from different cultures. The UAE is no exception to this, for,
according to  The Organization for Economic  Co-operation and
Development (OECD) (2020), expatriate teachers in the UAE constitute the
majority of the teaching workforce. Interestingly, as much as such diversity
often brings forth opportunities it equally often brings forth serious challenges
(Behfar, Kern & Brett, 2006; Mannix & Neale, 2005). One of those challenges

www.jser-kw.com @
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is that whenever there is difference, conflict is likely to be lurking in the
shadows (Oetzel, Dhar & Krischbaum, 2007; Jehn, Northcraft & Margaret,
1999). This 1is such because psychologically and, according to
similarity/attraction theory tenets, people are generally more attracted to and
work way more harmoniously with those who are similar to them or share
commonalities—be it cultural, attitudinal, social, etc.—with them (Byrne, 1971).
It logically follows that working in a multicultural environment, as it is the case
now in almost all secondary public school in the UAE, is undoubtedly never a
walk in the park, especially when the difference in cultures is not only

horizontal/within the same team, but also vertical/leader-follower.
Problem of Study:

It is evident that the large body of research conducted on the influence of
culture in general and the influence of cultural induction programs in particular
on leaders and followers who operate in multicultural work environments has
not stopped at only identifying and/or understanding such influence in its
theoretical sense but has also gone further and investigated a wide array of
practical implications. Those include but are not limited to, employees’
performance (Maamari and Saheb 2018), employees’ satisfaction and
commitment (Al-Sada, Al-Esmael and Faisal 2017), and employee motivation
(Oleinik 2017). However, one specific practical implication of cultural induction
programs influence on leadership and followership stands out, to the best of the
researcher’s knowledge, as not researched at all in the UAE public school
system, which, as mentioned earlier, is a highly multicultural milieu. This
practical implication is the influence induction programs could have on
improving work practices and relationships between leaders and followers

through mitigating or even preventing the incidence of potential culturally-
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induced conflicts. To be more specific, no research is conducted on how cultural
induction might contribute to conflict prevention between principals and
teachers, and, hence, contribute to better work practices and healthier

relationships.
As such, one overarching research question framed this study:

To what extent does cultural induction influence workplace practice of and the

relationship between principals and teachers in terms of conflict prevention?

To answer the main research question, two sub-questions needed to be
answered:
1. How well does the cultural induction program prepare new expatriate
teachers to avoid conflicts with principals?
2. How well does the induction program prepare new expatriate teachers to

navigate differences and work in harmony with principals?
Purpose of the study:

The study aimed at investigating whether or not the cultural
induction/training offered by the public school system in the UAE—Emirates
School Establishment (ESE)—prepares newly hired expatriate teachers to work

in harmony and prevent the incidence of conflict with school leaders/principals.
Significance of the Study:

This study is particularly important for the UAE context because it brings
to the fore an issue that has been often downplayed in practice and—to the best
of the researcher’s knowledge—was not researched in theory; that is the
influence of cultural induction on reducing the possibility of conflict occurrence
due to differences in cultural norms and values and the positive consequences

that would be reflected in both work practice and relationships. As the study fills
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in such research gap, it shall pave the way for further research to be conducted

around the topic.

Moreover, this study would provide policy makers, principals and
teachers, and the department responsible for inducting new hires with deeper
understanding of the problem and, thus, aid in making informed decisions and
designing induction programs that could transcend and/or mitigate the practical
implications of cultures’ influence on leaders and followers with regards to

conflict.
Scope and delimitations:

This study was limited to studying the influence of the cultural part of
induction programs provided to newly hired expatriate teachers in terms of
conflict prevention. It was conducted during the 2022/2023 academic year and
only limited to secondary public schools across the seven Emirates of the UAE.
Furthermore, the study subjects included only Emirati school principals/leaders

and expatriate teachers coming from non-Arab cultures.

Concepts and Terms:

= National Culture: To this research, it is defined as a set of “beliefs, values,
and attitudes that structure the behavior patterns of a specific group of
people” (Merriam 2009, p. 27).

» Organizational Culture: To this research, it is the shared framework that
employees of an organization have and according to which they interact
with one another and with individuals from outside the organization. Unlike
national culture, organizational culture can be modified or even changed
altogether.

=  Culture: Procedurally to this research, wherever ‘culture’ is mentioned, it

encompasses both national culture and organizational culture.
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= Values: Generally speaking, values are the overarching principles guiding
people as to what to do and what not to do. They are invisible and reside
deep at the unconscious level. As far as this research is concerned, they are
the “broad tendencies to prefer certain states of affairs over others”
(Hofstede, G., Hofstede, J., and Minkov 2010, p. 9).

= Norms: Norms and values are two concepts that are often used together by
all non-specialists and by some specialists, too. Although they are closely
related, they are neither synonymous nor interchangeable. Values are
general and abstract while norms are specific and concrete. To this research,
norms are the social unwritten and acceptable rules as well as behavioral
expectations and applications that are rooted in, justifiable by and reflect
values. In other words, norms are the means to the ends which are the values
(Hofstede, Hofstede& Minkov, 2010).

= Cultural Induction: Cambridge dictionary (2021) defines induction as “a
period during which a new member of staff learns about the organization
and has basic training.” As far as this research is concerned, cultural
induction is used to refer to the event(s) or program(s) during which new
employees from cultures other than the UAE’s are introduced not only to the
culture of the UAE but also to the organizational culture of ESE.

= Conflict: To this research, conflict is basically difference (Follett, 1973). It
i1s a dissonance or “incompatibility of values, expectations or processes
between two or more parties from different cultures” (Ting-Toomey 1994, p.

360).
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Theoretical Framework:

1- Developmental Model of Intercultural Sensitivity:

This model, which was developed by Milton Bennett (2017, 2013, 2004,
1993, 1986), has been the fruit of many years of research and publication on
intercultural sensitivity. The model was developed to essentially explain how
individuals experience cultural difference, how they engage it, and how they
develop intercultural sensitivity (Hernandez and Kose 2012). It is made up of six
stages along a linear continuum that consists of two main views. The two main
views along the continuum are: Ethnocentrism, a stand from which individuals
view their own culture to be the center of reality, and Ethnorelativism, a stand
from which individuals view other cultures as alternative ways to organizing

reality (Bennett 2017).

As for the six developmental stages, they are: Denial, which is the default
stage at which a person does not notice the existence of otherness to begin with
and, as a result, when they encounter difference, they often aggressively deny it.
Defense is the second stage at which a person recognizes otherness but often in
negative stereotypical manner. The third stage, Minimization, is the stage at
which a person resolves the self-other opposition by perceiving and focusing on
deeper human similarities rather than on superficial differences. The fourth stage
is Acceptance; this stage signals that a person accepts that there are others who
have different cultures that are equally complex to their own. Adaptation is the
fifth stage, and at it, a person has a more expanded worldview and, thus, starts
adapting and behaving in ways that are culturally acceptable and appropriate to
others. The last stage is integration, which, as the name suggests, signifies that a

person has become either bi-cultural or even multicultural. On the continuum of
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this model, while the first three of these stages fall under the ethnocentric view,

the latter three stages fall under the ethnorelative view.

Table (1)

Developmental Model of Intercultural Sensitivity

Stages

Description

1.Denial of

difference

One’s own worldview is the only one that exists or matters. This
perception may be due to full or partial isolation or social or
physical barriers. May dehumanize others. It represents the

ultimate ethnocentrism.

Eth tri
nocentric 2.Defense

View .
against

difference

Cultural differences are recognized rather than denied. However,
because they are threatening, they are resisted or countered.
Three common strategies are denigration, assumption of cultural

superiority, and reversal.

3 .Minimization

of difference

Cultural differences are acknowledged and are not denigrated,
but they are not considered important. The focus is on
similarities as a way of obfuscating differences. Strategies
include relegating differences and the assumption of universality

as less significant.

4.Acceptance of

difference

Cultural differences are acknowledged, appreciated, and seen as
fundamental, necessary, and preferable in human affairs.
Acceptance occurs on two levels: respect for behavioral

differences and respect for underlying value differences.

5.Adaptation of
Ethnorelative difference

View

Accepting cultural differences as well as suspending value
judgments based on one’s own culture. Rather one starts
evaluating behavior from the perspective of the other’s culture.

The most common form of it is empathy.

6.Integration of

difference

The application of ethnorelativism to one’s own identity. One
evaluates experience using an understanding of multiple frames

of reference and is able to act as an insider and outsider.

(Adapted from Bennet 1986, pp. 182-187 and Bourjolly et al. 2005, p. 45)
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This model is particularly important to inform and guide answering the
research question, which looks at the extent to which cultural induction
influences work dynamics and the relationship between leaders and followers in
terms of conflict prevention. As this model is in the format of a continuum, it
lands itself perfectly into and mirrors an area that is considered also as a

continuum; that 1s, conflict.
2- Conflict Theory:

Conflict theory is very broad and is used and applied to explain a myriad
of different phenomena across a wide range of disciplines; Economics, Law,
Anthropology, Politics, Criminology, Teaching methodologies, just to name a
few. The main unifying notion within conflict theory, regardless of how each
field of knowledge approaches it, is that of the core notion of difference which
often leads to clash. To guide answering the research question, however, micro
and macro conflict theory views from within the field of sociology will be
considered. At one end of the scale, we have the micro-conflict theory in which
the focus “lies in observable behavior” (Rossel and Collins 2006, p. 509).
Macro-conflict theory, at the other end of the scale, is concerned with—amongst
other large-scale and scope notions—"the aggregations of different types of
micro-situations... (p. 510) which manifest as typified social norms and

structures, and which are of course not visible nor observable.

Both micro and macro levels of conflict theory in sociology, according to
Rossel and Collins, are not at odds but rather complement each other to explain
social reality in a more comprehensive manner, for, in the end, every macro
sociological understanding is dependent on understanding observable micro
sociological situations. Such interdependence and complementariness were of

paramount importance to this research in general, for it mirrors the unbroken
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connectedness that culturists hold with regards to the observable practices of
culture at the outer layer of it and the unobservable values and norms at its inner

layers.

Furthermore, to (Rossel and Collins 2006), conflict takes place on a
“spatiotemporal continuum...which extends from very small entities such as
nonverbal communication, as in eye contact in interaction situations to very
large entities as economic world systems” (p. 509). This continuum, which
constitutes of time, space and persons, was crucial to this study as conflict which
difference in national cultures among interactors created was quite bound to as
well as its intensity affected by the different periods of time, different space or

locations and different individuals involved.
Review of the literature:

The challenges that new staff face when starting a job in a foreign
environment are many but maybe the cultural differences stand out as the most
stressful and arduous to deal with (Berry, 1990; Brislin & Yoshida, 1994).
Having realized this, researchers from as early as the seventies of the past
century started exploring the effects cultural induction or the lack of it can have
at either/both individual or/and organizational levels (Fiedler, Mitchell &
Triandis, 1971). Literature shows that lack of proper cultural induction/training
can lead to cultural clashes and tensions which could eventually lead to
consequences that range from quitting the job altogether to keeping the job but
performing poorly (Black & Mendenhall, 1990; Kassar, Rouhana & Lythreatis,
2015; Tsegaye & Su, 2017). Furthermore, literature also clearly shows
consensus that the whole idea behind cultural induction programs is to help
expatriates learn more about the different culture they will function in, adapt,

assimilate or even acculturate and, as a result, perform better (Littrell, Salas,
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Hess, Paley, & Riedel, 2006; Okpara and Kabongo, 2017; Sousa, Goncalves,
Santos, & Leitao, 2017; Tahir & Ertek 2018) and minimize the likelithood of
conflicts (Jassawalla, Truglia & Garvey, 2004; Xi, 2018; Vodosek, 2007; Earley,
1987; Zee & Hothuis, 2018).

In order to realize the goal of performing better on the part of expatriates,
Cerimagic (2011) stresses that for any cross-cultural training/induction to be
effective, it has got to be “relevant and particular to the culture in which they
will be working” (p. 303). Likewise, Forster (2000) emphasizes the paramount
importance of particularity and relevance of the induction/training to the host
culture. This relevance explains the empirical results found by (Wurtz, 2014)
indicating the superiority of the in-host-country cultural training as opposed to
pre-departure one. Similar views on the value of specificity and relevance of
cultural training are shared by (Hou, Fan, Tan, Hua, & Valdez, 2018) as they
show 1n their longitudinal study that cultural training is more effective when
conducted “couple of months post-arrival than when delivered upon arrival in
the host country” (p. 18). They explain that this is such because after some time
has passed, expatriates will have had more knowledge on the specific

differences of norms, values and behaviors of the host culture.

Besides empirically proving that cultural training leads to better
performance, Kassar et al. (2015), point out that it also positively affects job
satisfaction for expatriates and, therefore, minimizes turnover. Similar results
with regards to minimizing turnover were reached by (Ronfeldt & McQueen
2017). As cultural training/induction established itself to be quite essential at
individual and organizational levels, many scholars attempted to develop models
and propose methods on how to build and implement effective one; those

include but are not limited to: Black & Mendenhall (1989), who proposed
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factual, analytical and experiential methods, Odenwald (1993), who proposed a
number of training types—one of the them is host-country-culture-specific—,
Harrison (1994), who proposed having a general induction and another more
particular one, Selmer, Torbiorn & de Leon (1998), who proposed sequential
training that takes into account psychological factors, Haslberger, Brewster &
Hippler (2013), who proposed a model that emphasizes the ‘person-environment
connection from cognitive, emotional, and behavioral perspectives, and
Lenartowicz, Johnson & Konopaske (2014), who linked effective cultural

training to five learning theories.

Another very essential point related to cultural induction/training
effectiveness 1s its duration. Although it is an area that is under-researched
(Wurtz, 2014; Hou et al., 2018), it is evident in the published literature that most
scholars oppose the one-time or short-duration cultural training/induction
(Littrell et al. 2006; Stirzaker, 2004; Bhagat & Prien, 1996). Brislin and Yoshida
(1994) stress that it is recommended for any cultural training to not be
conducted over a period of time less than three days, and that ideally it should be
for two weeks. Likewise, Lawson & Shepherd (2019) consider cultural training
that is “too short and not given on site” (p. 22) as one of the factors that can
negatively affect retention of employees and lead to poor performance. The
importance of having any sort of induction—be it cultural or other—over a
reasonable period of time rather than being a ‘one-off” event is also reiterated
and stressed by (Bush, 2018), (Kumar & Pandey, 2017), and (Carucci, 2018). It
would make sense, thus, to claim that with a phenomenon as complicated as
culture, training/induction should be as comprehensive as possible and not

rushed at all.
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Methodology:

This research utilized a mixed method research approach. Both qualitative
and quantitative methods were used simultaneously; hence, the design was
convergent. This research approach allowed for triangulated and consolidated
results of various data sets. The research employed a self-administered
questionnaire for expatriate teachers and in-depth semi-structured interviews

with both expatriate teachers and school leaders.
Participants:

Out of 1242 expatriate teachers invited to participate in the study, 328
agreed to participate and completed the questionnaire. Eight expatriate teachers
and eight school leaders participated in the in-depth interviews. Inclusion
criteria for the purposive sampling of the qualitative part of the study was that
for both teachers and leaders to have experience working in public secondary
school level in the UAE for at least three years and for teachers to have been

born and raised in a culture different from their school leader’s culture.

In terms of participants’ demographics for the qualitative part of the study,
all eight school leaders were Emiratis (three males and five females). As for
expatriate teachers, out of the eight participants, three were British (all males),
two American (one male and one female), one Canadian (male), one Australian
(female), and one South African (male). As for the quantitative part, 39.3% of
teachers who completed the questionnaire were born and raised in the United
Kingdom (UK), 16.8% were born and raised in the United States of America
(USA), 14.9% were born and raised in India, 10.7% born and raised in Ireland,
6.4% in Canada, 5.5% in Australia, 3.4% in New Zealand, 1.5% in South Africa,

and 1.5% in other non-Arab countries.
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Instrumentation:

Questionnaire:

This tool was developed by the researcher to investigate how well the
cultural induction program offered by ESE prepares new expatriate teachers to
work in harmony and aid in preventing conflict with school leaders. The
development of the tool was largely informed and anchored in the
Developmental Model of Intercultural Sensitivity by (Bennett, 2017). The tool
comprised of a total of 20 items which fell into 4 domains: first domain
measured the quality of the induction program through 3 items, second domain
measured the overall quality of the cultural part in the induction program
through 3 items, domain 3 looked at the relevant cultural knowledge of
inductors through 5 items, domain 4 measured the theoretical and practical
benefits of the induction through 9 items. The tool is in five-point Likert scale
format; ranging from 1 = Strongly disagree to 5 = Strongly agree. The tool was
shared with five experts in the field for validation purposes. Suggested agreed
upon refinements and amendments (deletion/addition) were incorporated. As for
reliability, the tool was piloted with 25 expatriate teachers twice (test-retest)
with two weeks interval. After responses were received from first administration
of the pilot, internal consistency test using Cronbach’s Alpha measure was
conducted and the tool proved to be internally consistent with a Cronbach’s
Alpha total of 0.83. After retesting the tool, responses from the two
administrations were correlated using Pearson Correlation Coefficient and the
tool proved to be reliable with » = 0.89. The researcher would like to point out
here that although the sample for checking stability reliability of the instrument
was not ideal, as it is less than 30 participants (Fraenkel, Wallen & Hyun, 2018),

the resulting value score was not only satisfactory but also promising to
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potentially increase had there been more participation. The responses of the
twenty-five expatriate teachers who took part in the piloting of the instrument

were not included in the actual sample data used to draw findings of the study.
Interviews:

The qualitative part of this study was conducted using in-depth semi-
structured interview. This type of interview was selected because it naturally
allows for flexibility and fluidity to ask questions that are not planned
beforehand yet prove to be crucial to explore the matter at hand
comprehensively (Merriam, 2009; Mason, 2002). Departing from a
phenomenological stance, the interview questions were formulated to delve deep
into participants’ subjective experiences. The interview questions aimed at
investigating the influence of cultural induction in terms of conflict prevention
from the perspectives of both school leaders and expatriate teachers. The
appropriateness and relevance of interview questions to the research purpose and
objectives were checked by four experts. Two online meetings were held with
two of the experts—one-to-one basis—to further discuss insightful comments
and feedback. Furthermore, the researcher piloted the interview with one
principal and one expatriate teacher. Feedback from experts, from participants
during the pilot, from participants after their responses were shared with them
was used to refine the interview questions. Examples of interview questions
included:

e How similar/different to reality you think cultural induction was?

e How has cultural induction helped you with regards to working with your
school principal?

e What cultural matters do you think were missing from the cultural

induction and should be included?
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e How culturally prepared were expatriate teachers when they first joined
your school?

e How much do you know about the cultures of your expatriate teachers?
Analysis:

To analyze qualitative data, the researcher divided data from interviews
into two groups: (i) school leaders and (ii) expatriate teachers. NVivo 20
Software was used for arranging and managing data. In the analysis, the
researcher departed from a bottom-up inductive epistemological stance (Braun
& Clark, 2006) and followed the method of phenomenological analysis by
(Moustakas, 1994). As such, the first step was ‘Epoche’, which literally means
“staying away from or abstain” (Moustakas, 1994, p. 75). This step was of
paramount importance, as it allowed the researcher to acknowledge his own
biases, preconceptions, assumptions, predictions, and to neutralize them and be
open to any emerging views. Once that was realized, the researcher engaged in
‘phenomenological reduction” for the data. The researcher started with
‘Bracketing’, where everything that is not “rooted on the topic or question”
(Moustakas, 1994, p.83) was removed. That was followed by
‘Horizontalization’, where the researcher arranged significant statements by
participants into horizons. Each statement was initially treated with equal value
and then irrelevant or repetitive ones were deleted (Moustakas, 1994). Once data
was reduced to that only relevant to phenomena in question, horizons were

clustered into codes and finally codes were grouped into themes.

As for quantitative data, it was analyzed using Microsoft Excel and the
Statistical Packages for Social Sciences (SPSS 23.0) software to get descriptive
statistics,  particularly means and standard deviations. The same

software/programs were also utilized to test reliability and internal consistency
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of instruments from the pilots conducted. While Microsoft Excel was used to

organize and clean data, SPSS was used to actually analyze the data.

Results and discussion:
Quantitative Part:
1. How well does the cultural induction program prepare new expatriate

teachers to avoid conflicts with principals?

To answer this question, collected data via the questionnaire was analyzed
descriptively. To further simplify reporting of results, the researcher rescaled the
five-point Likert scale rating into three categories: Very Well with mean ranging
(3.68 — 5.00), Well with mean ranging (2.34 — 3.67), and Not Quite Well with
mean ranging (1.00 —2.33).

Table 2. below illustrates the mean and standard deviation values at the
domain level, how impactful each domain was, as well as the total of the
questionnaire. As obvious in the table, 4 domains: The induction program
(M=3.34, SD=.496, N=328), Cultural part of the induction (M=3.42, SD=.428,
N=328) were at Well rating, and Inductors domain (M=3.85, SD.385, N=328)
and Theoretical and Practical Benefits (M=4.03, SD=.497, N=328) were at Very
Well rating. Furthermore, the questionnaire total (M=3.84, SD=.305, N=328)

was at Very Well rating.
Table (2)
Descriptive statistics for Cultural Induction 4 domains and total
N Mean Std. Deviation Rank Impact

The Induction program 328 3.34 496 4 Well
Cultural Part of the Induction 328 3.42 428 3 Well
Inductors 328 3.85 .385 2 Very Well
Theoretical and Practical Benefits 328 4.03 497 1 Very Well

Total 328 3.84 305 Very Well
Valid N (listwise) 328
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Table 3. below provides further insight into participants’ responses to each

item in the questionnaire as per each domain.

Table (3)
Descriptive statistics for Cultural Induction 20 Items
Std. Rank Impact
N Mean Deviation
Induction Program Domain

328 438 737
1 The induction program that I received was beneficial. 2 Very Well
2 The duration of the induction program was adequate. 328 2.03 850 20  Not Quite Well
3 The induction program was mostly theoretical. 328 3.61 852 16 Well

Cultural Part of the Induction Domain
4 The part of induction related to cultural matters was informative. 328 413 627 8 Very Well
5 The cultural information in the induction matched reality. 328 395 750 12 Very Well
6 1 left the induction ill-informed culturally. 328 218 778 19 Not Quite Well
Inductors Domain
7 The trainer(s) knew a lot about culture of the ESE. 328 3.15 .880 18 Well
8 The trainer(s) knew a lot about culture of the UAE. 328 332 941 17 Well
9 The trainers were welcoming of questions. 328 423 .632 5 Very Well
10 The cultural part of the induction should be delivered by UAE nationals. 328 4.16 759 6 Very Well
11 The cultural part of the induction should be delivered by school principals. 328 4.39 709 1 Very Well
Theoretical and Practical Benefits Domain

328 392 .608
12 The cultural part of the induction made me cognizant of differences amongst cultures. 13 Very Well
13 The cultural part of the induction made me cognizant of similarities amongst cultures. 328 3.89 594 14 Very Well
14 The cultural part of the induction made me eager to learn more about other cultures. 328 4.01 674 10 Very Well
15 The cultural part of the induction made me more confident to interact with people from other cultures. 328 3.74 780 15 Very Well
16 The cultural part of the induction made me think of ways to adapt my behavior to suit other cultures. 328 4.16 616 7 Very Well
17 The cultural part of the induction helped me in blending in smoothly within my school community. 328 399 741 11 Very Well
18 The cultural part of the induction helped me in avoiding awkward situations. 328 4.24 751 4 Very Well
19 The cultural part of the induction helped me in avoiding potential clashes with principal and colleagues

328 427 736
from other cultures. 3 Very Well
20 The cultural part of the induction helped me in working harmoniously with principal and colleagues

328  4.07 .656
from other cultures. 9 Very Well
Valid N (listwise) 328
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In the first domain, which sought to get teachers’ views on the overall
quality of the induction program, it was obvious that teachers perceived the
program as a whole to be quite beneficial, yet not as much beneficial with
regards to the duration of the training as evident from the low mean for item ‘2’
touching on duration of induction. Expatriate teachers’ responses suggested that
the induction was not of adequate duration. As pointed out in the literature
review, the majority of scholars oppose a one-time or short-duration induction
for new employees (Carucci, 2018; Kumar & Pandey, 2017; Bush, 2018; Brislin
& Yoshida, 1994).

As for the second domain of the questionnaire, which sought to measure
views on the cultural part of the induction, results indicated that expatriate

teachers perceived that part to be informative and matching reality.

The third domain of the questionnaire was related to inductors who
delivered the induction program. Results clearly indicated that although
expatriate teachers’ viewed inductors as competent and quite knowledgeable
about both national culture of the UAE and organizational culture of ESE, the
highest mean, (M=4.39), for an item in this domain as well as in the entire
instrument was for item ‘11’ which proposed that the cultural part of the
induction should be delivered by school principals. This particular item brings
the attention to a very important aspect of any cross-cultural training program
design; that is the importance of selecting trainers who are “aware of the cultural
differences between their own cultural background and the one of the target
trainees” (Yang, Wang & Drewry, 2009, p. 331). Even scholars like (Bennett,
Aston & Colquhoun, 2000) who proposed that cross-cultural training is
conducted by a team of specialists/experts also pointed out that a member of this

team has got to be a national from the host culture. As obvious as can be, school
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principals in this regard were considered by expatriate teachers as experts in
both national culture as they are Emiratis as well in organizational culture as

they are leaders of the schools in which they will operate.

The last domain of the questionnaire was dedicated to delving a little
deeper into cultural theoretical and practical benefits. The mean for this domain
(M=4.03) was the highest of all domains, signifying that the cultural benefits
from the induction were ample. Largely informed by the Developmental Model
of Intercultural Sensitivity by (Bennett, 2017), the items in this domain tried to
capture how expatriate teachers perceived, experienced, and engaged cultural
differences. Based on results, it would be fair to argue that expatriate teachers
perceived the cultural part of the induction to have succeeded in taking them
through different stages of intercultural sensitivity and to have been very helpful
as they navigated cultural differences at the workplace in their assigned schools.
Interestingly, the item with the highest Mean (M=4.27) in this domain was none
other than item 19, ‘cultural part helped me in avoiding potential clashes with

b

principal and colleagues...’, which was a clear indication of how cultural
induction contributed to preventing conflicts at the workplace. Item 18, ‘cultural
part helped me in avoiding awkward situations’, with (M=4.24), item 16,
‘cultural part made me think of ways to adapt my behavior...’, with (M=4.16),
and item 20, ‘cultural part helped me in working harmoniously with principal
and colleagues, with (M=4.07) further supported the proposition that cultural

induction does contribute to preventing conflicts at the workplace.

Collectively, the total mean score of the analyzed results, ‘3.48°, indicates
that the program did prepare expatriate teachers very well to work with
principals in harmony and to avoid potential conflicts resulting from cultural

differences.
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Qualitative Part:
2. How well does the induction program prepare new expatriate teachers to

navigate differences and work in harmony with principals?

Two main themes emerged from interviews; those were, Mental

Preparedness and Practical Preparedness.

Table 4. below summarizes the themes, sub-themes, and codes that
emerged from analyzing interviews data. The table is then followed by
descriptions of themes that emerged as well as some key direct quotes from both
principals and expatriate teachers.

Table (4)

Cultural Induction and conflict prevention

Themes Sub-Themes Codes

Mental Preparedness Inclusion Appreciation
Diversity
Assumptions
Humility
Equity
Positivity

Eagerness

Practical preparedness Induction vs. Reality Respect of authority
Power dynamics and politics
Access
Students’ behaviors
Norms
Procedures and regulations
Language

Avoidance of awkward situations
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Mental Preparedness:

Under this theme, expatriate teachers talked about how the inclusive
welcoming atmosphere prepared them to join their schools with a positive
attitude and loads of optimism. Principals also talked about inclusion of
expatriate teachers within real context/schools and how that contributed to
making them feel at home and to creating a positive harmonious work

environment.

One of the interviewed teachers said: “I remember that in induction we were about 30 teachers from
different parts of the worlds. Such diversity, we were told, will be present in the actual workplace as well. That
was true, of course. I don’t know whether they set up groups of inductees to be so varied on purpose or not, but

one thing I am sure of is that such set-up made us aware of differences and to be ready and open.”

Another interviewee teacher said: “I left the induction, which lasted only for three days, in a very
positive state of mind...I left it very keen on learning more about Emirati and Arab culture. Well, I knew that
Arab culture is very welcoming and generous, but the induction showed us also how much Emirati culture is

tolerant, appreciative, and inclusive of people, cultures and religions from all over the world.”

One of the interviewed principals said: “I believe most of the expatriate teachers in my school arrived
kind of prepared. They came with the right positive attitude, which was important to start working together. Of
course, we added to that by inducting/training them more on certain dynamics in the school. Again, most of them

were very receptive and positive.”

Another interviewee principal said: “Our country hosts hundreds of different nationalities...we deal
with different people everywhere we go. Our school has such diversity too. We have teachers from different
countries. Being accepting of difference made it easy for us in general to getting along with any person or

culture... NES teachers are not treated differently...I think the induction they received helped them realize that.”

Both groups of participants discussed how cultural induction helped
expatriate teachers to have the right mindset and positive attitude to join their
schools. Participants here, particularly teachers, spoke volumes of how the
cultural induction was structured to reflect the inclusive tolerant work
environment they were about to join and how it corrected misconceptions they
had about the UAE/Arab culture. When going through expatriate teachers’

responses in light of the model consulted to guide answering the research
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question, it becomes very clear how cultural induction succeeded in moving
participants from an ethnocentric view to an ethno-relative one. Interestingly,
principals’ responses confirmed that the experience they provided to expatriate
teachers as they joined their schools was compatible with what they learned
about during induction; that is with regards to inclusion, tolerance, equity and
acceptance of differences. Undoubtedly, it can be fairly argued here that mental
preparedness from cultural induction have played a role in reducing potential
conflicts to take place, as having a positive mindset makes one eager and open
to learning more as well to acceptance of differences rather than conflicting with

them.
Practical Preparedness:

Under this theme, expatriate teachers talked about the extent to which
induction matched reality and how it helped them in avoiding awkward
situations or clashes. Principals talked mainly about how prepared expatriate
teachers were when they joined their schools in terms of understanding work

dynamics as well as cultural particularities.

One of the interviewed teachers said: “...it was good. You know, we learned what you were
supposed to do, what you can talk about, what you cannot talk about, you know things that are frowned upon in
this culture, about the culture of men and women. We learned about religious considerations, especially during

Ramadan, or during prayer times, etc.”

Another interviewee teacher said: “As a man who was placed in a girls’ school, I think learning about
some of Emirati-Arab cultural norms during induction was very important, especially those related to greetings
and personal space...Can you imagine the troubles I would have gotten myself in had I not been told about

this...”

A third interviewee teacher said: “Induction was very informative...enlightening. There were hands-on
activities on some cultural norms and customs, you know dining customs, sitting on the floor, proper greetings,
social etiquette, etc. The most important thing for me, however, was the part related to the rules and regulations
in schools. Understanding the work structure, roles and responsibilities, respect for hierarchy and authority...

you know principal and admin, made me able to fit in and work harmoniously with everyone pretty quickly.”
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One of the interviewed principals said: “I will not generalize. While most of expatriate teachers started
in my school well and they were aware of rules, culture, and proper behavior, some were not as such, or they

were aware but did not comply, I am not sure. The latter type created tensions and I could not work with them.”

Another interviewee principal said: “I still remember the first batch of expatriate teachers when they
arrived in my school. They entered my office greeted me saying ‘Alsalmualikum’...hearing that was like

magic...I can’t describe it...I felt very happy and proud.”

Both groups of participants spoke clearly on how cultural induction helped
them in working harmoniously together. While expatriate teachers focused on
how cultural induction had helped them in reducing the likelihood of conflict
arising at both national culture and organizational culture levels, principals
talked about how cultural induction helped in providing their school force with
teachers who were culturally sensitive. Furthermore, expatriate teachers
emphasized how relevant and important it was to induct them on national culture
values and norms that had they not been respected or taken into consideration,
would have created tension, awkward situations or issues between them and
principals, students, or other school staff. Expatriate teachers also stressed how
crucial it was to induct them on organizational culture matters, particularly with
regards to school structure, organizational values, roles and responsibilities, as
well as code of conduct. Similarly, principals expressed how inducting
expatriate teachers on rules, code of conduct, as well as national culture matters
prevented tense moments and potential behavioral problems. In harmony with
the literature reviewed, the lack or inadequate/improper cultural induction for
new employees could lead to tensions, anxiety and conflicts which, in turn, set
off a series of negative consequences (Kassar et al., 2015; Tsegaye & Su, 2017;
Bhawuk & Brislin, 2000) and a proper cultural induction could lead to
practically better work performance (Okpara & Kabongo, 2017; Sousa et al
2017; Tahir & Ertek 2018) and to a “reduction in culture shock or intercultural
conflicts” (Bean, 2008, p. 14).
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Despite reported practical benefits of induction, principals pointed out that
they had to add to the didactic cultural induction provided to expatriate teachers
after they had joined their schools, but in a more practical/learning by doing
manner. In addition to the fact that such point concurs with the literature
mentioned earlier and confirms what expatriate teachers reported in the
questionnaire about the inadequacy of the induction program duration, it brings
to the fore the importance of cultural induction programs to be immersive and
conducted in real context. The value and powerful impact of having a culturally
immersive induction is in alignment with (Ference & Bell, 2004; Heppner &

Wang, 2014).

To sum up, the results from both the questionnaire and interviews
converge and suggest that cultural induction does influence workplace practices
and relationships in terms of conflict reduction/prevention. This finding is in
tune with (Xi, 2018) who reported that cross cultural training/cultural induction
does not only help in resolving conflicts but also in preventing their occurrence
at the workplace. The finding is also in harmony with (Jassawalla et al., 2004)
who suggested that in order to minimize conflicts and their negative effects at
the workplace, cultural training is a must. Furthermore, the finding conforms
with (Earley, 1987) who posited that one of the objectives of cultural induction
1s to reduce conflicts. The finding also resonates with (Vodosek, 2007) who
contended that a practical implication of cultural induction/training programs is
to help individuals to function well by reducing conflicts. The finding also
indirectly resonates with (Zee & Hothuis, 2018) who stressed that cultural
training buffers outcomes of destructive conflict. Even as far as virtual work is

concerned, the finding is also relevant as cultural training increases cultural
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understanding, which in turn, either decreases incidence of conflict or aids in

resolving it (Dube & Pare, 2001).
Conclusion:

The main takeaway from this research is that cultural induction/training
programs should not be taken lightly or as a sort of formality, for its impact on
employees’ work practices and relationships is highly consequential. A culturally
well-inducted expatriate teachers coming to work in the UAE public school
system were shown in this research to not only being able to navigate
differences and minimize potential conflicts with school leaders but also to
perform better and accentuate the opportunities diversity brings forth to the
workplace. As such, it is highly recommended that such programs are designed
and implemented in an authentic and immersive manner in the real
context/schools in which expatriate teachers will take on their responsibilities.
Based on results of this research, it is also highly recommended that such
programs are designed and delivered by school leaders themselves. After all,
they are from the host culture and they know what cultural aspects expatriate
teachers need to be aware of to be successful and to avoid potential clashes
resulting from cultural differences. Furthermore, cultural induction programs
being delivered by school leaders themselves will also indirectly induct/train
them on how to lead multicultural teams. Moreover, it cannot be stressed enough
that cultural induction/training programs should be of an adequate duration, for
learning about a new culture is not something that can be done in a very
structured formal sort of manner and over a short period of time. Finally, future
research could focus on comparative studies that investigate work performance
of expatriate teachers who received cultural induction vs. those who didn’t.

Another interesting area for future research may be studying how a strong
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organizational culture could function as a unifying force that binds employees

together regardless of their national culture variances.
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