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Abstract

Diversity is typical in most churches today based on cultural differences and dispositions
with its associated challenges. Culture, Cultural affiliations and Communication have
posed many global problems to worshipers in some Christian denominations. Invariably,
language barriers and other interrelation factors are making communication more
challenging and cultural differences inhibit certain members from being comfortable
enough to open up to relate or socialize in the church. Studies on Intercultural
Communication from Western and Asian perspectives; Management of Culturally

Diverse Workforce from Organizational Perspective and Diversity Managg in
Nigeria from Corporate and National perspective are done; but there is need rk on
multi-ethnic churches management. Therefore, this research investigated “intércultural
Communication as predictor for multiethnic church manage in_/Christian

denominations in Lagos metropolis, Nigeria. The study adopted a convergent mixed-
methods research design of (QUAL+QUAN) triangulation approach; . sample comprised
500 respondents drawn from ten selected Christian denomin: jlurches in Lagos
metropolis using questionnaire, semi-structured intervie es and observational
techniques for data collection. Findings revealed tha V&ercultural communication
knowledge is highly deployed among the congregatib%n\embers; Members displayed
high qualities of the characteristics of a health thnic church and Multi-ethnic
congregations in the selected churches exp@ the benefits of Intercultural
Communication. Members attest to the llefiges affecting the deployment of
intercultural communication in multieth regatlons and there was a significant
impact of the deployment of intercul% mmunication knowledge on the benefits
derived in the management of multi churches in the selected Churches in Lagos
metropolis. It was concluded that ch Leadership in Lagos metropolis applied all
organized and purposeful acti V1t1 utilize intercultural communication components to
achieve ministry effectivenes spective of cultural disposition of the congregation.
The research recommended that Government organizations, Christian Association of
Nigerian, Faith-based %z tions and Churches should effectively utilize intercultural
communication ¢ p@ s to manage multi-ethnic based situations.

Keywords: Int cultural Communication, Competency, Multi-ethnic church, Church

managem é hristian denominations.
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Chapter One

Introduction
1.1. Background to the Study
Communication is the lifeblood of any institution, corporation, firm or government
establishment, church or faith-based organization, and communication con@&e\“?y is
obligatory as the essence of human life; if communication between or .fxg@s fails or
becomes defective, the entire system will take a nosedive'. Com alg%y, the concept of
Shema and the commandments in the scriptures present @L as an example of a
competent Communicator to all church leaders, thus c@%\‘tging efficient performance
for managing a multi-ethnic community?. God«%&nicates to express His feelings,
passes information and shares His opiniérj‘{{'%> straight-forward term to all humans, a

perfect example for every church” ross-cultural sense. However, intercultural

communication has become inev@' due to globalization-the concept that characterizes

communities, societies and I@ges today.

Jesus' discipleship @&Very tribe, tongue, people and nation is essential today. It
transforms the ive§~of people here on earth and for all eternity. It stresses the most
effective‘%s available to prepare every believer in Christ Jesus to make disciples who
mrs. The Great Commission task hinged on Christ's mandate to the early
disciples as recorded in Matthew 28:18-20 which reads thus: Therefore, go and make
disciples of all nations, baptizing the individuals in the Name of the Father, Son and Holy
Spirit; teaching them to obey everything I have commanded you. And surely, I am with

you always, to the very end of the age. The content of this statement summarizes God's



intended plan of spreading the gospel to the end of the earth and Jesus' intention for the
disciples to spread the message to every corner of the planet. The task is to make converts
and develop them into disciples who will be followers, learners and servants of the
master’,

The Church's outstanding commitment to the Great Commandment in Matthew 22:37-40
says, Love the LORD your GOD with your heart, soul and entire mind. é;&gbyour
neighbors as yourself. All the laws and the prophets hang dow .\%@mse two
commandments. As mentioned above, the Great Commissiori wi}%g\ild and manage a
multi-ethnic church. Rick Warren insists that the critical iss \ﬁe church's leadership
in the twenty-first century should be driving a health %‘ﬁ-ethnic church, not church
growth?. It is believed that churches, like human@ possessed vital signs common to
health and growth. If these critical char ct@\&&s are known, efforts could be made to
manage them and avoid illness.” C rcétgrowth and health are not synonymous in a
multi-ethnic sense; from the res@ér's observations, one tends to influence others. It
should be wrong to assuRe‘%)a growing church is healthy or will automatically be

strong because eveiﬁl

health is a pro% f the church growth movement, which focuses on the number of

as its unique identity, especially a multi-ethnic one. Church

people irﬂ%kchurches and the quality of the churches. Church health communicates the
ad@gunctionality of a managed church®.

The need for intercultural communication competency in the church communities
becomes inevitable because of global citizenship, cultural sensitivity and diversities,
trans-cultural communication appropriateness, intercultural communication effectiveness,

and cross-cultural adjustment’. Thus, these factors are those the researcher opines to



inform the necessity for managing multiethnic church. Multiethnic church management
connotes appropriate administration of the church resources to ensure that men and
women of ethnic and economic diversity within a congregation are working to effectively
and efficiently to accomplish church goals.

Leadership becomes the ideal in the tenets of every existing society or organization for its

importance to human society. An institution or organization without supervi%g' like

sheep without a shepherd; there is bound to be confusion, disorderlines

and nothing positive can be achieved. Leadership occupies a: un'geﬂposition in every
society, organization or community. There is bound &Gg\%e a misperception,
disarrangement, and anarchy with poor leadership®. * '$%
Hence, the church leadership needs to embark d@lagerial mission that will ensure
clarity, orderliness, and self-control in a@?old of God, which comprises different

people from different backgrounds %d' tural dispositions- the function that depicts

multiethnic church management. Q:b'

Intercultural communicati iﬂ\sn)ot the only factor that could necessitate multi-ethnic
W

church managem@%
I

multi-ethnic u

1, the researcher intends to explore this variable in pursuing
management in this study. Competency in intercultural
communﬂ%ngaddresses the complex abilities needed to perform effectively and
aely when interacting linguistically and culturally differently from oneself’. It
connotes the ability to communicate effectively and appropriately in intercultural
situations based on one's intercultural knowledge, skills, and attitudes'?. Therefore, the
study investigated intercultural communication as a predictor for multi-ethnic church

management in Christian denominations in the Lagos metropolis, Nigeria.



1.2. Statement of the Problem

Diversity is typical in most churches today based on cultural dispositions, which any
organization could not ignore its possible challenges. Culture, cultural differences, and
communication posed many global problems to worshipers in some Christian
denominations. Language barriers make communication more challenging, a@ural
differences inhibit certain members from being comfortable enough to 6 , ?@socialize,
or relate in the church. Therefore, this study's problem stems fr@tl%e communication
lapses and challenges resulting in discrimination, discontent \fhnic divisions arising
from cultural affiliations of the members, which hind@%ﬁtionsbips in churches, thus
creating unhealthy church tendencies, leading (G@%Iiferation of tribalized churches
across the globe. . @

Meanwhile, there are studies on the\genterdl overview of culture and cultural diversity
perspectives at workplaces; M@ément of a culturally diverse workforce from
organizational perspectives; Infercultural communication from Western and Asian

"
perspectives; anc@% Management in Nigeria from Corporate and National

perspectives. HeweVer, there are churches and other religious organizations in Nigeria
with merﬁ%@om different ethnic groups and cultural backgrounds in the congregation
bu@Qw studies on managing those unique churches.

This study aimed at developing proficient and skillful communication among church
leaders and members across cultures within the Christian fold to manage a multi-ethnic

community. Therefore, the study seeks to explore intercultural Communication as a



predictor of multi-ethnic church management among Christian denominations in the

Lagos metropolis.

1.3. Aim and Objectives of the Study

The research investigated the responses of church leaders and members in the exploration

of intercultural communication as a predictor for multi-ethnic church management in

Christian denominations in Lagos metropolis in Nigeria. The specific objec@é\of the

1.

ii.

iii.

1v.

study are to: E‘\QO

ascertain the extent of deployment of intercultural comgn%cation knowledge
among selected Churches in the Lagos metropolis; %\

identify the characteristics of a healthy multﬁ%‘ﬁc Church in the selected

churches in Lagos metropolis; @
ascertain the benefits of inteim@) communication competency in the

management of multi-ethnicAcongre€gations in the selected Churches in Lagos
metropolis; Q:b'

find out the challe %)ﬁecting the deployment of intercultural Communication
in the ma@@

multi-ethnic congregations in the selected Churches in the
Lagos n\&ﬁ}o

lis;

V. d’e%&ne the correlation between intercultural communication knowledge and

QQercultural communication competency benefits and how the link affects the

management of multi-ethnic churches in the selected Churches in the Lagos

metropolis;

1.4. Research Questions

The following research questions are addressed in this study:



1. To what extent is intercultural communication knowledge deployed among
selected Churches in the Lagos metropolis?
2. What should characterize a healthy multi-ethnic church in the selected churches in
the Lagos metropolis?
3. How beneficial is intercultural communication competency in the management of
multi-ethnic churches in the selected Churches in the Lagos metropolis@b@b
4. Are there challenges that could affect the deployment y %ercultural
communication in the management of multi-ethnic chg%heg in the selected
Churches in the Lagos metropolis? &%‘\\J
5. How could the relationship between intercultur@unication knowledge and
intercultural communication competency%%affect the management of multi-
ethnic churches in the selected ch rc@% the Lagos metropolis?
1.5. Significance of the Study %C
This outcome of this resear%%ould expand the knowledge of intercultural
communication as a pred'cto}fgr multi-ethnic church management among Christian
denominations le e:@: Lagos metropolis and other environments. The leaders
would utilize t&i@rcultural communication skills learnt in managing their different
churchesf%study would enlighten religious institutions, Christian bodies and other
fa@ organizations to foster cross-cultural and intercultural relationships to sustain
a healthy multi-ethnic faith community. The output of the study will be valuable to
missionaries and mission organizations involved in cross-cultural missions across the
globe to establish and strengthen intercultural relationships toward developing a healthy

global church.



The research outcomes could be included as part of the curriculum for intercultural
studies and intercultural leadership and administration students in the Religious and
Intercultural studies departments in universities and seminaries across the nation. The
research would also enlighten the leadership of the Christian Association of Nigeria and
other religious bodies on utilizing the intercultural communication components to
strengthen the umbrella body, using its model for managing a healthy @thnic
Christian community in the nation. . ‘\QO

Lastly, the research would be valuable to the Policymakers at Stat n% ederal levels, as
the content could become a governmental approach to bui a healthy nation. The
study excerpt would eventually be published in local a@p@mational academic journals
and serves as materials for seminars and workshé@)‘%nlightening the general populace
on intercultural-related matters. . @

1.6. Scope of the Study %C-)

The study explored intercult ra]@hmunication as predictor for multi-ethnic church
management in Christian eri\o inations in Lagos metropolis. This study focused on
dimensions of inte %@mmunication competencies, features of organized, healthy
multi-ethnic ¢ r<§€s) and how intercultural communications proficiency would be
utilized @maging healthy multi-ethnic churches. The study focused on Lagos being
-@\ capital of the Federal Republic of Nigeria, one of the most populous states in
the nation. Lagos accommodates people of different tribes with multicultural
backgrounds as an important commercial center. These people are church members,
managed by leaders, and entitled to a healthy church with multi-ethnic dispositions.

Lagos metropolis comprises the Island and mainland areas of Lagos. The research is also



limited to leaders and members of ten Christian denominational churches (Mainstream

and New Generational Churches) from the Christian Association of Nigeria blocks.

1.7. Limitation of the Study

The limitations of a study are those characteristics of design or methodology that could

impact or influence the application or interpretation of the results of the study. Generally,

the major constraint that affected the result outcome or the general usage of t@ég\gilngs

of this study is that of reaching out to churches with a balanced mu f%l setting.

However, the researcher had to assess the situation found iI.l ss: c%mrch and applies
A\

N

Churches in Lagos metropolis are seemingly mult'rcuﬁ]&l%* in nature because of the

scholastic wisdom to achieve the desired goal of the study.

location, but the distribution of the different cul(&@mnds on the tribe and exposure of
the leaders as well as the nature of i@ch. These factors have effect on the
characteristics of respondents on trib%' other geo-political zones in Nigeria and on
other nationalities. Leaders of p%(lb'lar tribe attract higher numbers of members from
the tribe to the church with%/%fe)from other tribes attending in minority on relationships.

'\
There are other Q@
li

ith tribal attachment or their origins being traced to a
particular geo-p&

more me‘%s from those zones in the church with few members joining from other

ZO@Q

There are other churches whose founders or apex leaders have made strong impact

1 zone in Nigeria with extension in Lagos, those churches attract

globally; these groups attract members across the nation and other nationalities who
reside in Lagos during the course of the study. This was the initial challenge encountered

when the researcher got to the field; it became difficult to locate an evenly-distributed



multicultural church in Lagos metropolis. In most churches, the researcher needs trusted
assistants to help locate people of different tribes to reach out to because of seemingly
similarities in appearance on worship days, except on church special events days where
individuals come on tribal or traditional attires to churches. However, the researcher took
the challenge by establishing relationship by proxy based on ministerial and academic
identity, moving with friends that are familiar with Lagos church terrains. &b
The challenge of certain protocols established by some churches in a .&g?@ the apex
leaderships of some churches due to tight schedule, the resear.chq%q\to book unfailing
appointments, sometimes the church pastor sends represent%@vo attend the interview
scheduled, while others are not available for the mecti&&%owever, some pastors that
could not host the researcher physically opted@rviews by WhatsApp Messenger
and other internet facilities. . @
1.8. Operational Definitions of Ter%c-)
Church Management: Church @ﬁgement is the appropriate administration of the
church resources, thus wo in?'ggether with available human and material resources to
=

accomplish churct;&

Communicati% mmunication is the process of sharing thoughts, ideas or values in

tively and efficiently.

such a w%%‘o affect the recipient's life. Communication consists of all the methods by
A rmation is transmitted and received. The primary purpose of Communication is
to make the receiver understand what is in the sender's mind.

Culture: Culture is the habitual way of thinking, feeling and reaching characteristic of

how a particular society meets its problem at a specific time.



Diversity Management: Diversity management is a set of organizational programs and
practices aimed at recruiting, retaining, and managing workers of different backgrounds
and individualities and creating a culture where everybody is inversely enabled to
perform and achieve organizational objectives and individual development.

Healthy Church: Church health is a continuous process of the interplay of multiple
forces and conditions where no single part or group promotes health or illnes%‘i%ryone

contributes to the congregation as a unit of health or disease'!. A h‘ea@S@rch is an

assembly where every fellowship member grows, serves, builds 9%:& and reaches out.

All four must come from life —the indwelling life of Christ %\\eﬁ eliever's life (John
15:4-5; Eph. 4:16; Col. 2:19) as each of us grows, serve&g?ds others and reaches out.
Healthy Multi-ethnic Church: A healthy mulﬂ%% church is one in which men and
women of ethnic and economic diversi @to work and worship God together to
advance a credible witness of God's 1 eév)all people.

Healthy Multi-ethnic Church @‘agement: The appropriate administration of the
church resources to ensu;%hat men and women of ethnic and economic diversity are

'\
working to effectiv:l@

iciently to accomplish church goals.
Intercultural: xIntérCultural refers to all interaction/communication between two
social/cuf%l%oup members.
In@%ral Communication: Intercultural Communication connotes verbal and
nonverbal interaction between people from different cultural backgrounds, in other words,
it is communicating with people among various cultures. Intercultural Communication is
much more than just language since communication could also be nonverbal.

Intercultural Communication denotes communication between people from two or more

10



different cultures. Intercultural communication is a symbolic, interpretive, transactional,
contextual process where people from different cultures create shared meanings.
Intercultural Communication Competency: Intercultural Communication Competency
is the complex abilities needed to perform effectively and appropriately when interacting
linguistically and culturally different from oneself.

Intercultural Relationship: All relationships to some extent, cross-cultural %@tbl;oth
parties come together from different families to establish a new unit. . ‘\QO

A multi-ethnic comprises people with various backgrounds in an %xirgsnment relating to,
reflecting, or adapting to diverse cultures. &%‘\\d

Multi-ethnic Church: A multi-ethnic church is made @%{ﬂe of various ethnic groups

in a congregation. QQ
2

11
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Chapter Two
Literature Review

In this chapter, scholarly works were reviewed and examined from the perspectives of
diverse opinions of scholars in various disciplines, all geared toward the goal of coming
up with a rich exposition. Consequently, by adopting a holistic approach distilled from
concepts, ideas and theoretical submissions that have evolved from diverse f@ch as
communication, intercultural studies, diversity and church manageme .\g@g others,
there was an attempt at filling the gap that appears in int.erm}l%rg% communication,
particularly with respect to the use of skills for managing mu G%mic churches.
Thus, this approach brought about a prescription of w@%stantiated recommendations
that could result in workable solutions to the«@&s arising from the study. This
chapter is subdivided into the following a@ysz

2.1 Conceptual Review 't

2.2 Theoretical Framework Q:b'

23 Review of Empiri%St dies

'\
24 ConceptutI:%;& rk Model
2.5  Summaxy of"Gap in Literature Reviewed

Qﬁg
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2.1. Conceptual Review

2.1.1. Culture and Intercultural Relationship

Intercultural communication as predictor of healthy multi-ethnic church management
among Christian denomination in the Lagos metropolis does not exist in a vacuum. It is a
mission where people of various cultural backgrounds and dispositions interrelate for
coexistence. Therefore, it is expedient to interact with multiple scholars on c@ from
different perspectives, intercultural relationships and other related terms. . ‘\QO

The Concept of Culture i -
Culture is mainly about crucial values that need to be l@uood and the rules of
behavior that guide that particular group'. Furthermo;e\,&%e culture of a group can be
well-defined as the accrued shared learning of aé@ group as it solves its problems of

external adaptation and internal integrat:’m@excellent account of the change in this

term, culture was a noun of process,%' idlly in crops or animals. This meaning can be

commonly found in agriculture, @hlmre and viticulture. Furthermore, it is noted that

0\

in the sixteenth century, &ure was used with regards to "cultivating" the human body
through training qﬁ on "cultivating" the non-physical aspects of a person?.

Moreover, in th&t} teenth century, the meaning was broadened to include the general
state of }@mtellectual, spiritual and aesthetic development, giving rise to the artistic
we@g practices, meaning which is associated with music, literature, painting, film
and theatre". After this term originated from agriculture, the same term emerged from
other disciplines like anthropology, sociology and others?.

Furthermore, culture is so similar to an iceberg, that is, the deeper layers (such as

traditions, beliefs, values) hidden from the way of viewing things, and one is only able to
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see and hear the uppermost layers of cultural artifacts (such as fashion, trends, pop music)
and verbal and nonverbal symbols®. It is argued that culture is often perceived as the core
idea in intercultural Communication; this means many elements are underpinned under a
single culture®. This view is elaborated in a classical iceberg analogy on hidden cultural
factors. Thus, it was pointed out that on a typical level, culture refers to a patterned way
of living by a group of interacting individuals who share similar sets of traditi%ﬁefs,
values and norms®. In the iceberg analogy, there is a depiction of th .% and the
hidden layers of culture towards individuals and groups of a g%ggl ar culture. This
iceberg analogy is applicable in multicultural environm@s\\ﬂ(e in these selected
churches and any other Christian organizations that hol@g?lety of cultures.

Culture is the exclusive distinctive of a social clﬁ%&e values and norms shared by its
members are set apart from other social @nd are influenced by conscious beliefs.
Culture could also be defined by cof&@ies or societies, which structure how people
view their world. It involves a fic set of beliefs, norms, and values concerning
relationships, how people ivg eir lives, and how they organize their environments.
Understanding the o@ and richness of culture requires a willingness to examine
and grasp its m }ié)ments and comprehend how they come together’. General elements
that consﬂ%a culture are identified as follows®: Symbols which are illustrations that
reg particular meaning of something that people who share the same culture can
easily recognize; Corporate legacy and history that is passed from one age group to the
next; Shared values that culturally defines principles of desirability, goodness, beauty and

many other things that serve as broad guidelines for social living and beliefs that are

certain words that people hold to be true®!°. A typical pattern or style of communication
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or language, a system of symbols that permits people to communicate with one another;
Geographic location of residence (e.g., country; community; urban, suburban, or rural
area); Patterns of dress and diet, customs, conduct, traditions, institutions, arts, folklore,
and lifestyle constitute norms that form rules and expectations by which society directs
the behavior of its members and similar relationships and socialization patterns.

However, culture is not a definable concept to which individuals do not belon%&)ng.
Within a nation, race, or community, persons belong to numerous cul ' ps, each
with its own set of cultural norms (i.e. spoken or unspoken rules or standards that indicate
whether a particular behavior, attitude, or belief is appropr}@\r inappropriate)!!. The
word culture can also be applied to describe the ways @@of groups formed based on
age, profession, socioeconomic status, disability@% orientation, geographic location,
membership in self-help support grou&@? forth!>13, Moreover, the focus is on

cultural groups shaped by a dynarhic rplay among specific factors that shape a

person's identity, including race, Qgh‘city, religion, socioeconomic status, and others. In
addition, to explore the r%ﬁﬁicative aspects of culture, culture becomes ongoing
negotiation of lea %%attemed beliefs, attitudes, values, and behaviors, which
should not be Igdfualized as stable and unchanging. Culture is negotiable, culture is
dynamic,‘%ultural changes can be traced and analyzed to understand better why our
she way it is!® 15,

The description points out that culture could be learned, which accounts for the
significance of socializing institutions like family, Church, institute, peers, and media

outfits. Culture is modeled in that there are identifiable widespread similarities among

people within cultural clutches. There is also deviance from and opposition to those
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patterns by personalities and subgroups within a culture, which is why cultural practice
changes over time. Finally, the definition recognizes that culture stimulates beliefs about
what is true and false, attitudes, including likes and dislikes, values regarding right or
wrong, and behavioral patterns. It is these cultural influences that inform identities!® !”.
Sociological Perspective on Culture

The most widely used notion in sociology is the concept of culture. From the @ective
of sociologists, culture goes beyond such activities as art, literature, mus c ﬁg inting; it

refers to the ways of life of the members of society or groups %\in a community. It

. !
includes dress patterns, marriage customs, language and fami @&:, the patterns of work,
religious ceremonies and leisure pursuits'® 1°, Cultum@gelogy is one of the primary
and most popular areas of the American Sod@ Association. The sociology of
culture is established from the intersectio soeiology, as shaped by early theorists like
Marx, Durkheim, and Weber. Wit tlivfsing specialization of anthropology, where
researchers lead the way in an@ographic approach for unfolding and examining
different cultures worldwi ,cﬂmﬁre can be conceptually distinguished from society. Still,
there are very clo (@%t ons between these notions. A society is an arrangement of
interrelationshi if)links individuals; all societies are united because their members are
organizeﬂ%?uctured social relationships according to a unique culture. No culture
ct without communities, and no society could exist without culture?’. Without
culture, there would not be 'human' at all, in which the term is usually understood. There

would have been no language to express ourselves, no feeling of self-consciousness, and

our capability to think or reason would be severely limited?!> 22,
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Concept of Interculturalism

Interculturalism refers to support for cross-cultural and challenging self-
segregation tendencies within cultures?’. It moves beyond passive acceptance of the
multicultural fact of multiple cultures effectively existing in society to promote dialogue
and interaction between cultures. Interculturalism recognizes everyday human needs

across cultures and dissonance and critical dialogue within cultures. It rejects th@l of

identity politics that only members of a particular group can understlz%&@@rspective

of that group

Another Scholar opined that Interculturalism values cultur ﬁlt}/ and pluralism,
which entails the implementation of reasonable cultura@geommodatlons emphasizing
integration and social inclusion® InterculturaﬂQl}%kles the underlying structural,
political, economic, and social dlsadvant@and inequalities often experienced by
minority group, which involves countésing discrimination, affirmation action, giving
special assistance to disadvant@% groups, and eliminating systematic educational
disadvantage?®.

ﬂw

Interculturalism e @s intercultural discourse, interaction and exchange, an open
and respectful Qi(uge of opinions between individuals and groups with different
cultural ﬁ%ﬂons based on equality. It proposes intercultural dialogue that helps people
de % deeper understanding of cultural beliefs and practices that are different
from their own, fosters mutual understanding, increases interpersonal trust, cooperation
and participation, and promotes tolerance and mutual respect’’?’. In addition,

Interculturalism proposes intercultural dialogue at the societal level to help lessen

prejudice and stereotypes in civic life, facilitates relationships between diverse national,
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ethnic, linguistic and faith societies, and nurtures integration, a sense of collective
purpose and the cohesion of culturally diverse societies?*°.

Interculturalism aims to generate a strong sense of a cohesive society based on universal
values. The wuniversal values upon which are found are the rule of Ilaw,
democracy, human rights and the appreciation that all human beings having equal
dignity and are entitled to equal respect. Interculturalism rejects moral re%&q on
cultural differences, instead adopt a critical stance on illiberal cultu .f\g@tices that
violate these universal values?!-2,

. \%w

Intercultural Relationship &%\
Traditionally, the intercultural relationship has been ap@geo racially mixed individuals
because racial differences are considered cu%‘%ﬂances in some societies®>3*33,
However, many scholars have argued hg)\Q‘ rcultural relationships require broader
definitions, specifically because cult%groadly defined and racial differences do not
equal cultural differences®®’. A@gh acquaintances in an intercultural relationship
may have different racial&&mds, what makes their relationship intercultural is that

'\
it is characterizei)ﬁ

e’ significant differences between the people on a broader
variety of area\

factors 387%
Ev@ Intercultural Relationships

Intimate partnership choice results from specific developmental outcomes, shaped as all

race, religion, ethnicity, and national origin being the primary

other developmental milestones by the interaction of the individual with their
environment. Bronfenbrenner's ecological on intercultural relationship examination

describes relationship development in person-environment interactions®**#%#!, The person
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refers to the biological and psychological characteristics of the individuals, and the
environment refers to the social, cultural, physical, and historical settings in which
humans live. It is asserted that intercultural relationships are so prevalent in areas where
people couple with others similar to themselves in various socio-cultural factors*.
Understanding the context that allows people of different cultural backgrounds to meet,
interact, and be intimately related is essential. These identified multiple sﬁ}&hat
influence the individual as a set are discussed as follows: . ‘\QO
Microsystems: The microsystems represent the individual and the social structures in
which individuals participate directly, such as the family, s \ywork, or Church. The
macro system is the broadest environmental level, *t to include the social and
cultural frameworks in which individuals live t@v . Immigration, globalization, and
acculturation are essential macro systemic @ influencing the likelihood of meeting,
interacting with, and marrying sof&oia) from another culture*»*. The interaction
between these numerous structur@fhe microsystems is called the ecosystem.
Ecosystem: The more exte si\.f\e system encompassing the microsystems is the ecosystem.
It signifies the loc &inal communities where persons do not participate directly
but still inﬂue&i\*dividuals’ behavior (such as parents' workplace, neighborhood's
social or‘(%authority structures, etc.). Communities in which families and individuals
n@gd develop are considered the ecosystem; how these communities interact and
influence each other is regarded as the ecosystem. Communities significantly impact
mate selection and family formation; it argues that communities serve as representations

for extended families in many societies and are enormously important in bringing

intercultural relationships.*> Religious groups are an excellent example of how
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communities can serve as relationship gatekeepers. They help people define their social
group identity and influence how individuals perceive intercultural relationships*S.

Macrosystem: The largest is the macrosystem, which represents the influence of society
with its customs, values, and laws. The chronosystem can be visually symbolized as a
line cutting across the concentric systems and refers to the effect of time on the various
systems influencing an individual's growth 47. Compared to the past, one inﬂ%&gthe
chronosystem on intercultural relationships is that certain relationshi .'!sg@ow more
socially accepted. For example, it was illegal for White individualsto_interact with non-
Whites in several states socially. Since the law was change}{@ercultural relationships

have become significantly more common*¥4%-30, . :)

2.1.2. Communication and Intercultural Com@'&ion Competency
The Concept of Communication . @

Communication is vital to daily life; #is the'most common everyday activity at the center
of all human contact and funda@l to human life. It infuses every aspect of man's
existence and endeavors. Itis : rocess in which individuals interact with others utilizing
verbal and non-v b@l ols to create shared meaning or mutual understanding in
different contexts USing various channels. Communication allows sharing of beliefs,
values, iﬂ%ﬂgnd feelings; it also enables the building of solid and healthy relationships
wi@mps and communities®'. The activities collectively call Communication to
include: talking, listening, having dialogues with us, watching television, listening to the
radio, reading, writing, singing, acting, and participating in group discussions. Others are

browsing through the internet, interviewing or being interviewed, creating visual images,
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responding to messages, looking for and imparting information, giving instructions and
advice, having dialogues, sharing significant ideas, and imparting knowledge>2.

Human activities revolve more around communication because it is entwined with every
aspect of human life; its pervasiveness, importance and complexity are sometimes
overlooked. Communications impact every part of our daily lives with others and

('bthout

messages from various people. No social system functions effective%

communication, for communicating through language and other symbohéfh%@comprise
'3

the ambiance of humankind's reality>>.

Communication is not only pervasive but also complex G&\s not a machine-like
phenomenon. Few discrete parts frequently create a si gﬁredictable result; neither is
the product of what an individual does in respd%&nother. On the contrary, it is an
emergent phenomenon that arises fromi@ sedimentation and complex projective

interactions among multiple variable$y together with the individuals and circumstances in
which they are embedded and t%%going temporal sedimentations of the interaction
itsel>*. The complex nature %f communication is a reminder that the scripture affirms
man is fearfully @rﬁﬂly made with the incredible ability to communicate
verbally and no%g'gally through face-to-face and mediated communication®. Humans
reflect th it affects communication with others. Individual self-concept, gender,
p and culture influence how, when, why and what is communicated; through
communication, one defines, shapes, redefines and even reflects the reality of one's

surrounding cultures®®. As a phenomenon, complexities and ambiguities influence our

cultures and shape our interactions.
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Biblical Foundation for Communication
The platform for reflecting on a biblical foundation for communication arises from the
fact that creation, fall, and redemption are not only the essential turning points of biblical
history— they also function as marvelously useful diagnostic tools. Genuinely, biblical
theology keeps three principles in a careful balance: that all created reality came from
God's hand and was originally and intrinsically good; that all is marred and c@ed by
sin; yet that all are capable of being redeemed, restored, and transforme ! g@'s grace’’.
These three principles also overcome the secular or sacred (lich m.X in human lives.
The biblical message is not only about some isolated part i

N

'church life." Creation, Fall and Redemption are "}{%%«) in scope, describing the

e labeled 'religion' or

significant events that shape the nature of all c«% cality. Individuals do not need to
accept an inner fragmentation between f: itl@she rest of life. Instead, one could relate
to God on all levels of being, offering\ev ing done in love and service to God's glory.

It is affirmed that God created @ns with the ability to communicate, develop and
foster a sense of commu it}ﬁdividuals must utilize the gift of communication to
express love for G d@neighborhood. Communication, therefore, enables us to co-
create cultures @s of life 38, The whole cosmos was created by God as described by
the scrip@% the beginning, God created the heavens and the earth. God's developed
pr@galso includes such human realities as families and other social institutions, the
fact and appreciation of beauty in all God's creatures, the phenomena of tenderness and
laughter, the ability to conceptualize and reason, the experience of joy and the sense of

justice®®. The worshippers in John's apocalyptic vision in Revelation chant the following

words: You are praiseworthy, our Lord and God, to have all Glory and Honor and Power,
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for all things were created by You, and by Your will, they were formed and have their
being®. John Calvin echoed this refrain this way: How can God's thought penetrate one's
mind without realizing that immediately, since you are God's handiwork, you have been
made over and bound to His command by right of creation, that you owe your life to Him
— that whatever you undertake, whatever you do, ought to be ascribed to him®!.

Therefore, humans were made in God's image, and they were also made in G@Xnage;
He created them, male and female (Genesis 1:27: TNIV). God created ' %@nd in his

03

implication of humanity, being fashioned in the image and li of God, is cloaked in

image and allowed them to communicate with him and each otheriz.%he whole and exact

the very secret which constitutes our being hum .«ﬂg&ever, the New Testament
communicates the restoration of the image of G@@ist@

The idea of the imago Dei shelters hun;@ature in its totality and embraces all
humankind has and does: It refe%gbﬁat network of religious relationships that
constitutes the framework for c@ﬁntal obedience — individual relationship to God

which is decisive for the Mrelationships which hold for personal lives, for living
'\

together in humaw' ies, and also for dealing with God's other creatures; great

and small within th&<universe as a whole®. The idea of an image refers to human status

and task:‘%&s divine but sacred. Human life is wholly revered because it is lived before
th God. The image is not something possessing; instead, it is the whole person
that is God's image. Another crucial biblical education related to the imago Dei focuses
on the term human heart. The regular use of 'heart' in Scripture is connected with a

person's basic religious orientation®’.
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Moreover, the heart represents the unifying center of man's existence, the spiritual
concentration point of total selfhood, and the inner reflective core that sets the direction
for all life relationships. It is the wellspring of all the will, thought, feeling, action, and
every other life utterance. It is the fountain-head from which every movement of man's
intellect, emotions, and will flows. This understanding should help individuals learn to
express love for God through life's activities — from eating to drinking, invol@e ina
career, communing with God through prayer, acts of service to fellow h ' ings, etc.
The Scripture declares: Whether you eat or drink, whatever is dgﬁ %o all to the Glory
of God®. As images of God, there is a need to reflect, echo irror God's will in all
that is done in life. Imaging God also means represerﬁiﬁ\&ged like an ambassador from
an overseas country; (representative) of God'@ ity; (seeking) to advance God's
program for the world; (and) promoting promotes®’.

Humankind is created for a purpos (véd)has an assignment and a mission for us to
pursue to fulfill our calling. As Q@Cbﬁmage bearers, we are cultural agents able to carry
on God's creative work thr ugh e cultural mandate. God endowed Adam and Eve with
the cultural order %Iful and multiply and fill the earth and be good stewards of
his creation. Thi gﬁiles that everyone is called to study, discover, interpret and theorize
about the‘&md life to understand one's place and calling®®. Therefore, the concept of
co@ation is theorizing about the world and our life, thus enabling us to discover
our good insights to become good stewards of everything God has entrusted to us.
Intercultural Communication

Many scholars have given explicit definitions for intercultural Communication, but some

are not deep enough to make it more transparent and understandable. Scholars note that
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intercultural Communication is Communication between persons or groups from various
cultures. Several scholars have used different terms in referring to the same word of
intercultural communication; such terms include 'Trans-racial communication,” 'Inter-
racial-communication,’ 'Cross-cultural-communication,’ and 'Inter-ethnic
communication®. Therefore, this clarifies the definition of intercultural Communication
.
O
as a communication process between two or more individuals of distinctiveé@res to
.
achieve a specific goal. Moreover, it could also be the process of 6& ing ideas
between subcultures. Therefore, it is essential to note that interc‘%lral communication
.
refers to communication between individuals from distinctiv@res.

Moreover, it is noted that intercultural communication de&%ﬂes communication between

people from different cultures and focuses Or@micaﬁon. When more than two

people from different cultures interact @ange information, the process is called

intercultural communication’. Man& unication scholars have produced similar
work on various topics and a . In general, it is understood that intercultural
communication occurs when ’people from different cultures and ethnicities start

'\
communicating. T:e@ hree distinct areas of study in communication between

members of wvarying cultures; Cross-cultural Communication, Inter-discourse
QO

Commurf@%n, and Intercultural Communication’!.

Stg cross-cultural communication start from an assumption of distinct cultural

groups and comparatively investigate aspects of their communicative practices. Cross-

cultural communication studies the comparison of two or more cultural communities.

Cross-cultural communication arises when an individual from one culture directs a

message to a person from another culture’?. Cross-cultural communications happen
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when people with different nationalities, working styles, ages, races, ethnicity, gender,
and sexual orientation communicate. It negotiates exchanges and intermediates cultural
differences via verbal and non-verbal communication. Cross-Cultural communications
deal with exchanging knowledge and information between people of different cultures.
Cross-culture communication reduces a predictable clash between thoughts and
approaches. It promotes harmony among the people, as the correct message is @&p‘rred,
followed by an accurate response, thus preventing misleadin . ns. The
communication level becomes preferable to both sender and the re&'vgg7 .

Studies in inter-discourse communication focus on how cu %?\y\sd relevant in a text or
interaction and how cultural identity is formed througl\«kg?and talk. Inter-discourse is
the implicit or explicit relations of commun@o other communications. Inter-

discursivity is the aspect of a discourse ifi\&e‘ es to other speeches. It is an analytical
concept closely related to contextuall%i ecause inter-discourse communication often
implies that elements of cultural @ttiveness are imported from another conversation’.
In contrast, intercultural co n%\uﬁgcation concentrates on studying the interaction between
members of differ @%s or across diverse cultural boundaries and explores their
communicative rg;%es in interaction with each other. It is an intersection of methods
from di(%l disciplines: psychology, sociology, linguistics, anthropology, and
C Qcation”. It is most visible in the difference between culture in interpreting
verbal and non-verbal linguistics.

It involves sharing information on various stages of awareness and control amongst

people with different cultural experiences. Different cultural circumstances include both

national cultural diversity and participation in multiple activities within a national unit.

28



Intercultural Communication could occur when individuals influenced by other cultural
communities negotiate shared meaning in interactions. Moreover, some authorities limit
intercultural Communication only among individuals from various nationalities’®"’,
Conversely, each culture has its way of interpreting messages or information. This
method of Communication is unique to each culture. Culture-specific patterns, verbal and
nonverbal codes, relationship norms and roles, and social perceptions all pl?ﬁ\(& in
cultural communication differences’®. When differences between ' % become
relatively large, it will lead to misinterpretation and diff ng expectations of
communicating competently. Therefore, the inforrnation-sw@ process is much more
difficult in intercultural Communication. . QQ

However, using culture and Communication as @;}%en intercultural Communication
is termed as the sharing of information® @/erse levels of awareness and control
amongst people with different cultural b rounds, where diverse cultural backgrounds
include both national cultural Q’%fences and differences that are connected with
participation in the variou %l)‘[ies that exist within a national unit”. In other words,
intercultural Com u@connotes a process in which people from different cultural
backgrounds ir)‘qgl)and create a shared understanding to achieve personal goals and
create rel%s%ps with others.

I Qral Communication Process

The concept of communication describes a process of transmitting messages from a
sender to a receiver, who interprets these messages and gives them meaning. In efficient
and successful communication, the message's meaning is understood. For the message to

be understood, the interactors must share a large amount of standard information called
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grounding®’. The grounding information is based on each individual’s field of preceding
experience, and between people from different cultures, there are more differences in
their fields of expertise. Communication between cultures is more demanding than one
culture since there is less common information and less grounding between individuals
from different cultures®!.

The sender and the receiver have an active role in the communication processée&e 2.1
shows how the communication process encompasses a source, who ha y Q@age to be
transmitted, a channel through which the message is transmltte %a receiver of the
message. The message is encoded, which means that the me 1 eas and thoughts) is
put into symbols. The symbols into which thoughts°a %ﬁlmons are encoded include
words and nonverbal language. All commumcaﬁ%&he form of symbols representing
ideas or thoughts one desire to communi a;é\\ﬂé\)e message receiver then has to interpret
(decode) the message®?. C

Decoding is the opposite process@tﬁhcodlng, it means giving meanings to the symbols
received and interpreting %%)o see if the message is understood, one has to evaluate

the reaction and fic;@o

anything that ‘Q} s the message being sent. Successfulness and effectiveness of

the receiver. ”Noise,” as depicted in figure 2.1, refers to
communﬂ%n depend on minimizing the “noise” affecting communication. If there are

binces between the two cultures, it can create too much cultural noise, and

communication can fail®3.
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Source: Adapted by the Researcher .
All of the constituents in the communic@%rocess are affected by the cultural fields of
the communicators. The cultura means the culturally based elements of a
communicator’s background(sx)values, attitudes) that influence communication®*. First,
the connotation of the %@ is grounded in the personal field of experience and in the
associated cultur@ of the sender, which both affect how the message is encoded.
Second, the ols used to express a thought or idea varies depending on the cultural
fiel T@ includes language and nonverbal communication and communication styles
and practices. Every culture has its own typical language use and communication
behaviors, which affects communication. For the communication process to be successful
the symbols must be encoded into a form that can be understood; both parties need to be

skilled in the communication channel in use and understand the cultural fields of the
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other. With understanding, it becomes easier to use symbols that will be encoded and
decoded similarly®>.

Intercultural Communication Competency

Understanding other cultures and intercultural communication is emphasized in the
current globalized world due to the proliferation of internationalization, increasing
multinational organizations (Religious) cooperation, and mobility of the world@@laﬁon.
Therefore, intercultural communication is a required competence; w %alization,
persons in all locations are extra mobile now, and there are more 'nq§ of mobility with
language contact®® This phenomenon causes individuals to d \ron each other, making
the importance of intercultural communication arise 54@87. With the movement of
people, intercultural communication is essentiai@%s been studied in several areas,
including research in language and culi@ction and learning®®*°, Communication

is the procedure of making and trans%r' symbolic behavior and interpreting behavior

between sending and recelvmg% le. Intercultural communication is needed when

culture impacts the c un catlon between two or more people®. Therefore,
S

intercultural com %

in a multicutu society. To minimize communication breakdowns and

s crucial for participants who do not share the same culture

misunder‘%&ngs, intercultural communicative competence is required.

T@g proposal of the concept of intercultural communication competency originated
from Hymes' communicative competence. To capture some of the knowledge and skills
that users of more than one language develop, a scholar posited that language is the
primary communicative code in conditions in which it is the public code for those with

different preferred languages. Intercultural communication competence (ICC) is a
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person's ability to engage in productive intercultural dialogues of methods and
relationships  with people from diverse cultural backgrounds®. Intercultural
communication competency embodies "the complex of abilities in performing effectively
and appropriately when interacting with others who are linguistically or culturally
different from oneself." Intercultural communication competency refers to the active
possession by individuals of qualities that contribute to effective i%@;ptlural
communication, which is defined in terms of three primary attributes: ge, skills
and attitudes®?.
. "

Knowledge in culture connotes the beliefs, values and no group that influences
individuals' communication behaviors, more categm@@knowledge considered are
sociolinguistic awareness, cultural self-awareneé@’%re specific knowledge, and deep
cultural knowledge. The attribute of *Sormed observing, listening, analyzing,
evaluating, interpreting, and relating; i)the critical abilities to process the developed
knowledge are. Also 1ndlspensa@% the development of intercultural competence is
vital  self-reflection. wever, attitudes connote respect, openness, and
curiosity/discove %te fundamental for efficient intercultural communication.
Consideration “,cﬂgrs active listening, or showing that they are appreciated and valued
is signiﬁf:%s creating lasting relationships with people of different beliefs and values.
O@and curiosity refer to the willingness to move beyond our comfort zone®>.

If the essential attitudes, knowledge, and skills are acquired, ideally, internal outcomes,
like empathy, flexibility and adaptability, will be achieved. As a result, individuals will

respond to the other person according to their expectations. Communication effectiveness

would result from the number of skills and knowledge acquired. The attitudes, knowledge,
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skills, and internal outcomes would lead to efficient intercultural communication
behaviors®. Figure 2.2 shows the different components that resulted in intercultural

communication competency.

1 Skilks
Intercultural Langumy skills

Communication | . flehaviour ahilities
Competence

Figure 2.2: Intercultural Communi% Competence

Source: Adapted by the Reseﬁs&hg)

Intercultural Communjic¢ation Behavior

Various scholars @&O intercultural communication as the communication between
people fro @Or more different cultures that is symbolic, interpretive, transactional,
and co@x al in process, in which people from different cultures create shared
m@gs” Intercultural communication behavior refers to the skills associated with
interpersonal harmony and mediation as people of different cultures interact together.
Intercultural communication behavior connotes building and maintaining personal

relationships within groups, doing what is best for the group's success, and using and
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recognizing important verbal and nonverbal communication when relating with others in
the group.
Interaction in intercultural communicative events entails building intra-and inter-personal
strategic skills. The process follows two parts known in Latin as ‘pars destruens and pars
construens,’ that is, first delete, and then construct”’. The main elements an individual
should be able to delete and the construct to develop intercultural con@égion
behavior are as follows; . ‘\QO

1. Intrapersonal filters include prejudiced distrust, shyness, en usi?sm, and
uncritical openness toward people who belong to a speci}{@%ure. The problem is
twofold: first, despite general stereotypes, one is rar@@are of personal stereotypes
based on experience or irrational feelings. Seﬁ% nce awareness is established, a

N

psychological effort is required to overcom. ed reluctance/enthusiasm®®. This can be
ni&t)lve action is focused on using a non-native

difficult when the bulk of the com
language, the topic being address@d the pragmatic goals of the communicative event.
2. The primacy effec%ﬁthat first impressions are paramount in developing
"

a communicative eie@

two or three secondS what their job, favorite sport, etc. most will express a personal

ose a group of people is asked to look at a person and say in

opinion,‘%& shows that one forms completely unfounded views. In that case, they
be@%conscious behavioral guidelines in communicative proceeding®.

3. Decentralization is the ability to distance oneself from accustomed roles and
behaviors and to move away from the ideas that generally guide judgments about other

people's behavior. In other words, when a decentralized person is confronted with
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unusual actions, statements, behavior etc., the individual observes them from a third
party's position: neither from a personal point of view nor from that of other people!®.

4. Emotional detachment from the situation: While decentralization is a rational
third-party attitude, this skill affects input evaluation's emotional component before
eliciting a response. Cultural errors often affect emotion rather than reason: the latter is
slower to react and can be controlled, while an emotional response is often ins@é‘g)us,
in the etymological sense of the word: without the mediation of r .M. motional
detachment thus requires control over reactions to a passionate R{eciation of other
people's behavior!?!, To allow the development of psyc ‘\"a habits of rational
decentralization and emotional force, two attitudes must %ﬁilt.

5. Exotopic attitude implies the indivﬁ@&hought of being different from
others and that others are different too. a@hem is entirely within their right to be
distinctive, although their diversitygilae controlled in order not to overstep the
freedom of others to be different! % rephrase one of the basic principles of democracy,
usually phrased in terms {%ﬁy: My right to difference begins where your right to

difference ends. Q‘Q’Q
p

6. The ic attitude is the natural consequence of the exotopic one: the
developnﬂ%q the ability to put oneself in the other individual’s situations and
co@gﬂy to make any judgment. They are developing the ability to defer
communicative responses, both negative and enthusiastic, while exotopically and

empathetically analyzing the other person's behavior is at the core of intercultural

communication skills!%.
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7. Giving feedback to avoid the risk of misunderstandings and consequent
(over)reactions: You made this gesture: In my culture, it meant: Did you mean that? I
noticed your tone of voice is high-pitched; huh, in my culture is considered rude: was that
what you intended? etc. Of course, feedback plays a much more significant role in human
interaction, but we must confine ourselves to this brief reference to balance dot treatment
with any of the previous dots!%. Q’)&{b
The process described above is circular: it starts with what in counse " Q@edures is
called ‘active listening,” that is, listening with a decentralized tb%—garty attitude, and
proceeds through the exotopic and empathic appraisal of the &@&‘ ending with feedback
to check whether one’s interpretation of the other’s word@gﬁctions is proper.

2.1.3. Intercultural Communication Compete@n‘%rganizational Context

Most organizations and businesses cai@f)ught of as mini-cultures, with each

representing a model of values & ced by a different group of people with a

common goal pursued through a@d verbal and non-verbal system of representation.

Like cultures, organizatio %s)ess value systems, exist in a particular environmental
e

context, process 1 f@Q

relationships w&o ers, and communicate using special verbal and nonverbal codes

with a unique perceptual perspective, develop social
105.

Socio-reﬂ%%rives in organizations with others in communication while using unique
V nonverbal codes. In interacting with persons in organizations from different
cultures or micro-cultures, one cannot assume that the corporate practices will be
understood or accepted by the other party'®. There comes the concept of intercultural
communication that is proficient enough for effective interaction within the context of the

organizational culture.
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A scholar views intercultural communication competence in the organizational context as
the ability of interactants to choose among available communicative behaviors to
accomplish interpersonal goals during an encounter while maintaining the face and line
of his fellow interactants within the constraints of the situation!®’. A further refined

definition asserts the ability of an interactant to execute communication behaviors to

NS
elicit the desired response in a specific environment'®. In other words, con@ation

scholars tend to regard competence as another-oriented process throl@g@ one can
109

effectively accomplish communication goals based on appropriateness'™. Effectiveness
i %w
and appropriateness, therefore, function as the two r@cri eria for assessing

communication competence in an organizational conte);.\tQ

Before entering into a business transaction withﬂ% anization from a different culture

or micro-culture, there is a need to con;lucp@sxtensive organizational analysis, which
takes into account one's foreign partf&r" tural, environmental, perceptual, and socio-

relational contexts, as well as the@‘al and nonverbal code system and the nature of the

relationships intended to i%tiate. herefore, Figure 2.3 outlines various contexts fostering

"
the development 06%

izational culture in any country where intercultural
communicationyconipetency will thrive.

Q
QQ
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Environmental Context
Information LoadRate
Perspective on Nature
Privacy

Architectural Preferences

Cultural Context

S = Perceptual Context
|I'I.EE'\'1EB.I3|I5-TH.| Collectivism Information-Processing
High/Low Conbext Sitrategies

Value Onantatons Categorization
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Sociorelational Context

Power Distance
Male/Female Differences
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Group Memberships
In-groupaDut-groups
Muted Groups

Perceptions of ManWomen

Figure 2.3: Dimensions of Culture an@e Organizational Culture

Source: Adapted by the Resedtch:

The Cultural Contex«%’[’he cultural context of an organization; shows that
organizational @)@e often parallels national culture. Thus, if
values di@s&igniﬁcantly across cultures, those cultures' management practices will
also li@ary. When managing people from other cultures, it is essential
to 1dentify where an organization falls on the individualism-collectivism continuum.
Organizations in collectivist cultures are likely to emphasize group harmony and
teamwork!!?, This way, the organization can be more like a community than an entity.

Individualistic companies emphasize personal goals and promotion within the
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organization. Employees often compete for organizational resources and publicity, which
views the organization as an entity than a community.
The Environmental Context: In addition to assessing an organization's creative
environment, it's vital to estimate its environmental setting, that is, its perspective on the
terrain, including similar issues as information, sequestration, and the company's overall
exposure to nature. There's a notion that some societies believe they can ma%& ture,
whereas others attempt to live in harmony with it, and others believe th X 6@eased by
it. Still, it's suggested that a culture's perspective on nature frequ%tlx\translates into its
organizational practices!!!. In corresponding their culture's ’{%%n toward nature, some
associations believe they can control request forces and gﬂ)ce new requests where none
live. Other study balances act with the requed@%ionally trying to impact it and
conforming to its oscillations. Still, others B@Se that the request is in control and that
they reply to it. In collectivistic socié&s,@wre group harmony is consummate, workers
may prefer to work together in tl@‘act physical position, not insulated by office walls
and doors!!2,

ﬂw
The Perceptual C n@T e perceptual environment of the individual learned through
enculturation fi qg‘f{

ly demonstrates in the cooperate association. Understanding how

the assoc‘% processes information is pivotal to establishing and maintaining effective

co@ation. One information-processing strategy in which individuals from all

113 Before embarking on a business adventure

societies engage is grading and overusing
with people from a foreign culture, it may be helpful to know the culture's comprehension

of the people and their business practices, which will inform the chops to display during

the communication process.
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The Socio-relational Context: An organization's emphasis on group membership is
something managers should know about their foreign counterparts, for people of all
cultures fit into sets. One of the primary groups to which all people belong is the family,
which cuts across various cultures. Scholars employed a family metaphor in describing a
precise type of ideal corporate culture seen often in different countries. It does not imply
that all corporations in these countries are family-like; it merely means that thié)};é?type
is seen more regularly in these cultures than in others!'*. The family co .1’&@ culture is
concurrently personal, with close face-to-face relations, and hi?rar icz;%, in the sense that
every individual has a placement in the rank order. At th é\\o‘f he grading are the
parents (i.e., the chief executives), regarded as caﬂ@% better informed than the
children (i.e., the subordinates). The power at tl@%perceived not as threatening but
as intimate and benign'!®. The philosophy D@Smployees is to do more than is required
contractually to please the older brot gﬁgther (i.e., the person of higher rank).

It should be noted that the prima%(bﬁson for working hard and performing well in this
corporate culture is the ple s%d)erived from familial relations. To please one's elders is
a reward in itself,.T ﬁary sanction for poor performance is losing affection and
place in the fam{'yc% the family corporate culture, pressures to perform are moral and
social ra‘%‘?an financial or legal. However, corporate family cultures sometimes
ex@% difficulty with a project—group organization, in which authority is divided. In
many instances, such corporations hire and promote bona fide family members over other
candidates who may be more qualified''®. This is a function of competent skill in

organizational communication.
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Verbal and Nonverbal Codes: Understanding your foreign counterparts' verbal and
nonverbal codes is essential to a successful business venture. Although most of your
foreign business partners will indeed speak some level of English, your knowledge and
use of their language demonstrates your willingness to meet them halfway and will be
much appreciated. Although most of the representatives of international corporations
speak English, it should be such a type that foreigners understand. Individ%ixmuld
avoid the "seven deadliest sins" of international misunderstanding:}o%\g@r, jargon,
slang, official-lese, humor, vocabulary, and grammar'!’. i .

However, competency in organization communication de \fhat when conducting
business with your foreign counterparts, one should ‘oe@%oious of terms and phrases
that may be well understood within your corpord@& misunderstood by an outsider. It

is recommended that in verbal commun:'c@with your foreign host; one should not

speak too quickly or too slowly. Fas& is difficult to comprehend, whereas slow is
offensive and condescending, Ar@l important consideration here is using a mediator
with those who enjoy face-&%e)encounters and direct bargaining but avoid the overuse
of personal pronou Sl&

Intercultural Hﬁl‘aians: Perceptions of relationships vary dramatically across cultures;
signiﬁcaﬁ%male-female relations within corporations. Although women have made
gr@es in the U.S. corporate world, in many cultures, women still occupy
subordinate roles and are treated as second-class citizens. Because of this situation, more
than half (54%) of multinational corporations in North America are hesitant to send

female managers abroad for fear that the host culture's perspective on women will hurt

their effectiveness. For this reason, many countries do not promote women to
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management positions; women are encouraged to obtain the level of education that will
enable them to marry managers rather than attain management positions for themselves!!?.
Many large corporations encourage female employees to match male employees and use
the company's anti-nepotism policies to force those women to retire. Moreover, some
companies indicate that they will not promote female college graduates even if they are
as qualified as their male counterparts. Q’)&\

However, foreign women are much better received in management 1n many
cultures than local women. Moreover, many women managmg rqéa have achieved
excellent results, encouraging other corporations to continu K@dlng women abroad. In

addition, the success of women abroad urges the loca &umty to hire more of their

women into management positions'?’. As more@re businesses enter the intensely

competitive global marketplace, org@s will be confronted with myriad

management styles, especially withir%)' ultures with many business interactions.

Intercultural Communication % ization Practice Profile

Narratives of Japan, Mexi th Federal Republic of Germany, and China are reviewed
as the top tradin %tlons profiled based on their cultures and management
practices. Thes agleﬂy studied to have a variety in their intercultural communication
dispositi(‘)‘%m the organizational culture context.

Ns on Japanese Organization Practice

Japan has nearly 130 million people, with a workforce of 67 million. Conferring to the
U.S. Department of State, per capita income is more than $34,000 annually. Japan is
considered an urban culture because only about 7% of the workforce is engaged in

agriculture. Japan's $4.9 trillion economy is the third largest in the world. Japanese
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cooperate organizations are essentially social organizations, of which two key features
are lifetime employment and seniority grading. Based on these principles, the Japanese
corporation is considered a custodian of employee security and welfare. The lifetime
engagement system is based on a psychological contract between the employees and the
corporation about the employee's lifetime commitment to the establishment in exchange
for lifelong job security from the cooperating organization'?!. Q’)&{b
Japanese organizations also run a seniority-based wage and promotion .Pbg@re where
employees are promoted and compensated based on the years t ywhave served. The
system rewards older and longer-serving employees; co’{@)wxise, employees who
change their employers are penalized. Under these a@g@nents, employees willingly
sacrifice their short-term losses for long-term eﬁ@‘% success. Hence, the workforces
maintain high morale and loyalty to the ¢ TE{Q n, which enables the company to invest
eiigpment. Japanese work attitudes within an

more resources in employee caree

organization evolve from the s@‘ members of the organization, who are ensured

promotion and lifetime ﬁ)lo ment. Older employees are satisfied with their jobs
'\
e

because they kno t@

energetic emplc)ng eopardizing their jobs'?2,

ecure; they do not have to worry about the younger, more

While in‘%@g with Japanese business persons, the businessperson perceives behavior
th@lso be misinterpreted. For example, the Japanese are astonished by the typical
informality and spontaneity. The quick pace of conversation and what is perceived as
ostentatious-flashy or showy-nonverbal mannerisms are off-putting to most Japanese.
The Japaneses’ view on conversations and negotiations are formalized rituals rather than

a meeting of minds!%3.
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Narratives on German Organization Practice

Although there have been fluctuations in the German economy since reunification, in
2010, the German economy was growing at a rate of about 3.3%; it is now the 5th largest
economy. The average income per capita in U.S. dollars is $36,000. The U.S. Department
of State maintains that the German market, the largest in Europe, is attractive to many
U.S. businesses. Germans are attracted to innovative products that display %ﬁghty
and modern styling. They are especially interested in high-tech pro .c‘ts?@rticularly
those that assist them in entering the Internet age. Germany is a decentralized collection

. %*x

of states and regions; many are pretty diverse, with unique {@;ms and conventions'?*,
The northern and southern areas are remarkably diffem@%ﬁeneralizing about Germany
is complex and should be approached with sﬁ%’%gree of caution. Most Germans
expatriates believe that people are ccit:;\&@xby their actions that facts are more

important than face, and that factual& is more important than politeness. German
children are trained to think th less people amount to nothing and that children
should be quiet and respec u%éy are also trained to save for a rainy day.

)

German administr. o@

more typical thQ ormal education. German forepersons, supervisors, and managers

cognized as specialists for whom a practical background is

typicallyﬁ%gprofessional rather than academic degrees. Hence, quality of skill and
ex@% are German firms' most essential promotion considerations. Finally, many
German organizations implement a shadow-worker program where managers choose and
train their substitutes. Germans believe that this kind of program reduces the politics of
promotion ploys and insecurity around who is succeeding whom. In this program, the

designated replacement covers vacations, illness, and other periods of absence'?’. Thus,
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the successor can temporarily experience their future position. This concept maintains
that this policy preserves smooth organizational functioning.

Narratives on Mexican Organization Practice

Mexico has a free-request frugality, with a gross domestic product in 2010 of $1.3 trillion
and a growth rate of 5%. The Mexican per capita income is $14,000, one-third of the
United States. Income distribution remains largely unstable, with further than é‘z\vf the
population living in moderate poverty and 18% in extreme poverty. A .6$@'s artistic
exposure and values are generally reflected in the business practicggf '%hat culture. Three
confines of creative variability are nearly associated with ’@can business practices
individualism-collectivism, power distance, and que;qk oidance. Mexico is more
collectivistic and is considered to have a sigd@% power distance and high query
avoidance culture. Mexicans are surpri k@roup-acquainted and are exceptionally
concerned about any geste that wo%Qt the harmony of their ménage, church, or
plant'?, Mexican workers assum@ working together is the ideal because individuals,
who work more in solidarity h others valuing fidelity to the group above individual
trouble, will prosp %p familiar work terrain.

Generally, Mexd ;Q)organlzatlons do not emphasize tone-determination on the job.
Mexicanﬁ%cally aren't awarded for action; Mexicans see work as a necessary wrong.
T@@%us Mexicans, work is needed to appreciate life's other essential effects, similar
to family and musketeers. Mexican organizations are responsible for their workers' life,
health, and quality of health. In this way, Mexican organizations are considered

paternalistic. Harmonious with a collectivistic exposure, Mexican workers value

harmonious relations between unions and operations. Traditional Mexican ideals stress
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hand—employer interdependence, collective liabilities, loyalty between elders and
subordinates, belongingness, cooperation (rather than competition), and not exceeding
boundaries'?’.

Mexican employers brush off workers who condemn others to advanced authorities and
are competitive because similar actions disrupt the association's harmony of operation In
Chinese leadership, the director is anticipated to make opinions on behalf o & ntire

group. The idea is expected and asked by both the directors and worker% ’Sg@oncept of

open communication between directors and workers isn't only un but allowed off
as odd and peculiar. This style presumably reflects collectivi @hm ing, where workers
are a part of one group and directors are a part of a@%ﬁ:r In-group and out-group
distinctions are a part of collectivistic thlnklng”QQ
Narratives on Chinese Organization Pracﬁé
In 2010, the People's Republic of Chi anlpassed Japan as the world's alternate-largest
frugality (next to the United tat@America), with a gross domestic product worth an
estimated $1.4 trillion. R&ugality is also the world's swift-growing major, with
average growth ra over the three decades. This sound power results from free-
request reform intfoduced in 1978. China is the world's largest exporter and alternate-
the most‘%glmporter of goods. China has been designated as a collectivistic, large
vtance culture. China's considerable power distance can be ascribed to its
Confucian tradition, which results in a hierarchical society. Modesty, obedience, and
respect for senior citizens are deeply embedded in Chinese standards. Confucian ethics

129

are at the base of Chinese operations China is also considered a highly-

environmentally culture.
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As similar, China's Confucianism, collectivism, power distance, and high environment
are ingrained in Chinese operation practices. China's Confucian heritage marks how
Chinese will approach their business connections. In Confucian-grounded societies, great
emphasis is placed on harmonious relations and knowing one's proper place on the social
scale. All references are seen as unstable, and one's ethics are directed toward observing
these inequalities. Decision is an integral part of the operation. In Chinese lea%éﬁ'?the
director is anticipated to make opinions on behalf of the entire group 1 expected

03

and asked among directors and workers'*°, The idea of open CC}%nunication between
nd peculiar. This style

directors and workers isn't only unheard of but allowed off a@

presumably reflects collectivistic rationalism, where°w&k%)s are a part of one set and

directors are a part of another. In-group an@oup distinctions are a part of

collectivistic thinking. . @

Communication between directors a% ers is confined. Workers are on a need-to-
know basis, and the inflow of jo@ted information is limited. Likewise, harmonious
with the collectivistic, ﬁs;i\d@r)able power distance, and high-environment nature,

'\
Chinese workers, ilb)@\

ably not initiate communication with a director, indeed if
they've enterprttgs}

another v‘v%, they won't address the director, presumably due to the workers' desire not

out how a job is being handled. While they may exchange it with

to @‘. t and be allowed off as aggressive. Modesty and attempting the middle ground
are valued in China. In other words, substantially, Chinese collectivists don't approach
conflict but, rather, avoid it to maintain harmony. Giving a gift to the entire corporation
rather than an individual can be an acceptable alternative; however, assistance could be

provided to the applicable group leader'!.
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2.1.4. Dimensions of Intercultural Communication Competency

Different scholars have addressed the concept of intercultural communication
competence in recent years. Intercultural communication competence is the capacity to
effectively and accordingly use intercultural sources to possess the necessary skills,
knowledge, attitudes and behavior to understand one's culture and other cultures and
perform accordingly!'2. Q’}{b
Different researchers classified intercultural communication compet .K' different
ways. Accordingly, intercultural communication competence %n%prises cognitive,
affective and behavioral skills. The cognitive aspect o ét\‘ercultural competence
embraces intercultural cognizance, general knowledg@%)precise cultural awareness.
The affective dimension of intercultural comp@j%volves an individual's curiosity

about other cultures, cognitive ﬂexibility: n@gion to learn, and open-mindedness. The

behavioral skill of intercultural confpet includes communicating with people from
different cultures, listening to Q& solving problems, empathizing, and gathering

information'33,

0\

One approach to @ communication competency is developed into four steps

depending on %

contains‘%ct for other cultures, openness to intercultural learning and different

ensions. The first dimension is requisite attitudes; the dimension

Cu@g curiosity and exploring. The second dimension is knowledge and
comprehension, the individual's awareness of personal culture and others' culture; this
dimension includes skills in reading the culture, having information about the culture, and

understanding, as well as awareness of how social factors affect language use.
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The skills are the next dimension which includes listening to people from other cultures,
observing different cultures and inferring them, and appraising and linking those cultures.
The desired internal and external results are the last two scopes and steps. The desired
internal outcome dimension entails adapting to new cultural environments, choosing and
using the appropriate communication styles, and empathy!'3*. On the other hand, the
desired external outcome dimension includes the individual's communicatio%gh}?and
disposition, and to effectively achieve intercultural purposes depé y % personal
intercultural knowledge, skills, and attitudes'3>.
. \ "

There is another approach developed for intercultural comn&%\aﬁon competence with
seven dimensions; these dimensions are respected°@geting other individuals and
positively approaching them), attitude toward«@%%[ion (the individual's ability to

respond to other persons deprived of judi\}{\‘ ), getting used to the knowledge (the

power of an individual to compreh the people around them may have different
perceptions about the world) er@&, (mission-role behaviors: the person's ability to
start a role and bring the to.% ther flexibly), interaction management (the individual's
ability to take p 'Q%a els, starting and finishing the interactions which occur
depending on oi)desires and wishes) and tolerating the uncertainty (the individual's
ability to‘%go new and uncertain situations with the minimum uneasiness)'®.

Av@pproach put forward about intercultural communication competency is of five
dimensions, which are attitude, knowledge, interpreting and relating skills (analyzing an
event belonging to another culture and explaining this event by linking it with the

situations of one's culture), exploring and interacting skills (gaining new facts about the

culture and the cultural enactments) and critical cultural awareness (the individual's
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ability to evaluate person's culture and perspectives other culture in terms of
performances and products in an integral way)'?’.
However, the intercultural communication competence approach was subsumed into four
dimensions in the context of the various scholars: intercultural knowledge, intercultural
attitude, intercultural skill, and intercultural awareness!3®. The researcher will discuss
these dimensions of intercultural communication competency for this work: Q’}{b
1. Intercultural Knowledge: This dimension is considered the con ' ?@
aspect of intercultural communication competence'’. Intercult al knowledge is an
individual's skills to gain knowledge about products of the p %the communicator's
culture or another culture with which the individual n@%ﬁ The skill to have relevant
information would help the individual 1ntera6®%people from the other culture
personally. While some scholars descri ij@;lmral knowledge as the competence to

have information about a speciﬁc another author describes it as knowing the

hosting culture!40 141,

2. Intercultural Attitude hlS dimension includes being open, respectful, and
curious about diff %ues In addition, being risk-oriented, empathic, open-minded,
and respectlng i#ences are other intercultural attitudes'*>. Moreover, intercultural
attitude iﬁ%ncept affected by curiosity, social class, gender and race.

@ercultural Skill: Intercultural skill is the ability to listen to people from
other cultures, observe different cultures, interpret, analyze, evaluate and relate to them.

Besides abilities to overcome obstacles to learn a second or third language, skills to

interrelate languages with each other, listening skills, information gathering skills and
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problem-solving skills are among the intercultural skills'®. This dimension is termed
intercultural behavior, and different sizes could affect this.

4. Intercultural Awareness: Intercultural awareness is an individual's ability to
comprehend the similarities and differences between the communicator's culture and the
other culture with a criticizing point of view'#. Intercultural awareness could also be
perceived as an individual's consciousness of improving attitudes, knowledg&i&(ills
while learning about one's culture and other cultures. . QO
2.1.5. Knowledge of Intercultural Communication Competency -

Intercultural communication has been growing recently @»to the expansion of
manufacturing, transportation, communication techn@g?, religious affiliations, the
liberalization of cross-border movements of ﬁv&@ economic, and human resources,
the development of supporting instituti nlg\Q‘ ngements, and the drastic increase in
global competition. All these gl léeg)nomic developments, complemented and
intensified by global migration p%%, have increased communicative exchanges across
cultural borders!®.

4%'»

The effects of the @Q conomic and migration trends are visible and profound in
most people's d&ly ves: Situations involving intercultural contact are bound to happen
more freﬁ%ﬁ%n places of worship, workplace, when engaging in leisure activities, and
m@r facets of society, including health care, education, and entertainment. Due to
the participating actors' diverse, culturally determined dispositions, research has shown
that intercultural interaction occurrences tend to be more complex and uncertain'#®,

Globalization and complex intercultural interactions show the importance of effective

intercultural interactions in preventing conflict, enhancing intercultural communication
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processes, and fostering mutually satisfying relationships between communicative
partners from different cultural backgrounds!4’. However, numerous attempts have been
made in the academic community to support practitioners in their efforts to create
intercultural communication situations in organizational settings that will be smoother
and more successful in enhancing the intercultural capabilities of individuals through the
instrumentality of its components known as knowledge'*3. &b
Overview of the Knowledge of Intercultural Communication Compe '

Given the increased risk of misinterpretations of the content of }%nmunication due to
culturally and contextually unwavering rules for appropri'{%‘\t\fd effective behavior,
achieving communicative competence in situations® }n\s&@ng intercultural contact is
exceptionally challenging'®. A decrease in @Bility with increased levels of

uncertainty, ambiguity, anxiety, and d n@on knowledge, skill application, and
lt;n

motivating skills performance will re these potential misunderstandings'°.

Our ontological and epistemologi@%erspectives on life and approaches must constantly
evolve in light of the worl 's}r)easing complexity. This requirement also applies to the
current understandi @cultural communication competency, particularly regarding
what makes a g(él competent communicator across cultural boundaries and how one
could 6\7%9 this competence. Is it sufficient to consider the dynamic nature of
in@al communication competency and incorporate ten interdependent units:
Foreign Language Competence, Cultural Distance, Intercultural Self-awareness,
Intercultural Knowledge, Relational Skills, Motivations, Behavioral Appropriateness,

Intercultural Effectiveness, Contextual Relationships and Intercultural Affinity!>!. The

Researcher will briefly discuss the nature of these ten knowledges:
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1. Foreign Language Competence: One central element of competent of
communication is the ability to encode linguistic and non-verbal symbols appropriately
and effectively which requires knowledge, skills, and motivation. Modern
communication concepts portray the process as a transactional, purposeful, and
interdependent exchange of verbal and non-verbal symbols!*2. Various scholars have
reiterated the importance of foreign language competence for the success of r@ural
teams, which has been chiefly associated with either skills or knowle .f:@@annotes a
positive association between intercultural communication competency '%md host language

fluency. It parallels foreign language competence's three kno@ge acquisition strategies:

passive, active, and interactive information gatherin%%feign language competence

inspires the same interdependence principles@ other competence; appropriate

contextual and practical use of forfi@s\guage facilitates an impression of
competence!>?, E

2. Cultural Distance: The p@%ﬁon of cultural distance has its theoretical
foundation in Ethnocentri }gthno-relativism, the cultural adjustment literature, and
intercultural sensiti i@chm. Cultural distance is also known as a cultural novelty,
cultural barrier%Q() cultural toughness, resulting in more difficult intercultural
interactid%h& to decreased levels of cross-cultural knowledge and motivation, along
wﬁed degrees of ambiguity, anxiety, and interaction avoidance confirmed. The
perception of relevant cultural differences across various spheres of life reflects the
awareness of one's cultural background and that of the communicative partner(s) .

The display of the necessary behavioral adjustments due to understanding cultural

distance indicates the performance of intercultural communication competency. An
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awareness of cultural distance will facilitate better management of the challenges of
living in a culturally novel environment. Consequently, the perception of cultural
distance is a vital element of intercultural communication competency'*,

3. Intercultural Self-awareness: Focusing on the self-entailed objective of self-
awareness. The consequence of comparing self against perceived standards is a cognitive
aspect of intercultural communication competency. In intercultural contact sit@%, the
out-group objectively sets these standards, representing the new cult : g@ronmen‘t.
Such measures allow a person to make distinctions between in- oq?s, i.e., groups to
which one perceives to belong due to the fulfillment of percei 1teria, and out-groups,
i.e., groups seen as different due to the discrepancies in st&%ﬁrdsm.

Individuals build their self-identity through cow@%ve interactions with in- and out-

group members. Self-identity is a dynin@ncept and can be influenced through

knowledge gain, skills practice, a%' ivational changes. It is also intercultural

communication competency-rele@fhat governs the state of self-awareness: One is in

(0)
*

public self-awareness, whi Mes on publicly visible physical attributes and behaviors,
or in private self-:wg% ; which refers to emotions and memories one has. These
p

concepts are ¢ le to the notions of objective self-awareness and subjective self-
awarenesf%l?gersonal self-awareness influences motivation because of its clarifying and
in@g stimulus.

In consequence, behaviors (skills) are strongly affected by private self-awareness. In
comparison, public self-awareness is frequently the source of behavioral choices because
of the resulting evaluation by either the in-group or the out-group members. Due to its

regulating effect on knowledge, skill, motivation, and consequential perceptions of
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effectiveness and appropriateness, intercultural self-awareness is a fundamental building
block of intercultural communication competency!>.
5. Intercultural Knowledge: Knowledge is an integral part of building
intercultural communication competency. Knowledge components include mindfulness,
cognitive flexibility, and awareness of oneself and others. It takes more than just
experience to learn about our own cultures, identities, and communication sty%%etting
out of our comfort zones and attending to other people is integral to de .é$@g cultural
self-awareness and self-knowledge. Concerning the knowledge nec sa‘\ry for intercultural
S

N

competence, intercultural scholars concurred on the follov@ Itural self-awareness
(meaning how one’s culture has influenced one’s°id@%§ and worldview), culture-
specific knowledge (deep cultural knowledge iné%%lnderstanding other world views,
and sociolinguistic awareness) '°. . @

The central element agreed upon by ‘all ntercultural scholars was the significance of
understanding the world from @’ perspectives. For this reason, one might have
determined to interrelate i%t)her cultures or rely on scholarly sources like college
classes, books, o (@Qe taries. Learning another language is also an excellent
approach to lea\Kifl about the culture, for one could listen to the news or watch movies
in the na\%?guage, which can offer insights lost in translation'®!.

Le@@about oneself and others is a never-ending process that evolves and changes
with each new experience. As intercultural communication competence is developed,

mindfulness and cognitive complexity will assist. A state of mindfulness that encourages

more in-depth reflection on one's interpersonal interactions is one of self- and other-
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monitoring. Moreover, what is learned should be incorporated into communication
frameworks, and this requires cognitive flexibility.

Cognitive flexibility refers to continually supplementing and revising existing knowledge
to create fresh categories rather than forcing new knowledge into old categories'?.
Cognitive flexibility helps inhibit ones ability from becoming stale and avoids

establishing stereotypes, which could help avoid prejudging an encounter or @’ng to
conclusions. @QO

6. Relational Skills: These skills address the processing o.f kn I%dge which are;
observation, listening, evaluating, analyzing, interpreting, a \?ating. In particular, the
pace of global learning is moving so quickly. It become@%@rative for individuals to use

these essential skills to obtain and process ir%&m instead of relying solely on

knowledge. Skills of interpreting and relating, iftxolve interpreting symbols and events of
G o

163

other cultures and relating such interpret to one’s culture and experience'®. It points

up the significance for leamers@%cquire the skills of finding new knowledge and

0\

integrating it with knowleﬁi%)they already have. Skills of discovery and interaction
denote the ability @% rther understanding of a culture and cultural practices and

operate knowlei%e‘, titudes and skills in real-time communication and interaction.

Developﬁ%%s enhances the ability to empathize, accumulate cultural information,
lis%golve conflict, and manage anxiety'®*. Reading books can help lay the
groundwork for these skills, which can be applied to intercultural situations with previous
motivation and knowledge. Intercultural competence is not enhanced by contact alone;
more deliberate actions are required to take advantage of those encounters. Although

current research indicates that intercultural communication reduces prejudices, becoming
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interculturally competent is insufficient to avoid prejudice. Prejudice reduction is
facilitated by empathy and anxiety management skills. By reading numerous books,
articles, and manuals on the topic, these skills have acquired cultural knowledge,
improving the overall impact of intercultural contact!6>.

6. Motivations: Motivation has to do with emotional associations as they
communicate interculturally. Feelings which are one's reactions to thoughts and
experiences have to do with motivation. Intentions guide one's choices; a goal or plan
directs behavior. These two things play a part in motivation!'s, Motivation is the essence
of an individual’s desire to foster intercultural relationships that could be intrinsic or
extrinsic. This inherent motivation makes intercultural communication voluntary,
rewarding, and lifelong learning.

Motivation can also be extrinsic, the desire for intercultural communication to be driven
by an outside reward such as money, power and appreciation. While both types of
motivation could contribute to intercultural communication competency, context may
further enhance or impede a person’s motivation to converse across cultures'®’. The push
toward intercultural communication may be driven by survival in functioning effectively
in dominant contexts. While intrinsic motivation captures an ideological perspective of
intercultural communication as worthwhile in its own right, many contexts could create
extrinsic motivation'6% 19,

7. Behavioral Appropriateness: A review of the various definitions of
communication competence conceptualizes communication competence as the ability to
demonstrate knowledge of the socially appropriate communicative behavior in a given

situation'’®, Appropriateness generally refers to the interactants' power to meet the
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situation's basic contextual requirements. These contextual requirements include the
verbal context, that is, making sense in terms of wording, statements, and the topic; the
relationship context, that is, the structuring, type and style of messages so that they are
consonant with the particular relationship at hand; and the environmental context, that is,
the consideration of constraints imposed on a statement made by the symbolic and
physical environments'”!. Q’)&{b
Communication functions include controlling, sharing feelings, info ; Q@tualizing,
and imagining. A competent communicator must know how to ac‘a%)%opriately to fulfill
these functions. This argues that appropriateness is the main {%\ion for conceptualizing
communication competence. It further extends the @gﬁing of appropriateness in
interaction as; say just enough--not too little or@h; do not say something false or
speak about something for which you lack @fte evidence, or relate your contribution
to the topic and situation; be clear a&i’fwt you are saying, and say it with dispatch.
This is summarized in the four el@(hl‘ts of appropriateness: Quantity, quality, relevancy,
and manner of message-se %ﬁinteractionm.

Competence is a ocess that translates one's cognitive, linguistic, and social
abilities into apgropriate strategies in interpersonal interaction. Competence is the ability
to draw (‘)%@Qscapabilities and social knowledge and combine them for lines of action
or in functionally appropriate ways. In summation, appropriateness should be
considered when one conceptualizes communication competence, and the fundamental
criteria of appropriateness are that the interactants perceive that they understand the
content of the encounter and have not had their norms and rules violated too

extensively!”s.
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8. Intercultural Effectiveness: Effectiveness is a term often used with the competence
concept. Intercultural effectiveness is living and working effectively in any assignment in
an intercultural environment. Effectiveness consists of at least three central
areas: professional expertise, interaction and adaptation; thus, effectiveness is greatly
influenced by organizational and environmental issues'’®. An interculturally influential
person has three main attributes: which are the capability to communicate wit&)@ple in
such a way as to earn respect and trust, thereby boosting a cooperativ .ﬁsﬁroductive
working environment conducive to the achievements of professionla%r'\ assignment goals;
the capacity to adapt their proficient skills (in technical @anagerial) to fit local
conditions and constraints; and the ability to adjust irr@yo to be content and generally
at ease in the host culture. The profile contain%e'%ssential skills or qualities of the
interculturally influential person who %%s the following necessary skills and
qualities: Adaptation skills; Organiz&'ii skills; Attitude of Modesty and Respect;
Relationship-building; Underst@g of the concept of Culture; Intercultural
Communication; Knowled e%\fﬁe host Country and Culture; Self-knowledge; Personal
and Professional C @175.
(P

Historically, three approaches have been used to deal with intercultural communication
effectiveness. The first approach focuses on characteristics of intercultural
communication effectiveness; this approach mainly deals with the sojourner's personality,
worldview, and cultural awareness. The second approach emphasizes observation of the

sojourner's behavior; this approach specifically emphasizes the behaviors of interactants.

However, a third approach explores intercultural communication effectiveness by
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studying the sojourner's characteristics and behaviors'’®. This integrative approach could
lead to a better understanding of intercultural communication effectiveness.

9. Contextual Relationships: Any behavior or ability may be judged competent in
one context and incompetent in another. However, the context concerned will be
analyzed at three hierarchically interdependent systemic levels: the individual, the
episodic, and the relational. Contextual relationship influences i%&lral
communication and the necessary adjustments in any intercultural con.x level. It
expresses three contextual facets that are taken into confidegtio’r»l: the frequency,
importance, and nature of the relationships with rnern%\‘\eﬁL foreign cultures'”’.
Frequency is the degree of regular interaction, whi Ql‘\)nportance is described as

relationships that range from trivial to very ir@ The interaction nature caries a

variety of elements, such as interactiin\@} (face-to-face), formality (formal vs.

informal), and directionality (one-w%'

~two-way). Contextual relationships occur in
interdependent, purposeful inte@ns; it offers and receives social support in
informational, emotional, n?éﬁgible forms, giving an impression of communicative
competence in inte %d maintaining group harmony'”®.

10.  Intercultural” Affinity: Intercultural affinity is interpreted as an emotional
dispositi(‘)%vgards one’s home culture and one or more foreign culture(s). It has been
id@@as a potential obstruction to intercultural communication competence. It adds
that social categorization of strangers facilitates the minimization of negative emotions,
such as uncertainty, anxiety, and resulting approach-avoidance!”. A cheerful affective

disposition facilitates the perception of intercultural communication competence. Since a

negative affinity for one’s home culture might limit the impression of competence in

61



intercultural communicative exchanges!'®’.

Mutual disclosure is expected in most
interpersonal interactions and is part of uncertainty management strategies'®!. A negative
affinity towards the home culture might limit or even prohibit mutual disclosure,
increasing uncertainty and anxiety in communicative partners. Consequently, home
culture and foreign culture affinity summarized in intercultural affinity are essential
components of intercultural communication competence'®?. Q’)&{b
2.1.6. Principles of Effective Leadership in Organizational Commun .thQ

Communication has a significant impact on companies and 4other organizations.

. ‘%w

Effective communication with managers encourages empl’{%x to stay engaged and
perform their tasks. Good communication involves%;@z-ﬂrepared plan'®, A leader's
communication must match his actions and sho@&vo-way communication. Sharing

of bad news must be effectively done fi -\@fe to reduce its direct impact. The root

ce\-
cause of many problems is the i% and untimely sharing of information or
communication. Effective comn@étion management is a principal leadership skill.
Here are some communica 'on\“pfﬁlciples for effective leadership in an organization!:

The leader must i:@@cient self-confidence when communicating with others.
Ensures followers believe leaders' statements, as a lack of confidence when speaking can
make teef%gmbers uncomfortable and unenthusiastic about their work. Trust helps a
tea@ together to achieve desired goals. True leaders always communicate the rules
clearly to the team. They must follow those rules as individuals as they are expected to be

followed by others and speak indirectly to the group about the ability to do what

is expected of others by setting example!®3.

62



The leader must be energetic and self-motivated while communicating. No team member
would relate as expected if the leader is doubtful, negative or disconnected. Only highly
enthusiastic and self-motivated leaders are considered influential leaders because they
have vast potential to motivate and raise the team's morale. Good leaders must
be consistent and trustworthy in their communication. There must be value, grace, and
regularity when interacting with the team, but it can also modify accor%&\o the
listeners. They must upgrade their personality as trustworthy communi y develop
trustworthiness among the group and various business channelss A quick change in
; \fﬂw

attitude is not considered as leaders beat quality'®. %\

The leader must always be easy to approach without'aﬂﬂgﬁ'riers if the group members
are left with doubt about the information shared@% the communication process. The
leader should be readily available to the tea@l other channels. Inaccessibility makes a
leader unsuccessful and incompeter%\igffective leader must have a straightforward
thought process. There must be c@‘ in opting for communication techniques, channels
and approaches by keepi% %n mind the intellectual level and understanding of the

listeners. The leadi%@

them into moh&s ightforward forms to make his team understand and perform

exceptioﬁ%wellm.

C@Qcation by leaders must be clear and brief and should value the thoughts, ideas

competent in managing multifaceted things and converting

and feelings of others. Effective leadership must admire all cultures, knowledge,
education, moral values, demographics and communication inclinations. It is a must for a
leader to establish a transparent system of communication. There should be no space for

any grapevine to develop. Unless very confidential, there will be no secret between the
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leader and the team. A leader should be very focused and stable while communicating
with the team because, during difficult situations, team members depend on the leader's
effective communication to get stability and solutions!'3®,

Firm leaders should be comprehensive when in touch and must try to overcome
differences positively and practically. The leader must emphasize effective listening
rather than entirely focusing on effective speaking because to hear pati%w\ls as
significant as effectively. A great leader must always concentrate on co N ting with
teams rather than simply sharing information because com iC.%ltIOIl can inspire
opinions, approaches, and activities, whereas information me %ormlgg.

The leader's utmost importance should be to commul;iﬂ\s&g‘{vithout fear; share without
keeping in mind the fear of making blunders orferrors: If a leader makes mistakes, they
should be admitted openly to gain the tru'st\@srespect of the team members. A leader
must be sure while sending message%ie)eam because a wrong message may result in
conflict and differences in o ini%(.b'he message should be clear, precise and properly
written. A leader must COR&M openly and welcome suggestions and ideas for style

improvement and QZ@

hinders learningcand™decrease appreciative tendencies, which may lead to many problems

Iearning. A leader must swap ego with understanding, as ego

among té&%&mbers. A leader must be aware of what is speaking to the teammates and
m@gct a message without any ambiguity with full knowledge of the subject to
discuss to avoid confusion!®.

The effective leader develops an art of interacting with individual team members as if
they are in groups, though not present during the discussion. The leader addresses the

group so that it seems to talk to all individuals solely. A leader must be skillful in
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narrating stories and using anecdotes while communicating; this aids in instigating
understanding and behaviors of associated groups. A good leader repeats messages
several times until the group's last member understands the meaning'®!.

This repeating of message or information during communication helps to increase
productivity as each one becomes able to understand the idea or concept. A leader must
be up-to-date with using all communication technologies and channels like %&)-face
meetings, video conferences, telephone conferences, emails, etc., to kee .'ﬁsg h with all
his teammates for motivation from time to time. An effectiv&le%der must always
encourage a feedback system to improve the workplace envi@&nt. Feedback will help
to overcome shortcomings and to rectify any errors'®2» QQ

2.1.7. Overview of Global Diversity Managem‘@n&[ulticultural Organization
Concept of Diversity . @

In academic scholarship, diversity~ha en interpreted in many ways as various
dimensions of personality, like g@t ethnicity, religion, age, sexuality, and disability,
which may be used to dis ng}{ characters or groups from each other. Diversity as a
concept and soluti @w labor market situation in the 20th century was brought in
anticipation of&in)crease in the demands on industrial workers, slowing population
growth a@lgh share of older people, women and people with disabilities in the labor
m@Q

Different scholars have well-defined diversity as the disparity of social and cultural
identities among individuals obtainable together in a definite employment or marketing

setting and also as the degree of heterogeneity among team members on specified

demographic dimensions with individual. Diversity theory aims to describe how such
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heterogeneity affects group processes and performance and the distribution of differences
among the associates of a unit'*4,

It was observed that the significant diversity factors are gender, age, race, color, ethnicity,
and physical ability, among others'*>. The broader definition of diversity may include age,
national origin, religion, disability, sexual orientation, values, ethnic culture, education,
language, lifestyle, beliefs, physical appearance and economic status!®®. 6&?&%
organization's characteristic features include ways of viewing the worl ,. Ng@s beliefs,

AN\

understandings, values, and unique information'”’. To this ey% %iversity involves
multifaceted viewpoints and cultures; diversity recognizes t @eop

e are extraordinary
and that everyone is different in various visible and°1}e\§%ible ways. Diversity is any
factor that distinguishes one individual from dnother; that is, by which two or more
individuals are dissimilar. Such differe c;:k\\‘% often found in their races, ethnicity,
socioeconomic, geographic, and din)c

/professional backgrounds. To succinctly

express this opinion, diversity @ms the heterogeneous nature of people due to

specific dimensions, espe@)nder, race, ethnicity, personality and culture'*.
.\

Dimensions of Di{;@

Understanding)({? imensions of diversity helps to determine the dimensions that
signiﬁcaﬁ%)%uence individual behavior in any organization. This makes the concept
im@@to policymakers, especially strategic managers of organizations; knowledge of
the significant dimensions and consequences of such dimensions enhances diversity
management. Four layers of dimension include personality, which includes an
individual's likes and dislikes, values, and beliefs. The internal extent has diversity

features beyond the person's control, which forms the core of many diversity efforts.
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External dimensions consist of those aspects of diversity under our control and
organizational dimensions, which focus on the corporate culture!®. While much attention
on diversity is focused on the internal dimensions, significant issues of preferential
treatment and opportunities for advancement or promotion are influenced by external
dimensions®®. Typology grouped diversity into primary and secondary orientations. Age,
race, ethnicity, gender, physical abilities/qualities, and sexual orientation co%&t(?the
primary orientation?!, . ‘\QO

In contrast, the second orientation is the secondary orientation of education, family status,

. &w

income, work background, religious beliefs, geographical 1®\n, military experience,
and relationship status. Scholars identified age, gender %@city, race, cultural heritage,

N

religion and sexual orientation as six dimeﬂ@f diversity. Irrespective of the

categorization, certain factors are pertinent @Variety accompanying employees from
various backgrounds to their resp ii«)rganizations; they include the individual's
personality, gender, race, age, eth@%, and religion®*2.

Benefits of Diversity

%:

Studies indicate t@% der discrimination, communication Dbarriers, ethnic
marginalizatiorh% ance to change, and age are significant challenges to diversity in
organiza@ﬁQ.Despite these challenges, there are conspicuous benefits that can make a
di annization yield a positive trade-off. This is what makes a diverse workforce
attractive in the contemporary global environment. The benefits of organization diversity
include rapid adaptability, availability of a greater variety of alternative techniques for

solving problems, in-service sourcing, and allocation of resources. Other benefits are a

more comprehensive service range, diverse skills/experiences, various languages and

67



cultural backgrounds and diverse viewpoints?*4

. The diverse assemblage of skills and
experiences, coupled with the variety of alternative techniques for solving problems,
leads to efficiency and effectiveness in the execution of organizational activities®.
Diversity Management in Organization

Diversity management is viewed as a set of organizational programs and practices aimed
at recruiting, retaining, and managing workers of different backgr%@& and
individualities and creating a culture where everybody is inversely en ' g@ perform
and achieve organizational objectives and individual de loRment. Diversity
management began in North America but has sluggishly tak@\ld in other regions and
countries of the world?%. Diversity operation refers® @gﬁmtary conduct designed to
produce fewer workers from colorful backgrounds into formal and informal
organizational structures through delibe@‘@?ms and programs.

Diversity management infers not onl{ato e groups that have been discerned against or

dissimilar from the dominant o@ileged groups. But the admixture of differences,

207
'\

parallels and pressures @C) among the rudiments of a pluralistic admixture
that diversity operation deals with the collaborative

Another scholar
admixture of alkwotKers, not just the recent additions to the organizational pool. In other
words, d’n%&y operation can produce a competitive advantage in areas like marketing,
prorking, and resource accession?®, Thus, diversity management isn't the sole
sphere of the human resource function in the association primarily aimed at compliance
with legal conditions. It's a systematic association-wide trouble grounded on the premise
that for associations to survive and thrive, there's an essential value in diversity?®”. Still,

it's necessary to note that careful exploration in a global environment suggests that
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diversity operation can have positive and negative consequences as well as no change at
each and that a different nuanced approach to the link between diversity operation and
organizational issues is in order?!°,

Managing Diversity in the Workforce

Some aspects of business operations and societal life, such as employee supervision,
group cohesion, as well as employee and customer service, are influenced by@w(blace
diversity. The diverse assemblage of skills and experiences in a .égﬁvorkforce
increases innovation, growth, and creativity, all contributing to bg%e%s competitiveness
in the global economy. Diversity management aims to cre @Ld maintain a positive
work environment that values the similarities and diffcre@@of individuals?!!.

It seeks to acquire the knowledge and dynamic A@%cessary for efficient and effective
management of such work environments D@Sty management enables an organization
to look beyond the complexities %g;érsity and value the differences in people
occasioned by variety to leverage@eneﬁts of the broadest possible range of views and
experiences associated wit %f))eciﬁcally, diversity management seeks to promote the
acceptance and res e@ uniqueness of individuals and the recognition of individual
differences owi g"{teir individuality in the dimensions of diversity?!2.

It is the‘%nition of these diverse differences in an environment through mutual
un@%ing and a deliberate and common resolve not just to tolerate one another but to
embrace and celebrate the rich and varied dimensions inherent in each individual. To this
end, diversity management seeks to capture the heterogeneity of groups or people and
explore the same for the benefit of the group and society. Given the expected benefits of

workforce diversity vis-a-vis the associated challenges, diversity management becomes
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crucial because it aims to minimize the obstacles while leveraging the benefits associated

213 This makes

with a diverse workforce to enhance efficiency and thus maximize profits
diversity management sacrosanct to the success of organizations with diverse workforces
Diversity Management across the Globe

The basic concept of diversity management accepts that the workforce consists of a
diverse population of people comprised of visible and non-visible difference%{@mding
factors such as sex, age, background, race, disability, personality and y 6@le, and is
founded on the premise that harnessing these differences will develop a productive

. !

environment in which every individual feels valued, where ’@D\t‘\fents are fully utilized
and in which organizational goals are met*!'4. Global ql&\&g‘?y management refers to the
planning, coordination and implementation of A%o management strategies, policies,
initiatives, training and development activi@at seek to accommodate diverse groups
of social and individual backgrounds) 'ngegts, beliefs, values, and the way they work in
organizations with international, @naﬁonal, global and transnational workforces and

operations?!3

0\

. In distinct %to an ethnocentric attitude to diversity, global diversity
idnces in cultural, legislative, economic, industrial, and other

i

management refle %'Qr
macro-level fac Qd formulates its strategy for understanding and treating diversity?'S.
Due to uﬁ%i?g globalization and its impact on the demographics of societies, markets,
an@%ers, it has become necessary for organizations, particularly Multinational
corporations (MNCs), to understand and manage the heterogeneity of the workforce?!”.
Against this backdrop, diversity management has become a framework to leverage the

diversity of a global workforce while seeking to maintain consistency throughout the

organization?!8, Diversity in a global context is essential to organizations and individuals
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because of its potential impact on knowledge transfer and innovation, motivation and
productivity, and overall organizational performance. A significant challenge in the
contemporary workplace is to create an inclusive culture that satisfies diverse demands
and expectations of workers as well as enables their entire contribution to achieve
organizational goals?!"’.

This topic is of great interest to global companies because they have to adapt&ﬁlew
reality of an increasingly diverse labor market while maintaining et '.@%l socially
responsible conduct; they also must create a competitive adv ta‘;%e by leveraging
diversity and enhancing corporate image. However, the main \a literature on diversity
sometimes imposes prescriptive and normative unders&@gs of what diversity is and
how it should be practiced, with relatively less a‘@%paid to cross-cultural values and

norms220,

2

Concept of Global Diversity %C-)\

Global diversity is about underst@% the differences within and between countries and
one's environment. Globa 'z%n) has made diversity an important issue in numerous
MNCs in recent n@%n particular, diversity is becoming a norm for impacting
organizational r\('g‘g, such as increased global knowledge, high performance, invention,
and hand‘%%mentm.

Th@ ure points toward two main issues associations face in managing diversity
encyclopedically. The first issue relates to a thorough knowledge of how each country
differs socially, somewhat, and politically. Organizations' alternate problem understands

the artistic diversity of workers and the top operation platoon®??. Studies suggested that

associations that develop creative capability and smooth grease collaboration and
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transition across workers and business units are likely to be more successful than those
that neglect these issues. It is noted that dealing with these issues in a global environment
requires intertwined trouble and collaboration from the elderly operation brigades??’.

Numerous associations prefer different groups because they frequently perform better
than homogenous brigades. For complex tasks, various groups are allowed to outperform
homogeneous bones. For case, Motorola beat its competition by producing %&M's
most influential, high-quality cellular phones, which multiple grou .mg%@ In other

.3

words, diversity enhances organizational inflexibility by encourag%ﬁthe establishment to
as™*. Indeed, different

challenge old hypotheticals and become more adaptable to n&@b
groups bring a wide range of corporate benefits, and t@%ﬂoups face numerous issues.
Initially, it's necessary to attract global team 1%’%th the pivotal chops to manage
artistic diversity similar to artistic skill, g}\ mindset, and artistic intelligence. This
issue has significant counter-accusati I&Jgarding choosing suitable campaigners and

initiating applicable training %@. Creative diversity makes performing work teams

(face-to-face and Viﬁual)ﬂ?el g because team members need to learn the value of
e

divergent perspect'q;@

In embracing HSQ? ty, some associations use the "melting-pot" approach, which is

cting to enhance group effectiveness®%.

grounded%upposing that individuals from different races and ethnicities automatically
wa@@similate. However, early 21st-century studies suggest that using the melting pot
approach is ineffective. Invariably, it was argued that poorly designed training programs
are counterproductive to promoting diversity in MNCs?2?6. Also, problems in transferring
diversity management practices are mainly due to a lack of legitimacy and relevance

within policies created in a country that may not be helpful in another country??’.
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Diversity Management across the World

This section explains contextual variances of diversity and provides examples from
different regions and countries. The concept of diversity management was created in the
United States and was later adopted by other industrialized countries in the West, such as
Canada, Australia, and the United Kingdom??. Generally associated with the
sociocultural and economic contexts of the West, the notion may be seen aﬁ?hewhat
incompatible in other geographical locations, such as Africa, Asia, g@ America.
This is due to differences in demography, national history, aﬂ%ﬁzﬁ aws, and other
factors??’. &%‘\\J

In the last two decades, the European Union (EU)* a&%ﬂcentrated full attention on
diversity through its equivalency and favorable d@%ograms. Across Europe, there's a

trend to strengthen legislation against dii&@ion as indicated by directives on equal

treatment of people irrespective 01%1' race and racial backgrounds. The United
Kingdom has substantial experie programs and laws seeking to integrate different
groups of emigrants into t e&nal community. Between 1993 and 2012, the foreign-
born population in h@% Kingdom further doubled from 3.8 million to around 7.7 a
million. In the a§€) period, the number of foreign citizens in the United Kingdom
increased‘%x nearly 2 million to 4.9 million. Two crucial aspects for successful
int% are access to employment (jobs) and good services (e.g., transport, casing)
without distinction. The United Kingdom is different, with ethnical nonages (4.6 million)
making up 8 of the external labor?*.

According to an estimate, 6% of the adult population in the United Kingdom is lesbian,

gay, or bisexual. There's also a growing participation of ladies among working people,
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estimated at around 51%. Due to constantly low birth rates and increased life, numerous
developed countries may need larger swells of emigrants indeed to sustain their current
rate of workers to retirees. At the same time, multiple developing countries are passing
unknown growth in youthful people?®*!.
The United Nations have established the International Fund for Cultural Diversity (IFCD)
to grease programs and strategies that cover and promote diversity in assoc%’@ and
institutions. Although similar sweats are made, developing countries .ﬁS@ffer from
inadequately designed artistic programs compared to Western cog&rig\s due to a lack of
political will and fiscal coffers?*2. Organizational programs ‘\ature are naturally told
by public culture and political testament, charactc;is@oy programs and laws of
citizenship, integration, and shared identity. In d1"0§, social difference canons similar
to gender and race and extensively parti i%&?eliefs, and artistic morals mandate the
social distinctions between individua&i'ﬂnis results in how inequality is organized in a
given society, which may also reﬁ%(hﬁ the plant?*3,
Diversity in BRICS (Bra 'l,l}\Xs)sian, India, China and South Africa)

™

The BRICS countr;’ s@

ally. These countries comprise 40% of the world's population,

t the fast-growing requests of countries anticipated to drive
future economies
fumishin‘& and services to roughly 2.8 billion consumers worldwide. Still, there are
s .@\ differences among the five regions in terms of how they achieve diversity. For
case, Chinese associations don't see diversity as an issue but more as avoiding conflicts
with other societies and countries?**. In discrepancy, Indian associations tend to be more
familiar with the notion and practices of diversity but feel to neglect the idea. In Russia,

21st century studies suggest a growing pressure on the government from bodies similar to
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civil society, ILO, and the United Nations, strengthening their legislation and furnishing
further protection to emigrants and other underprivileged groups. Still, the Russian
government has stated that no similar legislation is necessary because these groups are
formerly covered by public legislation®3>.

Brazil has been keen on introducing innovative approaches through affirmative action
(e.g., by offering social networks, job training programs, and additional SnJ%%V%from
management teams). Brazil uses affirmative action through its .bg@ystem in
employment?®, Similarly, the South African government has iq%r%ented affirmative
action for diverse racial groups. It is essential to note that of these policies have
been adopted in the United States 2*7. In China, many @g&ialized cities face a unique
challenge due to the diversity of local and migra%’)%ers. Previous reports have shown

N

rates among young migrant workers were

that discrimination is an issue in China's corporations, which has led to severe
consequences. For example, high 1;)
reported in a large manufactur@ant in Shenzhen (China). Eventually, the local

government had no optiAO%})to force companies to make drastic changes, which
'\
%

included offering ¢ n@%
1;

Implications ORQ

i. Broad’%& and Contested Space: For Multinational Corporations, the interest in

pay, relocations of the plants, and so on?%,

sity for Organizations

gl ersity is rapidly growing. Managers and research scholars have begun
introducing diversity into global management by focusing on gender, ethnicity, race,
culture, age, and other factors, as a source of strategic competitive advantage. In the early
21st century, diversity in a global context has witnessed a shift from the traditional equal

opportunities approach toward the modern notion of appreciating and recognizing
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everybody as different?®®. Diversity initiatives today entail interventions that cut across
gender, race and ethnicity, religion, age, sexual orientation, disability and other social
characteristics across continents and countries, going beyond domestic workplace settings.
Although efforts are made to encourage diversity, recent findings have shown that
discrimination exists (e.g., pay gaps and vertical and horizontal segregation)?*’. However,
without an integrated approach at multiple levels (macro-national, meso-or%gigonal
and micro-individual) organizations could find it challenging to e. %with and
effectively manage diversity fully?*!.
. "
In principle, managing diversity involves creating a teﬂ@ere all workers can
contribute to organizational pretensions and achieve p&t@ular growth. Organizations
must borrow transparent and governable approaﬁ%‘%diversity to achieve equivalency
and anti-discrimination. In the 21st cen ur@}re's a rapid-fire growth of associations
operating encyclopedically; there a%'sil) difficulties in terms of understanding and
policies to variety in the plantm.@e's a concern that directors and leaders responsible
for global diversity operati I%%/e little or no specific training in this area. As a result,
there may not be s f@%\erest in literacy and accommodating different artistic views
.

and traditions ofd 243,

sity
ii. Legisl%%esponse: In defining diversity, it's vital to understand the distinctions
bqual Employment Occasion (EEO), Affirmative Action (AA), and Diversity
Operation (DO). Confusion about defining the terms may beget severe challenges in
designing and enforcing diversity enterprise. Equal employment occasion substantially

furnishes individualities with indifferent treatment in associations when retaining, hiring,

training, and promoting individualities®**. The purpose of identical employment
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occasions is to ensure that workplaces are free from all forms of unlawful demarcation
and importunity and no bone is maltreated.

Affirmative action is also known as positive demarcation. Affirmative action is
concerned with creating inclusivity in the plant, and the objects are more specific than
similar employment occasion programs. Affirmative action aims to deal with systematic
demarcation deeply bedded in traditional employment programs and help ex@@plant
demarcation. Unlike equal employment occasions, affirmative ac i Q@:uses on
proportions or reservations for individualities groups from histo@l}y underprivileged
ethnical, faith or gender groups*”. Affirmative action pro go beyond identical
employment occasion as it requires associations to mrsbe&%‘e: with the law seriously and
correct any once discriminative practices tha@\ave passed; affirmative action
enterprises add figures of those groups d@ seen as a disproportionate nonage in

O

employment4S,

In the last two decades, tl@hches toward equal opportunities have gradually
i

evolved from affirmative t'(l? o the current diversity management approach. Diversity
management is ba d@premise that harnessing workplace differences will create a
productive env&i@n‘[ where everyone is valued and their talents are fully utilized to
achieve f%ganization's objectives. In contrast, top management teams that lead the
or@on are expected to manage diversity effectively and efficiently?*’. Diversity
management is not legally mandated, unlike equal employment opportunities and
affirmative action. Recent studies suggest that managing diversity can be seen as
developing a path toward creating opportunities such as introducing innovation, opening

248

new multicultural markets and building effective teams**®. Organizations that actively
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encourage diversity in the workplace often do it voluntarily rather than as a legal
requirement. Some scholars argue that diversity management has emerged as a strategic
approach to managing differences between individuals while encouraging positive
workplace relations and improving organizational performance in the face of
demographic shifts in society®*.

2.1.8. Healthy Multi-ethnic Church Management Q’}{b
Healthy Multi-ethnic Church . QO

The concept of a Multi-ethnic Church varies among differer:t SC la{s. There are five
different definitions from five multiethnic church experts. W@% 1ve definitions have
similarities, each description has subtle nuances a\}d\&erences. All agree that a
multiethnic church is a church where different &%&oups come together in a spirit of

N

unity to worship as one so that the casual er cannot simply label the Church as
ei\bélieve that for a church to be a multiethnic

black, white, Asian, or Hispanic. S

church, it should contain 20 perc%(bf different ethnic groups to qualify>°. Examples of

this would be a 20 perce&%fé and 80 percent black church or a church that is 20
'\

percent Hispanic, @

to multiethnic )¢hurfches in many respects, multicultural churches embrace categories

other thaﬁ%city.

Th@% is that many multiethnic churches are multicultural, and the definition of a

t“Asian, 20 percent black and 40 percent white. While similar

multiethnic church fits perfectly with the definition of a multicultural church. A
multiethnic church welcomes people of all ethnic, social, and other national origins as

equal, participating members and ministers in the Church's fellowship. It also exemplifies
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the attitude and practice of accepting people of all ethnic, social, and national origins as
church members?!.

Invariably, when a church possesses the attitude and practice of accepting people of all
ethnic, class and national origins, equally and fully participating members and ministers
in the fellowship of the Church and the manifestation of the attitude and practice which
involves people of diverse ethnic, social and national communities as merr%‘é\n the
Church has a touch of spiritual development, it is said to be a healthy ch X %hile there
is doubt that enjoying time with friends and social interactio.n ar. e§§ential in Church,
spiritual growth is critical; otherwise, the gathering is just K%\\af‘%cubm. Therefore, a
healthy multi-ethnic church follows a Win, Build and Sﬁg@paradigm, as advocated by
Christ in Matthew 4:19: “Come, follow me (W@&sus said, "and I will make you
(Build) fishers of men (Send)” Then, @shy multi-ethnic church advocates and
promotes evangelism of people acro% tures and intentionally disciples members to
grow strong in faith and be rele@nto ministry to repeat the cycle. A healthy multi-
ethnic church is relational ho}i*&c, and incarnational; each part of the Win, Build, and
Send model is @ engage in evangelism without making provision for
discipleship is %Qving birth and then leaving the baby in the dumpster.” Just as Jesus
released ‘%sciples into ministry (Matthew 10 and Luke 12), a healthy multi-ethnic
ch@gl also release member disciples into ministry?3?,

Biblical Basis for Healthy Multi-ethnic Church

It is worth noting that the Bible is not silent on the topic of a healthy multi-ethnic church.

While there are differences in the way multi-ethnic gathering operates in the Old and

79



New Testaments, without a doubt, God’s love and concern for all ethnos are seen. As the
scriptures are examined, patterns will begin to emerge from the texts?>.

Old Testament: While some may be inclined to believe that the Missio Dei (Mission of
God) in the Old Testament was exclusive to the Jews, they may not be mistaken.
Although it is accurate to say that, for the most part, the Missio Dei was carried out in a
centripetal manner, which was open to those outside of Israel>®. In t%&?‘[ext,
Centripetal refers to God's mission as being passive. It drew people ou ?dQSOsrael to a
central point (such as the tabernacle or the temple in Jerusalem), wl;$re certain events
influenced outsiders to come and seek God. The centripeta@e of the Missio Dei is

evident in several places in the Old Testament?. the supernatural plagues

devastated Egypt and the Jews left the country,ﬁ@% records that “many other people

went up with them...” (Exod. 12:38). In ml@?rds, possibly many Egyptians and non-

Jews participated in the exodus and beca part of the Jewish community?>’.

Studies in the Old Testament re\@hechanisms allowing foreigners to become part of
the Jewish faith, such as th s%d in 2 Chronicles 6:32-33. In addition, many examples
exist in which gro s@le and individuals were drawn to the Jewish faith due to the
centripetal nat&i‘(he Missio Dei. One such group example is Esther 8:17: In every
province‘%clty, wherever the pronouncement of the king went, there was joy and
glmong the Jews, with feasting and celebrating?>®. And several people of other
nationalities became Jews because fear of the Jews had seized them. Examples of
individuals who responded to the centripetal nature of the mission of God include
Naaman the Leper (2 Kings 5:15-19), Rahab (Josh. 6:25), and Ruth (Ruth 1:16).

Interestingly, two of these examples, Rahab and Ruth, who some may not have accepted
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during their lifetime due to their status as foreigners, became ancestors of Jesus (Matt.
1:5).

New Testament: While the Missio Dei in the Old Testament was centripetal and more
passive, the Mission of God in the New Testament is seen as centrifugal or active.
Centrifugal carries the connotation of people being sent out from a central point, crossing

A
nt 1s

boundaries to carry out the Missio Dei. The centrifugal nature of the New T%i

seen in the gospel of Mark: “He (Jesus) said to them, ‘Go into the entire ;_‘jb%@ﬂ preach

the good news to all creation” (Mark 16:15), and again in Iiukg%“a% repentance and
forgiveness of sins will be expounded in His Name to Gg\%fatlons, starting from
Jerusalem” (Luke 24:47). It is important to note that “aQ%?ons” refers to all ethnicities
or humankind. Throughout the New Testamev@% sent his disciples out, crossing
country, language, race, and culture bou 9\%‘. More than that, Jesus modeled this for
his disciples. For instance, in his er%li with the Samaritan woman (John 4), Jesus
crosses cultural, ethnic, gen(@%al, and religious boundaries to reach her with the
gospel 2,
ﬂw

Acts 2 records th a@i h of the New Testament Church on the day of Pentecost,
there were Go gffﬁg Jews from every nation under heaven (Acts 2:5). Some of the
many dﬂ%l cultures that were represented are detailed in the following verses:
P@QMedes and Elamites; residents of Mesopotamia, Judea and Cappadocia, Pontus
and Asia, Phrygia and Pamphylia, Egypt and the parts of Libya near Cyrene; visitors
from Rome (both Jews and converts to Judaism); Cretans and Arabs (Acts 2:9-11). With

over 3000 people responding to Peter’s message and being baptized, many were probably

from cultural and ethnic backgrounds different from the disciples. Most of these new
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believers were probably Jews and converts to Judaism (Acts 2:11), but the cultural
differences became evident in the Early Church’s growing pains®®,

One of the early Church's first internal crises had a cultural component at its roots. The
Grecian Jews complained against the Hebraic Jews, claiming that the Grecian widows
were neglected during the daily food distribution. Wisely, the disciples asked the body to
resolve this by appointing seven men to oversee the distribution. The only q@@cation
that disciples required of these men was that they were full of the .'ﬁg wisdom
(Acts 6:3). The seven selected men had Greek names, and one (Nicelas) was a convert to
Judaism. Most likely, these men were chosen from the Grec{@iv&s%l. Crossing ethnic
and cultural barriers did not seem to be much of a pro@@or the Early Church as long
as the people they reached were Jews. Philip’s‘% ter with the Ethiopian official in
Acts 8 did not seem to bother anyone in &@y Church as much as Peter’s encounter

with Cornelius did (Acts 10). It tooK\supesnatural intervention for the disciples to begin

to see that when Jesus said, go to Qibhnos, he meant everyone--even the Gentiles.

0\

The Lord intervened in @rsion of Cornelius and his household. First, an angel
appears to Comeliﬁ;@c ng him to send men to bring Peter to him. The next day the

Lord gives Peta\t' ¢ visions to prepare his heart for what is about to come. After the
visions, ﬂ%n sent by Cornelius arrive, and Peter receives another word from the Lord,
ins@% him to follow the men that Cornelius had sent. After arriving at Cornelius’s
house (Acts 10: 28), Peter reminds those assembled that it was against the Jewish law for
him to be there, but God had shown him that he should not call any man impure or

unclean?2. Then, as Peter was sharing the gospel with those who had been gathered, a
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fantastic thing happened: The Holy Spirit came upon all who heard the message (Acts
10:44). As a result, Peter took the unusual step of baptizing the new Gentile believers.
Apostle Paul began to make inroads into Gentile territory, and a deliberate effort was
made to reach all ethnos, regardless of whether they were Jew or Gentile. Indeed, many
letters written to these multicultural congregations reinforced the idea that the new
believers did not need to be circumcised or follow Jewish law. Not wanting %@ke the
new Gentile converts’ lives difficult, the Apostles sent instructions to th ; lievers in
the Church at Antioch: As an alternative, the leadership woulc} wri t%t em, instructing
them to abstain from food polluted by idols, from sexual i:{@fity, from the meat of
strangled animals and blood?%. In other words, they wg{@d the Gentiles into the body
of Christ and encouraged them to live holy livesQQ

One final example is the makeup of the bd@)in Antioch's Church, who was set apart
to serve in missions (Acts 13). Bar%go\)as from Cyprus (Acts 4:36), while Simeon,
called Niger, was likely from Af@tucius was from Cyrene, a Greek colony in North
Africa, while Manaen was h%s)ter brother of Herod Antipas, the same Herod who had
John the Baptist e e@lanaen was raised in the palace, was likely well educated,
and obviously Qg‘&e upper class of society?$*. Finally, there was Saul from Tarsus
(Acts 9:1'%%6 not surprising, considering his background, that Saul (also called Paul;
AQ. , who was raised in the Greek culture of Tarsus, was born a Roman citizen
(Acts 22:28) and was raised in the Jewish faith as the son of a Pharisee (Acts 23:6),
should be called as the Apostle to the Gentiles. Paul’s admonition to the Colossians
encouraged them that there is no Greek or Jew, circumcised or uncircumcised, barbarian,

Scythian, slave or free, but Christ is all and is in all (Col. 3:11-15).
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When comparing the multi-ethnic paradigm of the Church in Acts with the scene in
Heaven recorded in Revelation 7:9-10, the pattern becomes clear: After this, I beheld and
there before I was a countless multitude that no one could number, from every tribe,
nation, people and language, standing before the throne and in front of the Lamb. They
wore white robes and held palm branches in their hands. And they cried loudly:
"Salvation belongs to our God, who sits on the throne, and to the Lamb." Q’)&{b
Christian believers from every nation (ethnos) are gathered together, wo ' h\?\@ in unity.
It should be evident that “God accepts and receives all people.rega le'§s of social status,
the color of skin, level of education or nationality.” Equality&@us is the idea that the
twenty-first-century Christian Church should accept nﬂ@@nicityz“.

Characteristics of a Healthy Multi-ethnic Chd@Q

The main characteristic of any healthy c}@should be Bible-based; however, non-

G

biblical principles can reveal some essentiabideas; the foundation that defines the features

must be centered in the Bible T@re, a healthy church is a church that seeks to obey
the Great Commission an %)t Commandments in its setting; by being Scripturally
based, led by visi n@%ers, empowered by the Spirit, balanced in function, and
effective in its rgifl)zationm’m. A healthy church is a church that seeks to obey the
Great Ccﬂ%ﬂon and Great Commandments in its setting by being biblically based,
sp@ dynamic, mission-focused, servant-led, functionally balanced, and
characterized by excellence in all that it does?®. Invariably, a healthy multiethnic church

fulfills these entire concepts despite the church members’ cultural dispositions and

affiliations2%9-270,
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A framework of eight quality characteristics that were critical components of the life of
healthy and growing churches will be discussed. These become the features of a healthy
multiethnic church derived from the above definition. Three things can be said with a
high degree of certainty about this qualities?’!*’2. They are universally good qualities;
they can be transferred to any situation. Each has a positive relationship with any
church's quality and quantitative growth, not minding the cultural dispositior@@\mgle
factor leads to health and development in churches; it is the inte 1 %the eight
characteristics related to the healthy force principles®’3. The ch.aragt%riggics are as follows:
1. Empowering Leadership: This feature encourages { ders in the Church to
intentionally seek to identify, train and empower othg\&}&gential leaders, making them
responsible for people and ministries, rejoicin@he people when they do better.
Empowering leadership leads and empower@s irrespective of cultural dispositions to
lead others. The leadership explains%&tes and liberates through mentoring and on-
the-job training?’*. Leaders of @%y multi-ethnic churches consider it essential to
empower others, to equi@&o)rt, encourage and mentor individuals to become what

God wants them ti)@

leaders based ()Q r diverse cultural exposures. Empowering leaders rejoice in such

e‘of these individuals are led in a different direction than their

situation@all their hearts because they know that God has a unique calling for every
in@;@ﬁ :
2. Gift-based Ministry: This is a unique feature for serving the Kingdom of God
both within and outside the Church based on the individual’s gifts and skills. Gift-based
Ministry empowers individuals to identify their particular and unique God-given passions,

talents, talents and personality, enabling them to serve in a way that changes the world
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for the better. As they perform this way, people are fulfilled and flourish in their mission
and ministry within and outside the church community?’®. The church leadership helps
the members identify their gifts and find or create ministries that match them despite their
cultural dispositions. The Church encourages the individual to live in harmony with one’s
spiritual gifting to minister in the strength and the power of the Holy Spirit.

3. Passionate Spirituality: Passionate has its root in suffering and se@qﬁce,
understanding and bearing one another’s yoke. Intense spiritua it ?@ures the
preparedness to suffer for the sake of others. It is an authent.ic a&g?nuine spirituality
that hungers for God and has a vibrancy of faith?”’. Perso \*ve a living, infectious
personal relationship with Jesus Christ nurtured thro@%?ayer, worship and spiritual
disciplines, including sacrificial giving. Indivi&%&mifest the fruit of the Spirit in

every aspect of their lives as they ;‘)ié{\%;ﬁness and obedience without cultural

prejudice. The Church’s health and g%' oncern the degree to which faith is lived out

with commitment, passion and siasm among the members despite the ethnic

dispositions?’®, \)
%w

4. Effective Q;@ or Functional Structures: The structures exist to enable
the church to fu{c‘: n effectively and for the eight Essential Qualities to flourish in a
multi-eth‘ﬁ%ontext. The Church's ministries have explicit purposes, and members
un@% the Church’s mission. Effective Structures are flexible and adapt and change
as necessary to facilitate further growth?’”®. All the church structures serve the mission
and purpose of the Church. Whatever does not measure up to the requirement (e.g.,

demeaning leadership patterns, inconvenient worship service times, or programs that are

ineffective in reaching the envisioned audience) should be changed or laid to rest.
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Through this process of continual renewal, traditionalistic ruts will be avoided to a large
extent.

5. Inspiring Worship: Inspiring Worship is a display of quality rather than style. It
is the highest point of worship and so inspiring that people will want to bring along
people who do not have the Christian faith to experience it. Visitors of diverse cultural
backgrounds come to enjoy God’s experience, for inspiring worship helps p%g meet
with Jesus and provides space and opportunity for a mutual encounter it elf280.281,
Inspiring worship is transformative; people’s lives change f(:r t bg;[ter. The worship
service becomes an inspiring experience, breaking cultural @mces and barriers; this
aspect separates healthy and growing from non-growin@&hes.

6. Holistic Small Groups: A Small Groupé%‘% any small church group defined

by its size rather than its function. It incliid@e study groups, intercessory prayer and

departmental groups in the Church, % small group?®2. A Holistic Small Group in

any church features the follc{?&lities loving relationships, passionate spirituality;

effective structures; empowering leadership etc.; churches with multi-ethnic members can

'\
use their spirituali;%’% he reality of prayer whenever it functions group. Healthy

growing churches e developed a system of small groups where individual believers
can ﬁnd‘%?te community, practical help and intense spiritual interaction. In these
gr@%eople converse on biblical texts and listen to the leader’s interesting
explanations, applying biblical understandings to the participants' questions about
everyday life issues from different cultural perspectives.

7. Need-oriented Evangelism or Qutreach: Need-oriented evangelism could be

seen in people and Christian communities, filled with the Holy Spirit, meeting the real
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needs of the people in the congregation, especially the poor and isolated. This is a feature
that expresses the love of Christ for the people despite their cultural dispositions. Church
members can talk naturally about their faith and share it with others appropriately?®*. And
people possess opportunities to explore the Christian faith and make a Christian
commitment. At the same time, the church has transparent processes to help them along
with the stepping stones to and in discipleship. The secret lies in how the gosp%’@&ared

that answers the questions, and attends to the needs of non-believers,é@%@ cultures
'3

different from theirs.

8. Loving Relationships: The atmosphere of a 1 @ relationship is fun,
welcoming, and forgiving. It was demonstrated that ha gffurches had a lot of laughter
in them. The church is inclusive, accessible, av@%ming, reflecting the community.

We all begin our Christian faith with im@?ss, reflected in loving, affirming, and
p

encouraging relationships. The cont church in a multiethnic society sponsors
events enabling members of @n‘[ ethnic dispositions to spend time together,
organizes inter-ethnic pro ragl , and promotes generous doling out of complements
among different ctu@ his strongly correlates with the church's health and growth;
factors like these are”statistically much more significant than many of the methods that
several ré%%ave raised the status of growth principles of the church. Authentic love
b a church with much greater magnetic power than all the marketing efforts of
this world.

A culmination of the outlined characteristic features of a healthy multiethnic church

makes the congregation experience the following benefits as God’s presence is cultivated

and sensed in their interactions2®°.
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a. Divine Enablement: Divine enablement is the essence, the energy, the power
and the functioning of the Holy Spirit within the church, to the church, in the church, and
through the church. This is God’s sovereign role in building the kingdom and the church,
joyfully seeking and expecting the Holy Spirit’s working in and through the body of
Christ. It is God’s empowering man’s inability by His electing grace to open the minds
and hearts of the congregation to the truth of the Gospel, to bring the chur%*}?His

purpose while going through tremendous challenges, battles, ‘@@ purging,

processing, victories, glories and spiritual heights of attainment?®®.

b. Pastoral Leadership: This is the pastor leading the ¢ @z demonstrating the
calling, character, and competence to help the church°qet\bkg‘e its God-given purpose and
shared vision. The situation is that leaders are ﬂ@% to oversee the God-given flock
that is among them out of eagerness and @of obligation, as God would have them,
not for shameful gain, not presiding %i)se under your supervision but serving as role
models for the flock (1 Peter 5:2@% ensures that the congregation is adequately cared
for, provides an explicit ¢ tez;t in which believers are to serve others and helps leaders
to identify those fi w@%\ey are accountable before God. Pastoral leadership creates
an accountabili ;igngement in which unrepentant believers can be cared for biblically

%g%@?

c. Christ-exalting Worship: Christ is magnified in providing worship
experiences that engross the whole person and lead the congregation into God’s

empowering presence. In this worship, it is acclaimed that God, the Creator of heaven
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and earth, is the One that is worthy of our worship. A worship time for true believers to
worship the Father in spirit and truth (Jon4:23), worship that makes members maintain
orderliness in bringing genuine fellowship between fellow believers in the church and the
heavenly father. This worship is characterized by leading the Holy Spirit in an
atmosphere of freedom in compliance with the agreed order of worship?%3.

d. Effective Evangelism: The church embraces its Great Commission &b
responsibility by multiplying passionate followers of Jesus Christ an‘(%t hurches.

d’st e

Jesus had charged the disciples thus: “Go ye therefore and expg% Gospel to all

nations...” (Matthew 28:18- 20). The church leads the &%&regation to go about
preaching, impacting the people of their generation® @%1 the messages of God by
organizing personal and collective evangelism,%’%ed revival, personal engagement
in counseling and follow-up of the new C@SS. The disciples are still on the move,
going about doing his bidding and w4i irgdr his second coming?®.

e. Compassionate Ministri%.(bﬁe church actively expresses the love of Christ

through generosity and se‘%hbo) those in need. The church is leading the congregation
'\

not only to proclai()@'%t

ist to humankind by caring and bearing with one another and

words but backed up with actions, practically expressing

the mission ofi C

sacriﬁci@’s comfort for the sake of others. God did not only provide salvation for
m@ﬂe also provided a covering for man’s nakedness. Therefore, the church is
raising people with large and teachable hearts, who are hospitable, accommodating,
humble, loving, trustworthy, readily adaptable and sensitive to the Holy Spirit to reach
the neglected individuals in our community, such as physically challenged, destitute,

high-class prostitutes, drug addicts, psychopathic, prison inmates and ex-inmates, widows,
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widowers, waiting for couples, singles, fatherless and motherless, jobless, applicants,
admission seekers with the ministry of compassion®®,

f. Loving Community: It is incumbent on the church to practice genuine care
for every member, embrace new members and value their inclusion in the fellowship.
God’s family in the community can manifest His love in action, rendering it visible to
people searching. God humbled Himself and came into the human race, undeé@(bsour

needs, brings the lonely into families, bridges the distances betw;.:@@ple with

divergent perspectives and builds a worldwide fellowship of beliey rsb3 e church is led
to express God’s love in giving and practicing service. St@e good of the other,

loves one another, forebears one another, forgives ong‘{Agﬂer, edifies one another and

prefers one another®®!. @

g. Maturing Faith: The church nurti?{@situal maturity that shapes biblical

beliefs and transforms behaviors CO\%' with a holy life. The congregation is led to
recognize the difference between@ht and wrong, then does what is right, not easily

swayed by false teaching,ﬁg}\{lded in God’s Word, and quickly recognizes falsehood.
'\

Also, rooted in loi,)@

believers, men\@ serving the church, finding their place in mutual service and

ifig our words and actions flowing from love for our fellow

encouragﬂ%ﬂ. Church members living with an eternal perspective purposefully strive
fogual spiritual growth, reflecting God’s character to the world to reflect the
personality of Jesus to a watching world**2.

h. Personal Ministry: The church equips its members to discover, develop, and
expect to use their gifts for fruitful ministry. Gifts are given to all of God's people to

carry out personal ministry: The church leadership takes the lead in training and directing
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the church members into active service. To prepare God's people for ministry tasks and
build up the body of Christ, He appointed some to serve as apostles, prophets, evangelists,
pastors, and teachers (Ephs. 4:11-12)?%. The church leaders are not the only ones doing
the work of service or ministry. Ministry gifts are given to the church to prepare every
member to do the ministry and to render service to the Lord, the church, and the world on
a personal basis as the need arises. &b
i. Leadership Development: The church identifies, trains, and em y %

persons called to and gifted for servant leadership. The lefldeﬁdpwtakes the church
through the capacity expansion of individuals to perfo@bﬁdership roles within
organizations. The leadership facilitates the executiothJ an organization's strategy
through building alignment, winning mindshar&%’%owing the capabilities of others.
The church emphasizes promoting self-a%%fss, mastering management skills and

transferring these skills to the chuﬁ&' e church takes a proactive and systematic

approach to leadership developm%(% produce more leadership talent. The intensity and

quality of the leadership d‘e%%l}gent interventions characterize a best practice?*.
'\

i God-hono&;}@

provides oppo%n es for generosity. Stewardship encompasses everything, affecting

dship: The church teaches biblical stewardship and

every asfa%( ife, including individual time, talent, and wealth. Stewardship uses God's
girtunities, interests, skills, employment, family, talents, spiritual gifts, land,
money, and so on responsibly to glorify Him. It requires a fundamental commitment on
the part of every member for personal presentation to God as His servants, with no
conditions attached?*®. The leader encourages each member to administer personal affairs

and possessions like God's. The congregation's lifestyle pattern is shaped by the decision
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that God is the Lord of my life. Faithful stewardship mirrors this exchange in a lifestyle
well-ordered by the lordship of Christ over all. Individuals are free to give without
expecting anything because our desires are fully met in Christ.
k. Missionary Spirit: The church replicates itself by reaching into its

community and world as compassionate, culturally responsive, disciple-making
ambassadors of Jesus Christ. The church creates an intense missionary yearni%g%m the
heart of God that drives members to look toward the outer margins to ¢ ples who
had not yet been able to encounter Christ**®. The commitmen‘E to gagh the Gospel was
not satisfied by reaching just the populations within the chur’{%%mmunity but needed to
go beyond boundaries and get other people; a reality'stﬂk%ﬂhout fixed structure and so
free to come and go, to move outwards to a t@neeting the most immediate and
urgent needs. . @

. Vision-focused Systems:\The=primary objective of the church's various

ministries is to realize its ViSiO%%GSG ministries collaborate on this goal. Through
spiritual disciplines, the ¢ rc}e)adership seeks to understand God's heart by observing
human needs that e@%utions. The leader's heart begins to flutter with a vision in
response to thanz)nd, inviting others to participate in searching and observing. The
leader en‘%que members in conversation about the concept developing in their minds,
ca@?the passion and focus of the expressed vision through words or images?”’. The
leadership guides the formation of strategies to reach the idea and continues
communicating the vision to align the people and resources for accomplishing the vision.

Management of Healthy Multi-ethnic Church
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All organizations (including churches) are purposive entities that achieve their objectives
with limited resources. Management integrates scarce resources in a productive
relationship to achieve the organizational goals with optimum efficiency and
effectiveness®®®. Management theories and principles possess universal application in
organized and purposive activity, though the application may differ from organization to
organization?*>3%, This implies that churches need to be educated on manage%gt\(gues
and apply these principles in church management to achieve mi@%tivenes&
irrespective of the nature of the congregation. i -

Management is vital to the church in three aspects: First %)\Sa‘lls church leaders to
organize the institution to achieve its vision, focusing e‘nlg%%quately utilizing resources.
Second, church leadership does not provide min@%a vacuum but within the context
of persons, as such ministry is not about\\&%srogram but about people’”!. However,
individual church members have stre&ggl{veaknesses, gifts and desires, which require
the church leadership to have @é management skills to serve the people more
efficiently?®2. Third, the ¢ rc& as a mission and vision, which cannot be accomplished
apart from the co d@’% ffort of people. Materials must be obtained, support lines
must be establ ggnd protected, individuals must be selected, and training must be
providedf%bgof these activities is at the heart of strong and sound management. They
re@% application of management functions critical for ministry operation; otherwise,
the church is compromised and negated®®.

The establishment of churches is solely a place of worship and delivery of spiritual

guidance and nourishment; the governance and management structures are typically

developed within the specific church context and rely on laws enforced within these same
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contexts. Therefore, the compositions of governance and management vary widely from

one church to another across the globe. However, the author explains managerial

functions within the church organization for the healthy management of the congregation

as follows3%:

ii.

iii.

1v.

V.

3.

They oversee the ministry's operations and management of the church’s resources
to ensure their sustainable, effective and efficient usage. This n@clude
ministry budgeting, capital expenditures, legal compliances an '§1$@1agement

'3

within the church operations. ‘%
he efficiency and

Set measurable and appraisable strategies to det

effectiveness of its growth. The highlight 'of&&g)essen‘ual requirements for

effective church management includes th{«og%nngs305
Developing a growth and der @S plan and strategy, which entails setting

goals,

Engaging in produ tlv@getmg processes,
Managing perfo n&g

Managi @s and legal
Rlsl%fggement

l‘%hurch properly conducts its activities to ensure accountability and

@tainability, which translates to performance and growth.

The church structures it’s planning and develops strategies considering its vision,
mission and values. The individuals within the management of the church must
subscribe to the church's mission, vision and values to have a straightforward

means of executing the mandate3%.
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5. The church as an organization is made up of numerous departments, including the
adults, the youth as well as the kids of different ethnic dispositions who have
concurrent plans of growth and development that must be kept in check to ensure
their viability and sustainability in terms of the ultimate church plans and
objectives’?’.

Church structure and leadership are essential to ensure its continued health %&}owth;
the ability of any church to objectively manage the human resources a o ithin its
reach becomes the force factor for healthy growth’%., Meanw: ﬂ% four significant
behaviors shape the ministry of a multiethnic church that s’{@g‘}%e attended to by the
church management, are they are; . '\QQ

a. Segregation Management QQ

The multiethnic biblical church was ab c@?nage and counteract segregation. The
contemporary churches are located i%idiethnic society, which is God’s desire for the
church to embrace the multiethni ersity of her context. The inability to manage it is
dissonant with the new %&i in the church, the eternal perspective that transcends

national identitiesql‘i&

embrace count%u ral diversity; he prepares the church to counteract the human

ractice of hospitality’®”. The church should be ready to

tendencié%t can bring fragmentation: regionalism, ethnocentrism, stereotyping,
pr@gxenophobia, discrimination and segregation, thus keeping the church healthy.
b. Cultivation of Inclusion Identity

The multiethnic biblical church also managed the cultivation of the identity of inclusion.
Inclusion is countercultural, and the contemporary church has to proactively prepare the

ground and plant the seed of inclusion in people's hearts. The church management should
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provide theological instruction to help Christians embrace their identity of inclusion, live
with an eternal perspective, and practice hospitality?!. A multiethnic church will benefit
from intentionally training the members to engage in this theological reflection and
practice. The management of identity of inclusion to counteract the underlying beliefs
that feed on segregation to be a healthy multiethnic congregation that loves the stranger.
The church's equipping to counteract segregation must be done preventively a@grbcctly.
c. Implementation of Multilingual Platform . ‘\QO
The multiethnic biblical church was able to implement arid na‘%e a multilingual
platform. The previous biblical analysis revealed that the Ne@mament's social context
was multiethnic and multilingual. The early church d&&%t attempt to assimilate all
languages into one, but the church embraced m@%ﬂism. Contemporary churches in
a multi-ethnic society need to implement a @Snanaged multilingual platform that will
incorporate all languages in the c%igﬁtion into one®!''. Despite the predominant
language of the church's locati fbélating with a bilingual approach is appropriate.
Adopting a multilingual plﬁt(%)will expand her engaging capacity for ministry impact

and healthy growt&f)@

d. Formulatiofiof Multiethnic and Culturally Intelligent Leadership Team

ch is in a multilingual society.

There is‘%@d for the church to form a well-managed multiethnic and culturally
in@g leadership team. The church began a group of multiethnic leaders who
understood the culture of the community when Jerusalem faced ethnic tension. There is a
need for contemporary churches to establish and manage a competent leadership team
with a multiethnic and cultural disposition to run the church's affairs3!2. It reveals the

value of a church’s leadership team that embodies and understands cultural diversity and
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embraces ethnic and linguistic diversity. The church will benefit from having a leadership
team that can engage effectively with that diversity.

In summary, the rationale of a healthy multiethnic church is based on a ministry
philosophy that is consonant with the new humanity in Christ, the heavenly citizenship,
and the practice of hospitality informed by Christ Jesus. As a result, when a church is
located in a multiethnic and multilingual society, the management of the %{}h will
benefit from developing a ministry framework that includes; countera f&regatlon,
cultivating an identity of inclusion, implementing a multilingu.al %O{m, and forming a

multiethnic and culturally intelligent leadership team?'3. @

2.1.9. Influence of Intercultural Communication COI@%N!C on Healthy Multi-
ethnic Community Management

Globalization, increasing migration, the de pment of transportation systems, and
advancement of information technol 1es %natlonal employment, study exchange
programs, interdependent economlgsod%elgn travel, political alliances, religious alliance
and affiliations, as well as g l cace threats, are bringing together people of different
cultures and religions ® n unprecedented regularity and urgency'*. Today, as the
world is becomln Qba community, intercultural interactions are becoming a natural
and necess ess Communication with people of different cultures is an everyday
activity@ e classroom, religious gatherings, healthcare, or politics. Intercultural
co@nication is a captivating area of study within organizational communication.

This term refers to various communication issues within an organization between
individuals of different religious, social, ethnic, and educational backgrounds. All these
people bring unique experiences and values to any congregation or religious organization,

characteristic of the culture they grew up in and are now operating. Intercultural
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communication is an essential requirement in the critical efforts to ensure world peace
and stability and improve relationships between countries, ensure resource sustainability,
promote values like tolerance and diversity, and manage a healthy multi-ethnic
congregation?!s.

In the religious and business world, it is undoubtedly agreed that the essential element in
effective intercultural communication is language: Language issues are b%%:ng a
significant source of conflict and inefficiency in the increasingly .aggrorkforce
throughout the world?!6. The ability to speak is universal, butll&%gglage is culturally
determined, for culture and language are thought to be str connected. Interacting
successfully among different cultures despite the as@%ed challenges demonstrates
competence. Therefore, intercultural commun@ompetency refers to the active
contribute to effective intercultural

18\

is a communal behavior appropriate and

possession by individuals of qualit':

communication. “Intercultural compete

effective in any context?!”", Thus@'can recognize their cultural norms, understand the

other person’s unique p@, and adjust and adapt behaviors to maximize care
'\

effectively?'3. Q’Q
G

People of goodxc al proficiency are indicated during communication based on self-
awarenesf%tigtude, listening and speaking skills, and empathy. Hence, they can
co@ate with people in a way that earns their respect and trust. Cultural competence
comprises four elements; awareness of one's cultural worldview, cross-cultural skills,
knowledge of different cultural practices and worldviews, and attitude toward cultural
differences. Therefore, such individuals are very much aware of their culture, personal

philosophy and communication styles, making them conscious of every physical and

99



human setting to ensure effective communication®!®. Cultural competence is substantial in
interpersonal and intercultural communication for the following reasons.

1. Understanding Communication SKkills

Intercultural communication competence helps individuals understand personal skills of
communication and appreciate that of others. This enables individuals to have effective

communication in argumentative and non-argumentative contexts. Q‘%};cbctive
communication relies on conveying emotion, pain, and ambiguity tht , propriate
language. Every day, there is a greater chance that you will intera&vi;[h people who are
not like you in age, physical ability, gender, ethnicity, clas&%ﬁgion, or nationality32°,
Such relationships help an individual learn about 't‘g\ 1d, break stereotypes, and

acquire new skills ranging from greetings, danc@ politics, sports etc. A competent

‘@srences in symbols, heroes and rituals

N

intercultural communicator can detect i
ause those aspects are reflected in practices

between his culture and another culture

and what the individuals do. Mis@‘mnication resulting from such differences between

cultures can be avoided r@; quickly because the differences can be observed. It is
'\

more beneficial t: @

communicationxbetWeen cultures rather than being entirely separate and static. This

the dynamic and interconnected when thinking about

indicates‘%# being a competent intercultural communicator is necessary for
un@%ing communication skills*?!,

2. Understanding Variations in Language Use

Intercultural communication competence helps to understand cultural variations in
language use. Intercultural competent communicators sometimes use idioms, ambiguities,

expressions, and non-verbal codes during communication to know that the meaning of
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some expressions and phrases in certain cultures differ; hence, they can tolerate all
communication tools. Interculturally competent communicators are very attentive to
suitability. Fitness is the ability to communicate socially in a sensitive way with someone
so as not to break or break rules that would lead to insults, threats or rudeness3?2.

Certain behaviors and ways of communicating are adequate in the cultural norms and
regulations. Therefore, competent intercultural communicators always cox%@\obtheir

listeners' standards, rules and expectations and how an accumulatio§ \g@ional or
ividual personality

subcultural culture and culture, organizational culture and J%“

determines them. Interculturally competent communicator%\e a vested interest in

upholding the rules of social behavior because they reaikgowever vaguely, that their
ability to pursue their own goals depends Or@edom of others to follow their

purposes. Therefore, personal control ii 'n;){@s)ften an ally of social fitness than its

enemy. In maintaining social condu% is”pivotal for communicators to appreciate the

linguistic background so that Q@al tongue dominates that of the other®?3.

%w
R
3. Claritxg\'Presenting Information
Intercultur mmunication competency helps one to state information clearly and
pry. It is believed that a competent intercultural communicator would be ready to
adjust their listening level of understanding without demeaning the person with whom to
communicate. Such a person speaks more slowly in small chunks and efficiently directs
listeners to crucial words. Effectiveness is the ability to achieve your goals through the

communication process. In particular, such a person can maximize their potential to
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achieve their goal by selecting strategies that will enable them to succeed through
interaction. Effective strategy selection is crucial for clear communication in cross-
cultural contexts between competent cross-cultural communicators.

One researcher argues that strategic competence involves a person's ability to select a
persuasive message that allows the other party to infer the intended meaning.

Intercultural communication skills increase sending and receiving skills éz\make
s

communication between people of different linguistic and cultug%‘ unds a
constructive as possible’?*. With broader experience, the czg%aél attention one
demonstrates through the skill will foster cross-cultural co@ﬁlcation and encourage
new communication efforts. Interculturally compet&g) communication promotes
interpersonal relationships between people of 4@}%{ cultures; it improves people’s

knowledge and perception of each otia\‘@s motivation to engage in meaningful

interactions, and their ability to cc?& fcate in a manner deemed appropriate and
effective. Competency in intercul@irb‘communication enhances an individual’s clarity of
thought in the communicat'ql}))cesses”?
R
4. Knowl eq)%velopment
Intercultﬁ%gmpetent communicators could develop knowledge of other cultures and
th@@rstandings of illness, life and death, and their communication styles, hence
developing attitudes open to others and understanding them; this is the concept of
adaptation. For competent intercultural communicators, adaptation is critical in

communication and negotiations. Adaptation is often referred to as adapting to a new or

unfamiliar situation or environment. Cultural assimilation occurs when one accepts
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another culture’s customs or worldview. Language and cultural mistakes can be
avoided by increasing knowledge and understanding of other people and cultures.

The study of intercultural communication responds to this need by examining
communication and interactions between people from different cultures or subcultures.
The belief that people learn to communicate through culture is fundamental to cross-
cultural communication. For example, in the Nigerian context, a Yoruba, a%&}o or a
Hausa person learns to speak like other Yorubas, Igbos, or Hausas.. ’SgOndiVidual
behavior conveys meaning because it is understood and shared. I th%r words, people’s

communication, language patterns, style, and nonverbal %Xiors are all culturally

determined, so adaptation occurs when the need to tl&m%or act outside our cultural

context32°, @

Having a diverse behavioral repertoire aid @ésstanding when to utilize it, is the key to

adaptability in innovative conditions.‘éin ese values and assumptions are shared,
it is easy to take them for grant@d believe they are 'normal.' This way, people can

think that the way they %h})and the things they value are suitable for everyone.
'\

Cultures have it;@

because communicdtion is inter and intra. Intercultural communication competency offers

gic and are coherent; therefore, they are wvalid

the indiv‘m%\or potential communicator the opportunity to learn various lessons from

els@g It, therefore, translates into the construction and development of knowledge?®?’.
5. Enhances Dignity and Respect

Finally, dignity and respect are fundamental in every negotiation because everyone wants

to be well-treated. Intercultural competent communicators could demonstrate a positive

regard for each other and appreciate one another. Thus, skilled intercultural
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communicators are always concerned for their image and listeners’ image. This creates
mutual respect for both parties to ensure effective communication. It helps to understand
human reality as socially constructed as communication is facilitated between cultures. It
helps to understand that different groups have different values, communication methods,
customs, conventions, and assumptions. When sharing with someone from a different
culture, we can therefore expect cultural differences to influence us3?8. &b
Cultural differences start from our differing perceptions, which dé .@ how we
communicate with other cultures. We better understand how peop%p’?rceive the world,
their values and beliefs, what they say and the @elpated cross-cultural
misapprehensions. The more comprehensive an indiv@@ outlook, the more tolerant
and accommodating one becomes, promoting dignity and respect. The likelihood of close,
personal, and non-people interactions ﬁ@ndividual, be it age, physical ability,
gender, ethnicity, class, religion, race&idonality is increasing every day; it is informed
by competency in intercultural @unicaﬁon. Moreover, competency in intercultural
communication helps one 1 aMut the world, break stereotypes, acquire new skills and
W

.\
honor the dignity @@

mans irrespective of one’s socio-economic background??.

2.1.10. E%rs in Intercultural Communication Competence to Healthy multi-
@n ¢ Community

A&munication occurs in a culture; therefore, cultural differences are the primary
obstacle in intercultural communication. Different cultures are characterized by other
languages, values, behaviors and attitudes towards time, context, customs, distance, and
non-verbal signs3*% 33!, Every culture has rules and standards about behaviors so that no

one can learn a culture perfectly. All actions are bound to be wrong in some cultures or
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offend someone's view. Communication between cultures is likely less effective because
of the violation of cultural norms. People would never know if they are expected to
follow another culture's norms or behave according to their culture 332, There are many
communication barriers across cultures, preventing effective communication. There are
six barriers in intercultural communication: anxiety, assuming similarity as a substitute
for difference, ethnocentrism, stereotypes and prejudice, language and ég\v(berbal
misinterpretation®3* 334, These six barriers are discussed further. . ‘\QO

a. Anxiety: Anxiety is a feeling most people feel in a completely new and different

. !

environment. They could be nervous due to not knowing v@hey are expected to do
during the communication transaction. Since people @@measy, they might not be
focused on the communication process. As a@?common mistakes or appearing
awkward to others are likely to be maiﬁ@anxious. For example, when people of

different cultures gather for interactic?& e first time, most become incredibly nervous
about their speaking and h&r@%ﬁﬂs, leading to everyday accents or pronunciation
mistakes®.

'\
b. Assuming 1@ Instead of the Difference in Cultures: Assuming

similarity instea{'o ifference becomes a barrier when communicating across cultures.
People af%cgcted to think it is okay to behave the same way as in their culture in a new
CL@QIOWGVGI‘, this assumption makes people forget the essential differences.
Consequently, this could lead to miscommunication. Each culture is distinguished and
unique. For example, the display of emotions differs from culture to culture; under
certain circumstances, some cultures might seem to lack emotions compared to other

cultures®®. Moreover, the situation is similar if people only assume differences instead of
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similarities. This could make people unaware of the everyday things between cultures;
people should assume nothing but ask questions.

c. Ethnocentrism: Ethnocentrism is the third barrier that affects intercultural
communication. It means negatively judging aspects of another culture by the standards
of one's culture®3’3. For example, people believe their culture is better than others in
some regions. Every culture has its rules and standards. That's why it is in%& to
apply the same means of one's culture to others. This barrier has a . ffects on
intercultural communication. Ethnocentrism leads to restrlct § %nd limitation of
obtaining knowledge and values of other cultures.

d. Stereotypes and Prejudice: Stereotypes and @%ﬂlce are both challenges to
intercultural communication. Both terms refer @tents about a person based on a
group's shared values. Stereotypes are a bm@n and can be used for either negative or
positive assessments of individual &a%while, prejudice usually refers to unjust
behaviors and hostility towards @bp, race, religion or sexual orientation. The most
readily available image i has been expected to be seen. Stereotypes are one's
expectations about %ﬁr something based on knowledge about it**. With the way
humans percenﬂiﬁfgs people can easily reject any information unrelated to their
expectatl‘o%ﬂor example, in a correcting grammar exercise, when people are asked to
c@lish’ into 'Finnish,' most of them would overlook this mistake in spelling as they
are not expecting this kind of mistake. Every culture uses stereotypes, but they can
impede communication. Most people gain information about stereotypes from movies,
news and maybe from other people's perspectives. That information causes people to

assume a wide belief is true when the information might not be accurate or apply to every
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individual**. Therefore, they also hurt the individual stereotyped as well. The mentioned
individual can be distracted or misjudged because of those stereotypes. However, not all
stereotypes are negative judgments.

Prejudice usually refers to irrational dislike based solely on the individual's belief. Highly
prejudiced persons are identified to have authoritarian personalities. They tend to
overgeneralize things. They are not likely to change their attitudes or ideas, ég}when
facing new and conflicting information. Prejudice exists in all culturé .N hen the
world changes, many still view black men as bad guys. Discriming%n 'Prevents effective

standards or beliefs3*!. .

communication since the person might reject the new infmr@kat does not suit their

e. Language: Language is a set of codes sh@a community to communicate

meaning and experience. People with th s@ulmral background and native language
are expected to understand the impl tl; better as their ways of thinking are similar.

However, in intercultural comm\@ion, people from different cultural groups tend to

0\

n? Even when cultures use the same language, there are

intercultural comtl‘;@
a

differences, su

misinterpret each other’s@ﬁg& Invariably, language is an obvious obstacle to

ocabulary. There is no way to translate a language perfectly. For
translaticf%&ems, five possible issues were identified: lack of vocabulary equivalence,
idi@g equivalence, grammatical syntactical equivalence, experiential equivalence,
and conceptual equivalence’*2.

The first problem is lacking vocabulary equivalence. Languages from different cultures
often lack words that can be translated directly. For example, when translating English to

Vietnamese, a word in English can be translated into a few words, so sometimes the
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meaning might be misunderstood depending on the translator's interpretation. The next
problem is the idioms in language. Many expressions can be easily misunderstood. For
example, in English, 'break a leg' means good luck in performing tradition, but the
listener might misunderstand that the speaker is telling him to break a leg literally. One
idiom in this language can be understood or translated differently. So, it is hard to learn a
new language, especially its expressions. Q’)&{b

The third problem is grammatical equivalence. This problem means tha.fbg mmar in
each language is different from the others. Learning grammar t.o u ergand a sentence or
the meaning of words is essential. The fourth problem @perlential equivalence,
meaning a particular word has significance in this lang@gﬁlt not in other languages. In
these cases, translators usually find other wov@ have meanings similar to those

words. The last problem is conceptual e u@e. This problem exists when one word
g-J

can be translated directly into anothe%a ge, but the perception of the meanings might

not be the same3*. Q)(b‘

Besides the translation ;@é another problem is the spread of a language, also
'\

known as unequa@@l

necessary. HO\’OQ/'

¢
invasion.‘% elieved that the spreading of a language to daily use also means the

s influence of the native culture of that language***. For example, English is

iCation. As the world is globalizing, a universal language is

;7 increasing second language usage can be considered a cultural

estimated to be used by one-fifth to one-fourth of the world's population. Twelve
countries have English as an official language, and more than fifty-six countries have
English as a compulsory subject.

e. Non-verbal Misinterpretation: Effective intercultural communication is a
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mix of both verbal and non-verbal communication. During an international worship
interaction, non-verbal behaviors can help communicate the message to foreign partners
than verbal behaviors. However, there is also a risk of misinterpretation, confusing the
partners. Most people know that languages are different, but they are less likely to be
aware that non-verbal messages are added. Non-verbal communications are also unique
and distinguishable from culture to culture’®. Therefore, the meanings of é@verbal
communication also vary in different cultures. And those differences. %at create
confusion and misunderstanding in intercultural communication. a result, non-verbal
misinterpretation could create unfortunate misunderstandi d miscommunication,

especially when non-verbal behaviors' meanings dm@%ﬁch verbal behaviors. Non-
verbal misinterpretation is another huge %Qto overcome in intercultural
communication®*, . @
G
>
P
2.1.11. Improving Interc IM Communication Competence in Healthy Multi-
ethnic Communi nagement
With advancemer@gthe advent of technologies and modern and pioneering methods,
miscomm 0@\" has become common. Miscommunication takes place when
individpals €éxperience barriers within the course of communication. Miscommunication
not omy imposes disadvantages in the implementation of communication processes but
also within the system of the overall functioning of the organizations. Therefore, it is vital
to identify the causes of miscommunication and implement measures to overcome those
hurdles. When individuals need to generate awareness and augment their understanding

of any aspect or area, they use the internet.
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Hence, internet use has contributed efficiently to developing awareness of several
subjects and concepts, causing a decline in communication. Individuals must implement
systematic and organized approaches to overcome cross-cultural barriers to effective
communication. Building a team, working in collaboration and integration with each
other and building professional relationships are of utmost significance in promoting
.
communication processes in a well-organized manner and overcoming Vario@pes of

barriers. The measures suggested by scholars to overcome cross-c@tacles to

effective communication are as follows**’.
. "
1. Implementing Different Communication Styles &%\
When communicating with others, it is not appropriate te lffplement one communication
style into operation; in other words, one need@ﬂement different communication
styles. When individuals pursue training @?s, especially regarding communication,
they generate awareness regarding i&nicaﬁon styles®*®. When individuals create
awareness and augment their unc@hding of different communication styles, they will
not only contribute signifi ari:l to promoting the communication process in a well-
SN

organized manneri;@
e

instructors provi

ill assist in overcoming cross-cultural barriers. When the
ining or supervisors guide the workforce, they generate information
that imﬁ%ﬁung different communication styles will significantly contribute to
0 @‘ the cross-cultural barriers®®. Therefore, it can be stated implementing
different communication styles is one of the crucial measures to overcome cross-cultural

barriers to effective communication.

2. Depicting Clarity in Verbal Communication
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In some cases, when communication takes place, it is not clear. The individuals may
speak indirectly, which may not be understandable to others. In other words, when
communication is not clear, individuals experience problems in overcoming cross-
cultural barriers and implementing job duties in an efficient manner®*>’. Hence, when the
individuals are imparting information, asking questions, expressing their responses, or
conveying any ideas or suggestions to anybody, they need to ensure clarityz’fgﬁthe

communication processes are transparent, when clarity is dis verbal

communication, the individuals will understand well and carry4out their job duties
appropriately®>!. Therefore, it can be stated that depicting cla&%\yverbal communication
is critical to overcoming cross-cultural barriers to effec@gﬂlmunicaﬁon.
3. Giving Feedback in a Direct or Indire% er
The leaders and supervisors provide 'F@%ck to the members regarding their
performance. When the church mem’%’gﬁ)d workers within the Christian organizations
obtain Feedback, they can gene formation about where they stand and how they
perform. Feedback can be i\%ﬁ a direct as well as in an indirect manner**?, Immediate
Feedback can be e@% verbal as well as written form. It is understandable in a
9

manageable way: iiidirect Feedback can also be given in oral and written forms. One of

the signi@gsadvantages of this Feedback is that it does not enable the individuals to
un@% the information appropriately. But giving Feedback directly or indirectly
contributes satisfactorily to overcoming cross-cultural barriers to communication®.
Therefore, it can be stated providing Feedback directly or indirectly is one of the crucial
measures to overcome cross-cultural obstacles to effective communication.

4. Establishing the Right amount of Structure
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Establishing the proper structure is indispensable in overcoming cross-cultural barriers to
effective communication. Setting the right amount of system is crucial in promoting
communication processes and the appropriate functioning of the organization. Within
various types of organizations and educational institutes, the members must ensure that
the structure is well-defined. When the system is well-defined, the members of the
organizations and educational institutions will concentrate and carry out thei@&ties
in an organized and systematic manner*>*. In this manner, they will ré y % that it is
indispensable to maintain amicable terms and relationships with ther individuals and

overcome cross-cultural barriers. Therefore, it can be stated @hmg the right amount

of structure is considered one of the vital measures to me cross-cultural obstacles
to effective communication’. QQ

5. Understanding Time in a Differ n ner
Understanding time differently is c ensurlng that individuals allot proper time to

various tasks and activities. Indl@k in leadership positions, such as clergies, heads,
directors, and so forth, hav bus schedules with several job duties to carry out***. When
they have several | ﬁ carry out, they assign priorities. The more important tasks
are carried out Qhereas the less critical functions are procrastinated. But efficiency
in the i@als is depicted when they can promptly carry out their job duties.
In@s can understand time differently and promote effective communication when
assigning task priorities®>’. Therefore, it can be stated that understanding time differently
is considered one of the necessary measures to overcome cross-cultural barriers to
effective communication.

6. Avoiding Uncertainty
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Uncertainties, problems and barriers hinder the communication processes and the overall
functioning of organizations. Hence, individuals need to avoid tensions and implement
measures to overcome them. In some cases, uncertainties are unavoidable and do take

place. But what is essential for the individuals is to ensure they put into practice the

358

measures, which leads to avoidance of uncertainties®”®. When these measures are

implemented effectively, the individuals will not only find solutions to the@%bqlems

and difficulties, but they will also be able to overcome cross-cu rriers to

. \ 9
understanding and implement these measures. Therefore, ﬁ.}m e stated avoiding

N

uncertainties is considered one of the necessary mcq{%;)to overcome cross-cultural

barriers to effective communication. @
7. Promoting Teamwork . @

Teamwork is dynamic in the succes$\o organization. Creating an efficient team to

communication®®®. They must coordinate when the indivi%ts augment their

facilitate collaboration and mut (bfderstanding is necessary. The church leaders and
supervisors generate awar: ne.s;s among members of the need to promote Teamwork.
Promoting Teamw @ntribute to developing mutual understanding and generating
the desired ou ogf.) When collaboration is encouraged, and individuals are working
with eac@r on assignments and projects, they overcome cross-cultural barriers to
pr ffective communication as it is apparent that when they need to work in
integration with each other and need to obtain support and assistance from others, they
need to accept other individuals' cultures, norms, standards, religions, ethnicities, caste,

creed, race and so forth. Therefore, it can be stated promoting Teamwork is considered
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one of the necessary measures to overcome cross-cultural barriers to effective
communication®¢°.
8. Working in Collaboration and Integration with each other
Working in collaboration and integrating are regarded as fundamental in overcoming
cross-cultural barriers, promoting the effective functioning of the organizations,
achieving organizational goals and increasing job satisfaction. Research haéf@cated
that group projects are encouraged in higher educational institutions an: .\Ag% types of
Christian organizations. When working on group projects, they need to collaborate and
. )

integrate ¢!, On the other hand, when members work on ir@%al projects, they must
communicate well with supervisors, colleagues, etc. i@%individuals cannot work in

seclusion within various organizations but must&@}&ate. Therefore, collaboration and

integration are regarded as one necessary, m@se to overcome cross-cultural barriers to

effective communication3¢2. E C-)

0\

9. Building @a{elationships

Building persor\Kl'r tionships is a measure that is of utmost significance in overcoming
cross-cuﬂ%arﬂers and promoting effective communication. In order to create intimate
reps, several factors need to be taken into consideration®%. These are, generating
awareness in terms of personal interaction, accepting viewpoints and perspectives of
others, implementing effective conflict resolution methods, generating information in
terms of communication styles and techniques, forming constructive views in terms of

individuals, creating pleasant working environmental conditions, managing resources in a
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satisfactory manner, generating awareness in terms of modern and innovative methods,
developing mutual understanding and not discriminating against anybody based on any
factors*®*. When individuals are aware of these factors, they will contribute effectively to
building personal relationships and overcoming cross-cultural barriers to communication.
Therefore, building personal relationships is one of the necessary measures to overcome
cross-cultural obstacles to effective communication. Q’)&{b
10. Recognizing the Significance of Personal Relationships . QO
To overcome cross-cultural barriers to effective communicatien, individuals must
: J%w
recognize the significance of personal relationships. Indivi@\spend long hours with
other members within the working environment, partiou&% when they are engaged in
worship service. Therefore, there is a need @%lish mutual understanding and
professional relationships®®. In Christia é\k%%izations, to ensure overall functioning
appropriately, the members must d 1§-Jleasant and amiable terms and relationships
with each other and incur pe@i satisfaction. Furthermore, individuals need to
recognize the significanc oof personal relationships. When individuals realize the
™

importance of peic;@
1

promoting uni

tionships, they can work as one unit. In other words,
rucial in fostering effective communication, overcoming cross-
cultural B%S, and efficient functioning®. Therefore, recognizing the significance of
pelationships is regarded as one of the necessary measures to overcome cross-
cultural obstacles to effective communication.

11. Participating in Intercultural Group Relations
One way to improve intercultural communication skills is by actively participating in

intercultural group interactions. These can be planned interactions, such as duo work for
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the church or group projects at work. Intercultural Teamwork has benefited people by
developing critical skills for graduates’ employability and improving students’ academic
and social adaptation®®’. Working in a small group with members from diverse cultural
backgrounds can also lead to more varied and supportive social networks within a broad

368

environment, positively impacting the overall experience of individuls’*®. Meanwhile, it

is worth noting that mere insertion into intercultural groups does not immediately lead to

productive communication and collaboration 3¢,

Likewise, conscious sharing
and a learning process within intercultural groups will help you gain a broader
perspective on cultural diversity and improve your intercultural communication skills.
12. Improving Cultural Sensitivity and Awareness

Cultural awareness is crucial to improving relationships with people from different
backgrounds. When communicating with people of varying cultural backgrounds, one
must know that specific topics or assumptions may be unresponsive. It could bring other
cultural implications of what is said or different communication styles as communication
may be more subtle’”®. One must operate with the awareness that cultural differences
exist between oneself and others. There is a need to demonstrate respect and appreciation
for different cultures. Every aspect of awareness has an accurate historical context to
understand each other's experiences better. Indeed, learning and understanding everything
around oneself in a multicultural setting is challenging. It is more about an individual's
willingness to seek understanding and show empathy instead of spiking to stereotypes

and making judgments’!. The most consistent tools are always your level of sensitivity

and observation. It could also be beneficial to be more self-aware about one's actions,
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thoughts, or emotions’, ensuring a person is heading in the right direction by improving
intercultural communication skills.

13. Be Open-minded to Receiving Feedback
Individuals participate in cultural-learning activities in which they receive direct input
from the system and reflect on the appropriateness of their study process. The training
was an effective educational tool for learning intercultural communication skills. The
response and Feedback from the system directly reflect the learner's intercultural skills
and help them improve efficiency?’2. Feedback is essential for people to reflect upon and
determine what they can improve. Receiving feedback helps know what has been done
right or wrong, especially when people do something they are unsure. The church will
always have countless firsts for cross-communication. Individuals may not be aware of
the skills needed for cross-cultural interactions, even as simple as what not to say and
things to say. Meanwhile, one should keep in mind that open-mindedness is critical in
the process, as it allows people to accept and be willing to hear from others*”®>. Remember
that feedback is only effective if you are ready to accept it and take action to make a
change.
2.1.12. Ecumenism™and the Formation of the Christian Association of Nigeria
Paul, an apostle in the early Church, addressed the discursive theme of unity
when writing to the Ephesian Church and said there is one body and one Spirit - just as
there is a hope that goes with the calling you have received. There is only one Lord, one
faith, and one baptism. One God and Father of us all, supreme (overall sovereign),
pervasive, and in (us) all (Ephs.4:4-6, TAB). It follows the desire of the Lord and Bishop

of the Church in John chapter 17; He said, among many things, "They may
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be one." The unity of the disciples is a prelude to the unity of their disciples in the faith.
From then on, the Church was searching for theological and physical unity.

The notion of religious harmony as a form of unity is a later appropriation of historical
necessity; neither Jesus nor Paul had interreligious unity in their world. The word
oikonumene designates the goals of Ecumenism to include the unity and mission of the
Church. This is meant for the multidimensional movement of churches and believers in
Christ that aims at the visible unity of the body of Christ and the integration of mission,
service and renewal?>?. The purpose of Ecumenism depended on the perspectives of the
participating agencies. The Edinburgh Conference of 1910 has as its objective “Christian
unity for the good of the Church’s mission in the world*7+.

This is consistent with the establishment of the World Council of Churches in its Nature
and Mission of the Church. The Free Church believes that glorifying Christ is the goal of
unity; the Orthodox Church believes that agreement should be evident. This unity in the
Reformation church is governed by the Gospel’s proclamation and the church’s
sovereignty to maintain order and action. The idea of a common ecclesiology can
imitate the purpose of Ecumenism. The inter-confessional unity of the Church requires a
critique of the teachings of the different religious traditions; this comparison
method constitutes the basis of relative ecclesiological convictions.

It is reasonable to assume that Ecumenism is a visible and practical amalgamation of
spiritual and secular Ecumenism. Spiritual Ecumenism is the Church's unity in worship,
prayer, and association, while secular Ecumenism is the Christian community's
participation in humanity's reconciliation and renewal. Interreligious Ecumenism

typically includes the theology of other religions 37,
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Both scholars and ecumenists have Ecumenism defined from different points of view. A
historical vision of the ecumenical movement has led to new definitions consistent
with the various Christian traditions. Some of these are referred to as job definitions in
this document. Ecumenism, as the unity of the Church, is born from the unity of Christ
with the Father. 1910 was the beginning of the modern ecumenical movement, its goal as
a mission-oriented movement based on the goals of global evangelization.
The establishment of the Ecumenical Council of Churches in 1948 softened the
position of evangelicals, as many traditions and confessions joined the movement 7, The
Roman Catholic Church did not join until 1965 after the Second Vatican Council. Many
evangelical groups and interfaith organizations have continued the movement in specific
ways, one example being the World Evangelical Alliance formed in 1951, which was
instrumental in developing the Lausanne covenant.

Christian Mission in Nigeria

Christianity came to the West region’in 1841 and went to the northern part in 1885. The
entry model of each mission characterized its domination and declaration zone; this
development impactedythe “formation of a united representative organization. The
challenge did nat conSist of teaching, but the British government's hostility, prejudice and
political “inflwence. When the British government occupied northern Nigeria in 1900,
Chijstianity was prohibited from Muslim areas, which stopped the progress of
the South Missions, such as the Methodist Church Missionary Society (1846) and
the Baptist mission (1850). In 1917, thanks to the efforts of Roland Bingham from
Sim and its employees, The Aboriginal churches were established in northern Nigeria;

these churches and the mission authorities formed CECNN377.

119



The reformed Dutch mission of the Church of South Africa entered the central belt in
1911, which served under the group TIV-People around MKAR. The limited number
of established churches has minimized their influence and role on the regional and
national ecclesial community. The churches of this mission are still located around the
Benue Basin in Nigeria and are called the Reformed Church of Christ in Nigeria. He is a
part of the World Christian Association of Nigeria and the Association o%gbrmed
Churches. The United Presbyterian Church of Scotland worked through C @% from the
eastern part of Nigeria. ) N
In Uyo, the Qua Iboe Mission and the Presbyterian have the@odist church in a three-
way relationship. In 1919 Calabar, the first call for aun‘i& hurch in Nigeria was made
by Dr. J.T. Dean, a Presbyterian minister. The ﬂ@%id not accept this in Lagos, so in
1923, an evangelical union was formed, W@Sﬂetamorphosed into the eastern branch
of the CCN in 1932. At this union n%tig)in Onitsha in 1947, the Qua Iboe and Sudan

United Mission withdrew becausqébﬁssociation's purpose was only organic®’®.

The Origin and Develop@) Ecumenical Initiative
'\
The origin of th @n' al initiative in Nigeria reflects the ecclesiological and

missiological dqgment of the Nigerian church. It began with the creation of
missionz%geties and Western-oriented and affiliated unions. If the Edinburgh
m 1910 is considered the beginning of modern Ecumenism, its ripples spawned
Ecumenism in Nigeria, if this conference predates the birth of the world ecumenical
body- the World Council of churches- then the ecumenical initiative before the
founding of the largest ecumenical body in Nigeria - the Christian Association of
Nigeria’”®. Each Confession keeps its particularities with a vision of an organic and

organizational unit.
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The Christian Council of Nigeria (CCN)

The year 1929 brings in the establishment of the Christian Council of Nigeria fashion, a
community of churches in Nigeria working together to advance the glory of God. It has
officially adopted an ecumenical position as an organization promoting harmony, justice,

peace, love and unity in Nigeria. It has an autonomous, non-

hierarchical structure attached to the CAN. The Christian Council of Ni&was

formed in 1930 by the visualization of the core leaders in the Protesé‘r@:hes; the

Christian Association of Nigeria in 1976 by Protestants and Catholics, while in 1960, the
Nigerian Association of Churches of Aladura was established. 'I@ ?the Fellowship of
Churches of Christ in Nigeria was founded, and it compgéhurches free from Western

control but distinct from the established or indep%q@urches”o.

CAN is the union of the Christian church: ith different identities, recognizable
ecclesiastical structures and methods ofee.\-f)%}dn to one God in the Trinity of the Father,
Son and Holy Spirit. This group @nscious that "Trinitarianism is a missiological
question that has dominated&@nical discourse since 1952 and has adopted a basic
formula to prevent the 1 Willengen Conference from being repeated. From the above,
we must give th%@e ce of events that gave rise to the Christian Association of
Nigeria. T @lishment of missionary societies in Nigeria responded to the Edinburgh
recomr@d ion of 1910. While each foreign missionary office sought to protect its
ter@r and congregation, the CCN was founded in 1928 to represent the missionary
groups and churches in the North-central zone of Nigeria.

The evangelical union of missions represented Christian groups that served in the eastern

part of Nigeria. The Miango (Jos) conference represented the Northern Province

Christian communities. These groups merged in 1928 to form the united conference of
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the Protestant Missionary Society of Nigeria. This means that the first alliance of 1928
was between mission agencies and churches in the north, central, oriental and western
parts of Nigeria, regardless of their original territory. Another observation is the regional
nature of their position, which later gave an ethnic, tribal and regional vision of their
activities and structure’!,

Ecclesial and Inter-ecclesial bodies in Nigeria &b
The ecumenical movement in Africa comprises African theologians u .ag@umbrella
of the Ecumenical association of Theologians (EAT) and Af;ric%}'%urches as the All
Africa Conference of Churches (AACC), founded in 196%&@‘}%@ CAN has some
official responsibilities, a symbol of the Christian apolo&%?Nigeria, from the available
documentation, it has not been embroiled in se‘%%logy despite the spate of verbal
and media slander. The CCN includes ev n@gion as an ecumenical body for affiliated
organizations and social responsibilit%'c

The OAIC is for the contextuali@(bﬁ of the Christian faith and the decolonization of

0’

texts and politics. PFN a@%omote early Christian ideals in any context, especially
tism. All of these works, collectively and individually, are

for awakening an
within the Chrl%\ifs} ssociation of Nigeria. The (Jos) Miango Conference of 1926 was
the first ‘ﬁ%lssion consultation for a united Church for Africa; it broke up without
co@% and in 1929 was founded the Federation of Northern Nigeria Missions, which
eventually became the Council of Evangelical Churches of Northern Nigeria (CECNN)
and is an inter-church agency of CAN. CECNN evolved into EYN, a Hausa version of

the Church in Nigeria.
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The Pentecostal Fellowship of Nigeria (PFN) is the umbrella organization for all
Pentecostal Christians in Nigeria. The PFN is divided into six zones, each headed by
Deputy President; the group started in 1985 after Greater Lagos Crusade for Christ. This
community was founded in Lagos on November 14, 1986, by eleven different churches:
the Redeemed Christian Church of God, Gospel Faith Mission and Assemblies of God
Church. Others are Church of God International, Deeper Christian Life Minis@a‘%ﬁve
other national organizations, which its first conference was held in La . 1?8@1. Under
their name, they share a common Pentecostal faith; unlike CE.C w'%lich amalgamated

from a missionary foundation along regional lines, the PFN @mn out of a desire for a

standard body to unite all churches with Pentecost&%ﬁinations and a forum for

fellowship3®. Q@
S

The Christian Association of Nigeria

There are five blocks in the Chri#&(&!sociaﬁon of Nigeria (CAN): the Christian

Council of Nigeria, the Organi of African Established Churches, the Roman

Catholic Church, the Pente oxfommunity of Nigeria and its female and youth groups.
i

'\
As well as the Eva @

llowship of West Africa, a denomination must be a member
of one of these bloc§o join the CAN.

The Org‘%lgwn of African Independent Churches
Tnline churches make up the CCN, and the OAIC had no ties to Western

missionaries, and for the most part, they have solid contextual theologies and distinctive
historical development. Some smaller groups exist as part of the great councils but still
represent the World Council of Churches. An example is the Association of Churches of

Aladura, which operates within the African Instituted Churches (OAIC) organization.
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The middle term established was later used instead of independent to refer only to
churches of African descent, not suggesting that some mainstream church are dependent
in any way. Politically, the main churches represented by Baptist, Anglicans, Catholic
and Methodists also became independent.They may retain some form of identity in name
and doctrine and relate to church platforms, and they are self-governing anc(ibself-
governing. '&\

The birth of the OAIC began with the Aladura movement in y ?éi)on with
some large churches that broke away from Western missions d.ue tlglegydership and moral
issues. The United Methodist Church of the Methodi ‘%ission, the African
Baptist Church of the American Baptist Mission,°an&%?e Tabernacle of Christ of
the Apostolic Faith are some hotbeds of oversea@%s 384,

The Pentecostal Fellowship of Nigeria ° @

The Pentecostal Fellowship of Niger%’ cts all Christian churches, organizations and
believers who believe, live, prac@nd enjoy the Pentecostal experience as found and

described in Acts 2:4. Tlﬁﬁl)evers accepted the baptism of the Holy Spirit as valid
a

'\
today, with the ﬁ@
i

evidence of speaking in other tongues as spoken by those
who experienced it T biblical times. (Acts 10:45-47).

Moreove‘r%' are the ones who share the Gospel truth of justification by faith, which
M@gther propagated the experience of holiness as preached by John Wesley, and
the gospel fervor of fire and blood continued by William Booth of the Salvation Army
agreed. Essentially, there must be unity and freedom in the non-essential of true
Pentecostal believers. The PFN is not a unification of churches that have been brought

together for a particular government to control; it is instead a group of believers with
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identical unit of objective and cooperation in agreed programs®°. To provide
representation for the Pentecostal movement to governments, ecumenical bodies will act
as a defender of the belief of Pentecostal believers.

World Council of Churches Members in Nigeria

The Churches in Nigeria function individual and collectively within the Ecumenical
council of churches; the opinion is that Ecumenism is more than member%g\n the
Ecumenical Council of Churches. The historical condition that precedes .l’tx%nation of

each Confession contributes to the community's choice. Within th (% , there are CAN

S
&>
The Church of Nigeria (Anglican Communion) . '$
Church of the Brethren in Nigeria (EYN) QQ

The Church of the Lord (Aladura) . \%

members as indicated?®;

The Worldwide Methodist Church N rg)\
The Nigerian Baptist Conventionq)(b'

The Reformed Church of %%(I{Nigeria
The African Churi}QQ

Formation of the Christian Association of Nigeria

Neither @lglcs nor Protestants came together in any form of cooperation till the
fo@@of CAN, from 1850- 1975; there was no communion between Protestant
Churches and Catholic Churches. Establishing the World Council of Churches, the
transfer of power to the Roman Catholic Church in Nigeria and the Second Vatican

Council forged a new relationship with non-Catholics in Nigeria. The Pan African

Council of Churches and the Christian Council of Nigeria have also prepared the ground
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for practical Ecumenism. At the regional level, the Northern Christian Association and
the Fellowship of Northern Churches (EYN) equipped the Ground for Protestant
churches to break the barrier the barrier against other Cristian communities in the
North®¥’. These bodies also came together to resist the threat and terror of Islam.

There was a call for patriotism and solidarity after the Nigerian Civil War of 1967-1970.
Added to this is the government takeover of schools, which coincided witk@%&nial
of visas to foreign missionaries and the taxation of foreign aid .&x%sions in
Nigeria. Disunity in the Nigerian Church took a dramatic turn when the Church was
asked for representation before the Federal Armed Forc@\vemmen‘[ in February
1976. The procedures during and after this meeting@ ated in the invitation from

Catholics to Protestants for a forum in their seere % in Lagos in August 1976. The

meeting was the Christian Associati °@§eria, mainly as a spokesperson and
§; I.)

protection for the interest of Christiafts, in"Wigeria®®®.

The term Christian Association o@eria (CAN) is the federation of Christian churches
with diverse identities, re Z(%25)16 church structures and a system of worshiping one
God in the Trinit o@% Son and Holy Spirit". Awareness of "Trinitarianism as a
missiological i!%etleas dominated ecumenical discourse since 1952", this body has
adopted ‘%ic formula to avoid repeating the Willingen Conference of 1952., the
se@gf events gave birth to the Christian Association of Nigeria (CAN).

The objectives of the Christian Association of Nigeria include the following?*’:

(a) To serve as the basis for responding to the unity of the Church, primarily as contained

in our Lord’s pastoral prayer: that they may all be one (John 17:21)
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(b) To promote understanding, peace and unity among diverse peoples from all walks of
life in Nigeria through the spread of the Gospel.

(c) To act as a liaison committee through which member churches can consult each other
and, where appropriate, make a joint statement and take coordinated action.

(d) Act as the nation's spiritual and moral well-being guardian. .

The Christian Association of Nigeria (CAN) consists of five blocks: the mer@}of the
Roman Catholic churches, the Christian Council of Nigeria, the Organi 0 f African
Instituted Churches, the Pentecostal Fellowship of Nigeria anfi thei y'?uth and women's
wings. Evangelical Fellowship of West Africa, Consequenﬂ&%\enomination must be a
member of one and only one of these blocks to become &&%‘ﬁber of the CAN. To qualify
for membership in the Christian Association of N{%&CAN), a church must be listed in
the Companies and Allied Matters Act 199%&3rlier acts and belongs to one of the five
church groups®*. The Catholic Secre%ia'l Nigeria (CSN)

1. The Christian Council of %‘@ﬁa (CCN)

1. The Christian Pen ecoﬂs\a{ Fellowship of Nigeria (CPFN) and The Pentecostal

Fellowshi @ (PFN)
iii. The Or%i&eion of African Instituted Churches (OAIC)
iv. 'l'%krrar Ekklisiyoyin Kristi a Sudan meaning the Church of Christ in the
dian (TEKAN/HEKAN/EYN) and Evangelical Church Winning All (ECWA)
Fellowship®°!.

2.2. Theoretical Framework

Several theorists and authors have attempted to bring out theories that explain

intercultural communication. Some of them are far removed from the nucleus of this
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Study, and some are reasonably relevant. Amongst the list of ideas chosen with the
assumption that they are relevant to the research and can help bring more explanations or
discussion to the Study are; Communication Accommodation Theory (CAT), Cultural-
level or individualism-collectivism theory and Identity or face negotiation theory.

2.2.1. Communication Accommodation Theory (CAT)

Howard Giles, a professor of linguistics and psychology at the University of California,
Santa Barbara (UCSB), developed Communication Accommodation Theory**2. The
theory evolved from speech adjustment theory, which demonstrates the value of
psychological concepts in understanding the dynamics of speech. The approach tends to
give the reason for the shifts observed in the discourse of most people while interacting
with different people and details the consequences of this behavior. Giles was particularly
interested in the underlying thought processes and emotions involved in converging and
divergence during conversation 3%,

The Communication Accommodatiow’ Theory (CAT) posits that individuals are motivated
to use language differently.to achieve the desired social distance between them and their
listeners 3%*. This. ig~¢wadent in that each individual often interacts verbally and
nonverbally with 6thers. It could also be brought to a church or any Christian
organizatiof"members. As much as they have differences in their cultures, each member
is forced~to use a universal and common language to accommodate others in the church.
The critical concepts of communication accommodation theory include convergence,
divergence, and maintenance, also called "approximation strategies®*>.

It is important to note that communication convergence is a strategy or tactic where

individuals adapt communicative behavior to become more alike to their interlocutor's
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behavior. Therefore, the convergence can be done through a changing accent, modifying
word choice, using similar expressions, or adjusting non-verbal behaviors to create a
sense of similarity between two people. Hence, the convergence behavior includes
modifying language and dialects, speech rate, pauses, utterance length, phonological
variations, smiling, gazing, and other nonverbal gestures." All these play a vital role in
the communication process**®. Therefore, this study is in congruence with G&tﬁi\lews,
which also emphasize that in communication divergence, the spea‘k%.'sg@tuate the
speech and nonverbal differences between them and others. ) \ N

Moreover, the tendency to enlarge linguistic differences %\escribed as a speech
divergence. It asserts that declaimers move and shift H@@their linguistic collection to
converge and gain social approval and identity 0&%‘%6 to show distinctiveness®’. Thus,

convergence or divergence motives a c@ted to maintain clear and smoother
nti.ﬂ

communication. Most members in orary churches hold a considerable gap of

cultural differences from ot@% exaggeration of the divergence resulting in poor

'\
in families with d@@l ral values and norms. They desire to seek fellowship or go

around the glob{'

intercultural communicattﬁ”j. t is worth knowing that people are unique and grow up

ing for better worship experiences. It must be noted that once
people re‘%& to a different country or province, they have left the environment where
th@ral values and norms are rooted and will have to learn to adjust to those values
and standards of the area they are in currently. It is also agreed that people use tactics and
strategies to adapt to people from different cultures communicative behaviors to fit into

their environment3*?,
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Giles' theory is generally valid because few scholars have successfully challenged it.
Nevertheless, critics of the idea point out that conversion often seem too complex to be
broken down into elements as simple as convergence and divergence. It also pointed out
that people can use both techniques in the same meeting, a scenario without much
attention from researchers*®. Finally, critics refute that the accommodation theory

assumes that both assertions about individuals who communicate are rational. @point
out that people can become unreasonable and even irrati , uring a
conflict. Critics argue that the idea in its current form does not qy\a ely address this
aspect of communication*’!. &%‘\\d

Communication convergence might be a good practic@%ﬂlticultural and intercultural
areas like churches or religious organization%’%uld bring unity and encourage
positive personal relations and friendships e)\ﬂ% members of the congregations, which
do not mean that worshipers will forget forfeit their cultural values and norms but
learn other church members' cu@f values and standards. It might help to improve
intercultural communicatio a: reduce stereotypes, ethnocentrism and prejudice.

2.2.2. Cultural-lce@l@dividualism-Collectivism Theory

The theory of culturalilevel is very relevant and applicable in understanding intercultural
communication challenges and their impact on church members' interpersonal
relationships. This theory covers individualistic or personal and collectivistic or group
aspects of culture; Individualism and collectivism were among the five dimensions
proposed by Dutch social psychologist Geert Hofstede in his landmark study 'Culture

Consequence*®. In individualistic cultures, people pay more attention to individual goals,

unlike in collectivistic cultures, where people pay more attention to the group's goals. In
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individualistic cultures, people are supposed to look after themselves and their immediate
family only. In contrast, in collectivistic cultures, people belong to groups or
collectivistic environments, which are supposed to look after them in exchange for

403 This applies to the members of these selected churches, as it consists of

loyalty
worshippers from various cultures, sharing all the values, norms and attitudes. It could be
said the members belong to one collectivistic culture.

On the other hand, there are members of another congregation from di e%e:l@espective
cultures but have their values, norms and attitudes. The cultural leyel theory explains and

: ’%’»

gives a hint at why some intercultural communication ¢ \ges eventually impact
members' interpersonal relationships. The collectivisti,\e&&%g ral level theory influences

most members by siding the members that sharé, the, same cultures, even if the situation

calls for mingling as a group in the ch;:rch\‘ he theorist argues that in collectivistic

N
cultures, people belong to groups or*colleetivistic environments, which are supposed to

look after them in exchange for 1@40“.

People of the same cultura d%gitions stay loyal to their cultural group by being part of
them anytime the @Q rm an interacting group. This means that, to some extent,
collectivist cultgres=Can bring intercultural communication challenges among people,
which in‘% negatively impact their interpersonal relationships. Also, people of the
saral dispositions tend to stick with their culture when working in groups or
teams. This theory makes it more evident that the main reason for church members to be
with people of their cultural group is that most believe they will stay loyal to their
cultural groups. Some believe that if they mingle with other cultural groups, they will

never be accepted again in their respective cultural groups. It was observed that people
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tend not to associate with different cultures mainly because they do not want to lose face
or Identity to the people of their culture*®.

The cultural-level theory intensifies the above discussion and explains the challenges to
intercultural communication by the members of these churches. It supports the

assumption that people do not want to work with other cultural groups because they are

afraid of losing their Identity in their cultures. It is as if once they mingle wi%’&lrent
cultures, they have lost their Identity and self-belonging. One's belie i

about other cultures play a significant role in the intercultural conflict. For instance, an

analogy was made of how people let their personal beliefs a %fceptions interfere with
or impact intercultural conflict*®. However, three @%sm of the individualism-
collectivism dichotomy is declared. The parad&ﬁ‘b}% to values inherent in both
individual and collective interests; it Q@alues that promote the goals of

collectivities other than the grn’?& d promotes the wrong assumption of
individualism—collectives Valu@m each coherent syndromes that are in polar
opposition*"’,

'\

2.2.3. The Identit @egotiation Theory

Identity negoti '(gfaeory and face-negotiation theory are two theories that are relative
and havé%ost the same explanation. They focus on the reactions of individuals'
id@gwhen interacting inter-culturally. Face-negotiation is a well-designed theory
that explains why specific cognitions, emotions, or behavior occur in some intercultural

408 The research of face and face-work can be

encounters and under what conditions
found in various disciplines such as anthropology, psychology, sociology, linguistics,

management, international diplomacy, and human communication studies, among others.
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Face conception has been used to explain linguistic politeness rituals, apology acts,
embarrassment situations, requesting behaviors, and interactions. Stella Ting-Toomey
developed the Face Negotiation Theory (FNT) in 1988 as a professor of human
communication at California State University. Toomey explains the culture-based,

individual-based, and situational-based factors that shape communicators' tendencies in

approaching interactions*?. Q’}{b

On the other hand, the ideas of Identity were elaborated by Secord and in 1965
and Schlenker in 19854!°. Swann introduced the phrase 'idefltity g0 iation' in 1987,
emphasizing social interaction, behavioral confirmation ‘\\e‘rf-veriﬁcation““. The
identity negotiation theory argues that any person in an@%ﬁre longs for identity respect
in exchanging and sharing ideas or communicak@\ hing that respects one's Identity

N

differs from one culture to the next. T asis was that the identity negotiation
ity=domains influencing day-to-day interactions.

perspective will highlight certain id%t"
People tend to bring identities @'interactions, including; social class, age, sexual

orientation and disability%is eory aims to prove whether stereotypes, prejudice and
'\
S

ethnocentrism exita)@%

organization‘“z.\

The thec@cts that there are always factors like stereotypes, ethnocentrism, and

church members in a multiethnic congregation or religious

ju@ in multicultural geographical areas. For example, it was pointed out that

cultural identity negotiation theory refers to communication amongst people of distinctive
cultural identities*!3. It is also a process of intercultural communication where people
contact others. People tend to shape, make comparisons, adjudicate, attribute, settle or

agree on, verify, and challenge their cultural identity. According to this theory, they
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decided that when communicating and interacting with people of different cultures,
people negotiate stereotypes towards other cultural groups and pose opinions, norms and
significances, for example, concepts of feelings, time or activities that vary from one
culture to another the next.

Western countries have an individualistic culture (promoting individual autonomy,
responsibility and achievement) that is highly respected and followed, wherea%‘&[em

countries, a collective or group culture honors the community. But Ag in these

countries follow different cultures, such as individualistic or.coll§>g§1tlve cultures and
vice versa. So the generalization applied to the cultural & ification would not be
practical in this contex*'. . '\QQ

2.2.4. Relevance of Reviewed Theories to the Stu Q

Establishing and managing a healthy m@gnic church is much desired because
globalization cannot be achieved i\%@uity. Efforts must be made to address the
interaction and inter-relationshi people from different cultural backgrounds and
dispositions in communi ti%n, which must be done effectively and appropriately.
Invariably, one ofiﬁ)@@% fective and appropriate ways is appreciating the concept of

-

intercultural ¢ ication competency. The apex leadership of these ten selected
Christian‘%@gminations and members of their different congregations have been
in@n multiethnic church operations. The congregations been managed through
various means of communication since communication plays a pivotal role in managing a
healthy relationship among people, then inter-culturally competent communication

becomes one of the appropriate means to manage a healthy multiethnic church in this

context.
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There have been many theories of intercultural communication competency, but for this
research, the combination of Communication Accommodation Theory (CAT), which
focuses on each member using a universal and common language to accommodate others;
Cultural-Level or the Individualism-Collectivism Theory; a concept that paying attention
to personal goal in individualistic cultures, and grouping goal in the collectivistic cultures
and Identity or Face Negotiation theory, which focuses on the reactions of %ﬁals’

Identity when they are interacting inter-culturally is considered as theore% cﬁﬂg@nework.

Communication Accommodation Theory's approach gives reasons for %he shifts observed
in the discourse of most people while interacting with differe&@ivi uals and details the
consequences of their behavior. The interest was in the ying thought processes and
emotions involved in conversations because ind&@%are motivated to use language in
different ways to achieve the desired le\’e@ocial distance between them and their

listeners. Therefore, Communicatidéeéommodation Theory (CAT) explains the
concept of utilizing a universg mon language to accommodate others, which is a

d intercultural communities like churches or religious

0\

organizations. It :@s on improving intercultural communication to reduce

stereotypes, eth\Q:: rism and prejudice.
AQ

The cultural-level or individualism-collectivism theory is relevant and applicable in

good practice in multicul“gll

understanding intercultural communication challenges and their impact on people's
interpersonal relationships. It explores individualistic or personal and collectivistic or
group aspects of culture; individualistic cultures pay more attention to individual goals,
and collectivistic cultures pay more attention to the group's goals. The cultural level

theory explains and gives hints on why some intercultural communication challenges
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eventually impact members' interpersonal relationships and the significant roles culture
plays in intercultural communication and conflicts.

Identity or face negotiation theories focus on the reactions of individuals' identities when
interacting inter-culturally. This theory proves stereotypes, prejudice and ethnocentrism
exist amongst church members in a multiethnic congregation or religious organization as
it reflects their presence in any multicultural geographical community. The theory
presents an intercultural communication process where people contact others and.
negotiates stereotypes towards other cultural groups and poses opinions, norms and
significances.

2.3. Review of Empirical Studies

A study was focused on intercultural comfpunication from Western and Asian
perspectives*!’>. The Researcher found )differences and similarities in business
communication between Western ‘and “Asian cultures. It explores the concept of
intercultural communication, cultfirg's” influence on perception, obstacles in intercultural
communication and intercultural communication competencies through information
gathered from both.pybiished and electronic sources.

An in-depth study 0f'the thesis goal was employed by qualitative research, and data was
collected thifough semi-structured interviews. The Researcher discovered differences and
similaritfes in intercultural communication between Western and Asian cultures; their
research indicated the challenges people from both cultures faced while working with
others, including different working styles, different levels of language, and usage of non-
verbal communication. These challenges could create miscommunication and

misinterpretation in intercultural communication among people. Therefore, the writer
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suggested ways to overcome these challenges, such as the need for patience and good
observation when communicating between cultures, the acceptance of differences and the
search for similarities that help create a foundation of understanding for effective
communication. Additionally, communication and behavior should be adjusted and
adapted depending on the situation. At the same time, differences between cultures could
still exist, but gaining experience, accepting those differences and looking for @ﬁties

instead of differences would create a reasonable basis for effective co;@?@on across
'3

cultures.

There was also a contribution to knowledge on Ir}&@mral Communication
Competencies by exploring the sector of international Lm%f)roﬁt organizations (NPOs)
recognized by their cross-cultural project managﬁ%‘%n intercultural projects abroad*!¢.
The Study examined intercultural comm @ competencies required in cross-cultural
project management in the non-pro%ir. To identify the barriers or challenges in
cross-cultural management rega@@ communication and subsequently to find the
specific intercultural co et})ies needed to overcome those barriers. Taking into
account the high 1 e@% ectivity and relativity of the concept of culture and the fact
that not much th(e)n found in the literature regarding this topic, exploratory research
was desifg%n a line of an interpretive paradigm through the conduction of qualitative
aesearch and a strategy inspired in the Grounded Theory.

The research identified some of the NPOs sector's challenges in the multicultural and
intercultural context, such as; Language, whether verbal or non-verbal, in different

contexts and cultural diversity. The research classified the competencies needed into four

dimensions as follows; Technical Dimension: Competencies related to the project
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management processes; Dimension of Values and Principles: Competencies driven by the
knowledge and practice of Values and Principles; Dimension of the Attitudes and
Behaviors: Attitudinal and Behavioral Competencies of a Cross-cultural project Manager
and Dimension of the Drivers for Solutions: Competencies developed towards decision-
making, conflict and objectives.

Since there was a shared driver of solutions to overcome specific challen@\n the
intercultural context, for instance, the importance of a previous stud , historical
context" or "historical memory" of the territories where they d lox heir projects to
understand the local cultures and develop a more adeq&%\nd successful project.
Therefore, the Researcher suggested that the need to d@%tmct prior rational notions
would help in understanding host cultures. l@@’%ge of human rights would also
enhance the work of an on-site project m na{@?nother scholar explored the Challenges
and Management of Multicultural ri)ce organizations in Nigeria to contribute to
optimistic social change by pr@fag additional knowledge on managing cultural
conflicts in society*'’. T e}éearcher explored misunderstandings and workplace
inefficiency relat %@Aral differences, often resulting in decreased company
profitability, and how these can be managed.

The Resé%xgdiscovered that cultural conflicts arising from cultural differences could
af@uctivity due to factors such as communication/integration of different cultures,
demoralization of employees, staff not being willing to help other staff members from
other cultures, lack of effective relationships, and lack of Incentive to work. The

Researcher identified various ways to manage multicultural and performance-related

challenges, including organizational practices and culture, communication and
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relationships, and cultural learning and integration. Others include socialization and
cross-cultural performance measurement.

The Researcher then recommended that job rotation on a geographical basis be
introduced; cultural forums should be presented where cultural displays of talents and
peculiar strengths of each culture are displayed, and channels should be created for
effective communication, getting help or counseling, and mentor/mentee %&bship
building. Additionally, employees should avoid those traits that ca. 6@ cultural
conflict and affect productivity. Still, they should incorpor.ate t os'% desired cultural

attitudes/perspectives and adopt a unified performance n@remen‘[ standard. This

should not be culturally biased but based on merit, e@%ﬁce, competence and actual

work performance. QQ

2.4. Conceptual Framework Model
The conceptual framework for this&gr&h study is diagrammatically shown in the
figure 2.4 below. The figure ;%‘blted the two variables of the Study, which are
Intercultural Communicati n%yHealthy Multiethnic Church Management, hinged on
the theoretical fou @r the Study. The first concept, Intercultural Communication,
involves the in{'gt)rs of intercultural communication competency, such as; Foreign
language‘%petence, Cultural distance, Intercultural self-awareness, Knowledge, Skills,
M@%S, Appropriateness, Effectiveness, Contextual relationships and Intercultural
affinity. The highlighted indicators are directly linked to multiethnic church management
procedures: Segregation Management, Cultivation of Identity of Inclusion,

Implementation of a Multilingual Platform, and Formulation of a Multiethnic and

Culturally Intelligent Leadership Team. It implies the ability to know others, to interact
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with people of different cultures effectively, value others' perspectives, and create good
relationships; individuals need to operate within an intercultural environment
effectively*'3.

The second concept, Healthy Multiethnic Church Management, involves the
characteristics of the managed healthy multiethnic church, such as Empowering
Leadership, Gift-based Ministry, Passionate Spirituality, Effective Str@s or
Functional Structures, Inspiring Worship, Holistic Small Grou : '\g@-oriented
Evangelism or Outreach, and Loving Relationships. It also .has ‘%ﬁ{ect link with the
Benefits of Intercultural communication in a multiethni @rch, such as; Divine

Enablement, Pastoral leadership, Christ-exalting °W&g‘ﬁp: Effective evangelism,

Compassionate Ministries, Loving Communi@uing Faith, Personal Ministry,

Leadership Development, God-honorinfq@dship, Missionary Spirit, and Vision-

focused Systems. 't

Finally, Inter-relationship betwee@rcultural Communication and Healthy

Multiethnic Church Managﬁlmmged on three theories of intercultural communication

"
adopted for this Q@r ch is; Communication Accommodation Theory (CAT),
Cultural-level \Q' dividualism-collectivism theory (ICT) and Identity or faces
negotiatiﬁ%ory (INT).
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*Motivations:

*Behavioural Appropriateness:
*Intercultural Effectiveness:
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Fig. 2.4 Conceptual Model for the Study  * @

Source: The Researcher, 2022. ’t

6

2.5. Summary of Gap in ite.r’mre Reviewed

Many concepts r @his study have been reviewed above, from intercultural
communication Qanaging the multiethnic organization for healthy multiethnic
communf%stainability. Intercultural communication was understudied from the
pes of culture and interrelationship to proficiency in communication for
managing a multicultural community. Intercultural communication has been described as
communication between people from two or more different cultures, and a multiethnic

church is made of people of various ethnicities in a congregation. For healthy

management of multiethnic organization globally, the concept of intercultural
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communication competency has to be explored by properly utilizing its indicators and
applying multiethnic management principles.

The literature review also revealed some studies on managing a culturally diverse
workforce from organizational perspectives. Others showed works on diversity
management in Nigeria from corporate and national perspectives. Others also
demonstrated intercultural communication from Western and Asian p%&}mves,
Intercultural Communication competencies from the perspective of i .ég%mal non-
profit organizations, and Cross-cultural project management of \glti%u tural workforce
organizations in foreign land. Furthermore, an author s}@d the Challenges and
Management of Multicultural Workforce organizations &eria.

As revealed in the review of related literature inﬁ%&pter, many studies were done on
intercultural communication and its uti iz@for proficiency in various multiethnic
organizations. There has also b wing research on managing multiethnic
organizations for healthy relatio among the workforce in Nigeria and across the
globe. However, there ar ch.:1 ches and other religious organizations in Nigeria with
members from dif] e%%n groups and cultural backgrounds in the congregations with
little or no study relating to the management of such unique churches.

Invariab@ggap to be filled in this literature, which could be added to the body of
k@ in the field of Intercultural Leadership and Administration, is the provision of
relevant expertise on intercultural communication and management of healthy

Multiethnic church to the leadership and management board of churches, Christian

ministries and Religious organizations, which implies other corporate organizations,
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including governmental ministries, departments, and agencies residing in Nigeria, and to

future researchers that may want to explore this field of study further.

1.

3.

Endnotes

c ation with Edgar Schein: His journey through seven decades of social
@/ ology, anthropology, and organizational life. 2021, 289.

. T. Resane, Moltmann’s Theology in Dialogue as Liberation Theologians
Recieve the Role of Black Theology in Democratic South Africa: HTS
Theologiese Studies/Theological Studies 77.4.2021, 8

E. H, @\in, R. A. Turner, P.A. Schein & T. L. Hayes. 4 long and beautiful
‘0%
c

M. Cremaschi, C. Fioretti, T. Mannarini, S. & Salvatore, S. The Meaning of
Culture. Culture and Policy-Making: Pluralism, Performativity, and Semiotic
Capital. Springer, Cham, 2021, 3-23.

144



10.

11.

12.

13.

14.

15.

16.

M. Quatro & O. Osunkunle. Intercultural Communication Challenges and Its
Effect on Students’ Interpersonal Relationships at a South African University. J
Hum Ecol, 72.1-3. 2020, 36-47.

L. A. Samovar. Communication between Cultures. Canada: Thomson Wadsworth
Keshavarz, Mohammad Hossein (6th Edition), 2018.

S. Ting-Toomey & T. Dorjee. Communicating Across Culture. 2nd edition. New
York: Guilford Press (2" Edition), 2019.

T. O. Adetiba. Dynamics of Ethnic Politics in Nigeria: An Impediufent>to its
Political System. Journal of Economics and Behavioral StudiesN<2. 2019,
132-144

I. Abolarin & J. T. Babalola. Christian Religious Education‘and Integrity: A case
study of Babock University, Nigeria. Koers: °‘Bullétin' for Christian
Scholarship= Koers: Bulletin vir Christelike Wetenskap 35.1. 2020,1-13

W. Griswold. We Can’t Wait Anymore: Yowug “Professionals Engaging in
Education for Sustainability. Adult EducatiomQuarterly 72. 2. 2022, 197-215.

P. Mantello, M. T. Ho, M. H. Nguyen & Q-"H. Vuong. Bosses without a Heart:
Socio-Demographic and Cross-€ltural Determinants of Attitude Toward
Emotional Al in the Workplace. Al &\Society, 38, 1, 2023, 97-119.

M. Kim. Towards New Couegptions of Multicultural Identity in Intercultural
Communication. Empedagles? European Journal for the Philosophy of
Communication 12.2:2021\ 183-202.

G. A. Yep. Becgiiing a Bridge in/through Critical Communication Scholarship.
This Bridge.we~call Communication: Anzalduan Approaches to Theory, Method,
and Praxis\2019;335.

D. A. Ghavez. Strategies Required for Complying with North American Free
Tratle {dgréement. Diss. Walden University, 2021.

W, A. Beach, D. M. Dozier, B. J. Allen, C. Chapman & K. Gutzmer. 4 White
Family’s Oral Storytelling about Cancer Generates more Favorable Evaluations
‘from Black American Audiences. Health Communication, 35. 12, 2020, 1520-
1530.

G. C. Martin. The Effects of Cultural Diversity in the Workplace. Journal of
Diversity Management, 9, 89-92. d0i:10.19030/jdm. v9i12.8974, 2019

T. Mercadal. Organizational Culture. Salem Press Encyclopedia: https:

ebscohostcom.ezp.waldenulibrary.org/login.aspx?direct=true&db=ers& AN=9489
5786&site=eds-live&scope=site, 2018

145


https://search-

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

L. Halverson-Wente. Identity and Intercultural Communication. Developing
Intercultural Communication Competence, 2018.

M. O. Fashagba. The Impact of Insurance on Economic Growth in Nigeria. Afro
Asian Journal of Social Sciences 9.1. 2018, 1-10.

D. Karasev. Dmitriy. The Problem of Structure and Agency and the
Contemporary Sociology of Revolutions and Social Movements." Handbook of
Revolutions in the 21st Century. Springer, Cham, 2022. 201-217. ¢ @

A. C. Stewart. Vernon K. Robbins and His Contributions to So '%}el‘orical
Interpretation. Pillars in the History of Biblical Interpretation: fg@issays on
Prevailing Methods, 3. 2021, 384.

R. Sandberg. The Sociological Dimension of Law® gligion. Research
Handbook on Law and Religion. Edward Elgar Publis 018, 16-35.

N. P. Ramdhany & A. Mustofa. Sex Stereotypi. z)owards Black Gay Man in
Moonlight Movie: A Queer Study. ID urnal on English Language
Teaching and Learning, Linguistics an€ Literature 9. 2, 2021, 53-72.

M. Machin-Autenrieth. The Dynami%%ntercultural Music Making in Granada:
Everyday Multiculturalism and(Moreccdn Integration. Ethnomusicology 64.3.

2020, 422-446. 5

F. J. Kolapo. The CM@}?W Niger and Confluence Area Environment.”
Christian MissionaryNEngagement in Central Nigeria, 1857-1891. Palgrave

Macmillan, Cham&@. 47-83.
'\

B. Bhutw@;g%!. Rasri, N. Jaipranop, N. Jongwuttiwes, A. Lawong & N.
Prathumiat. “The Discourse on Cultural Communication on Meaning, Value,
Identj uth and Otherness: A Case of Word Formation in Administration of
t/w%;eon Long Drum Tradition of Isaan Folklore Good. International Journal
%S ciologies and Anthropologies Science Reviews, 2. 5, 2022, 21-28.

. Wagner, J. Aldemar, & A. Valencia. Developing Intercultural Citizenship and
Intellectual Humility in a German High School. Intercultural Learning in
Language Education and Beyond: Evolving Concepts, Perspectives and
Practices 38. 2022, 96.

J. Paquette, C. Dholandas & D. Beauregard. Canadian Cultural Policy: Policy

Rationale, Values, and Debates." Canadian Cultural Policy in Transition.

Routledge, 2021. 63-82.

146



28. J. W. Neuliep. Intercultural Communication, A contextual Approach, (Seventh
Edition, Sage Publications, Inc., USA, 2018.

29.  R. Zapata-Barrero & T. Cantle. City Governance of Migration and Diversity:
Interculturalism as a City Policy Paradigm. The Routledge Handbook of the
Governance of Migration and Diversity in Cities. Routledge, 2018, 193-203.

30. J. Jetten, S. Dane, E. Williams, S. Liu, C. Haslam, C. Gallois & V. McDonald.
Ageing well in a Foreign Land as a Process of Successful Social Identity
Change. International Journal of Qualitative Studies on Health ah@ell-
being, 13. 1, 2018, 1508198.

31. T. Modood. Can Interculturalism Complement Multiculturalis %lcultural
Education Review 13.4. 2021, 275-284.

32.  J.Jackson. The Language and Intercultural Dimension® cltion Abroad. The
Routledge Handbook of Language and Intercultural unication. Routledge,
2020, 442-456. %

33.  A.J. Gerlach & A. McFadden. Re-Envzs \ln Early Years System of Care
towards Equity in Canada: A Critical, vzew International Journal of
Environmental Research and Publl 19 152022, 9594.

34. M. P. Islam & A. M. Sultan. Inerc ur | Communication: Strategy to Improve
School Competitiveness Ba Public Demand. Journal Obsesi: Jurnal
Pendidikan Anak Usia D1 2022 2886-2895.

35.  D. Bhugun. Interculm%) arenting and the Australian Context. Intercultural
Parenting and Relationships. Palgrave Macmillan, Cham, 2019, 33-45.

36. C. Leone.
Couple

Perspec’t%e.

37. S’.’%ﬂlng, Ecomodding. Understanding and Communicating the Climate Crisis
%C -Creating Commercial Video Games. Communication+ / 8.1 2021, 7.

Maclntosh ’s Review and Discussion of the Psychoanalytic
Journal Literature: A Self Psychological, Intersubjective
sychoanalytic Inquiry 38.5. 2018, 387-398.

38©K.Sorrells, Kathryn. Intercultural Communication: Globalization and Social
Justice. SAGE Publications, Incorporated, 2020.

39. P. Moen. The Uneven Stress of Social Change: Disruptions, Disparities, and
Mental Health. Society and Mental Health, 2022, 21568693221100171.

40. G. F. Soyer. Urie Bronfenbrenner: The Ecology of Human Development. Book
Review. 2019,77-80.

147



41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

O. Guy-Evans, Bronfenbrenner's Ecological Systems Theory. https://www.
simplypsychology. org/Bronfenbrenner. Html, 2020.

G. Rings & S. M. Rasinger. The Cambridge Introduction to Intercultural
Communication. Cambridge University Press, 2022.

L Fathy. Relationship Satisfaction of Middle Eastern Individuals in an Interracial
Relationship. Diss. Alliant International University, 2022

K. Sorrells. Intercultural Communication: Globalization and Social ce.
SAGE Publications, Incorporated, 2020.

R. Singh, K. D. Killian, D. Bhugun & S. T. Tseng. Clinic
Intercultural Couples. The handbook of systemic family ther:
183.

, 2020, 155-

M. Handford, Which culture? A Critical Analysis of [ tural Communication
in Engineering Education. Journal of Englneer ducation. 108.2: 2019,
161-177. doi:10.1002/jee.20254.

L.C. Chung. Crossing boundaries: Cro %l Communication. In K.D. Keith
(Ed), Cross-cultural Psychology: Co ary Themes and Perspectives, 2019,
375-397.

and The Goonies. Unlockin ial Theory with Popular Culture. Springer, Cham,
2021, 83-99.

A. Quickfall. Down Here, Itgg-)' me’: Bronfenbrenner’s Ecological Systems

I. Siraj & R. ang Operatlonallzmg Bronfenbrenner’s PPCT model in

researching hu evelopmem‘ Commentary on Xia, Li and Tudge. Human
Develop
F. Mich Queer Reading of the United States Census." The Life and Afterlife

o@ hborhoods. Springer, Cham, 2021, 61-85.
aiXiuwen & A. BakarRazali. Challenges with Intercultural Communication

51
&ced by International Chinese Students and the Importance of Developing

52.

Intercultural Communicative Competence. Journal of Critical Reviews, 7. 13,
2020. ISSN- 2394-5125

H. Yu, Z. Cai, W. Xie, H. Xiao, S. Zhang & F. Wang. Research on the
Construction of Intelligent Sports Health Management System Based on Internet
of Things and Cloud Computing Technology. Wireless Communications and
Mobile Computing, 2022.

148



53. L Irwandi. Integrating Intercultural Communication Competence in Teaching
Oral Communication Skill. Proceedings of ISELT FBS Universitas Negeri Padang,
5,2017, 246-252.

54. V. P. Quyen. Rethinking Intercultural Communication Competence in English
Language Teaching: A Gap between Lecturers’ Perspectives and Practices in a
Southeast Asian Tertiary Context. Journal on English Language Teaching, 7. 1,
2017, 20-29

55. D. R. Penny. Using Spiritual Direction for Intercultural Developih@An
Integrative Journey. Doctoral dissertation, Garrett-Evangelical ological

Seminary, 2019 . QO

56.  A. A. Abdullayev. System of Information and Communication Technologies in the
Education. Science and world International Scientific JOSI%‘\L 2,2020, 19-21.

57. 1. W. Wohlgemuth. The Development of a Strate elational Disciple-
Making at Henderson Hills Baptist Church, ond, Oklahoma. Diss.
Southeastern Baptist Theological Seminary, 20

58.  N. P. Ramdhany & A. Mustofa. Sex Sﬁ% ing towards Black Gay Man in
Moonlight Movie: A Queer Study. I . Journal on English Language

Teaching and Learning, Lingui:ﬁg{{ Literature 9.2. 2021, 53-72.

59.  J. MacArthur & N. Busenit?, (Bds?). Right Thinking for a Culture in Chaos:
Responding Biblically to T Q% Most Urgent Issues. Harvest House Publishers,

2023 Q)
60. A. K. LC. 4 Call f rwersal Harmony: The New Song in Scripture, Patristic
Commentary, an u?gy Antiphon: A Journal for Liturgical Renewal, 26. 2,

Fo ca. 1420-1620: Discourses and Strategies of Observance and
Engagement. Leiden and Boston: Brill. ISBN: 978-90-04-30994-4.

bl of  contents available online at http://www. brill.
/products/book/religious-orders-and-religious-identity-formation-ca ~ 1420-
1620." Speculum 93.2. 2018.

2022, IOS@Q
61. . Réhr%ste ;7 B. Roest & J. Uphoff, eds., Religious Orders and Religious Identity

62.  B. Izzulhaq & M. B. Simanjuntak. The Importance of Communication in the
Family” Ali and the Queen of Queens”. LITERACY: International Scientific
Journals of Social, Education, Humanities, 1. 2, 2022, 45-56.

63. J. MacArthur & N. Busenitz (Eds.). Right Thinking for a Culture in Chaos:

Responding Biblically to Today's Most Urgent Issues. Harvest House Publishers,
2023.

149



64.  W. E. Boyce. OQutsiders on the Inside: Understanding Racial Fatigue, Racial
Resilience, and Racial Hospitality in Our Churches. Wipf and Stock Publishers,
2022.

65. O. Tolliver, Creating a Transformational Model that Bridges the Gap between
Church and Community. Diss. South University, 2020.

66. C. Polke. Reset in God's Presence: Moving from Religion to Relationship for
Emotional and Spiritual Fitness. WestBow Press, 2022. &

67. A. Vanni. Charitable Activities in the Sixteenth Century: Early Th % Identity
under Carafa. Journal of Religious History, 2022. %

68. D. W. Stacks, M. B. Salwen, K. C. Eichhorn. An Integrated Approach to
Communication to Theory and Research. New York: Ro ‘&e‘ e, 2019.

69. D. Hassan. An Integrated Approach to the Pro, é¢ ramework of Analysis.
Bilingual Creativity and Arab Contact them lgrave Macmillan, Cham,
2022, 21-45.

70. L. Chen. Intercultural Commumcatton Q Walter de Gruyter GmbH and Co

KG., 2017.
71.  D. Xiaodong, and C. Guo- ds Conflict Management and Intercultural
Communication: The Art of ultuml Harmony. Taylor & Francis, 2022.

72. J. W. Neuliep. Int r%)ral Communication: A Contextual Approach, (Seventh
Edition): Sage Publi ﬁ‘ons, Inc., USA, 2018.

73. L. Piller. I@M al Communication: A Critical Introduction (2nd edn.),
Edinbut’g&:} inburgh University Press, 2017.

74. C%\endran. Does Intercultural Communication Competence Really Matter
onig Malaysian Undergraduates? Asian Journal of Research in Education
d Social Sciences 4.2. 2022, 1-8.

75. L. E. Klyukanov. Principles of Intercultural Communication: Routledge, 2020.

76. S. Lopez-Rocha. Refocusing the Development of Critical Intercultural

Competence in Higher Education: Challenges and Opportunities. Language and
Intercultural Communication, 21.1. 2021, 118-131

150



77. A. Matveev. The Intercultural Competence Models: In Intercultural Competence
in Organizations and Management for Professionals. Springer, Cham.
https://doi.org/10.1007/978-3-319-45701-7 3. 2017.

78. K. Laichi. The Use of the Culture Triangle to Enhance Cultural Awareness in
Teaching English as a Foreign Language The Case of First-Year Students of
English at Barika University Center (Doctoral dissertation, Université de Batna 2.

2022.

79. S. R. Jimerson & C. Chen. Multicultural and Cross-Cultural Consider:
Understanding Student Engagement in Schools: Promoting the Dev nt of
Diverse Students around the World. In Handbook of Resea.rc Student
Engagement: Springer, Cham. 2022, 629-646. §

80. M. H. H. Algburi. The Effect of Manager's Commumca jon Skills (Empathy,
Positivity and Equality) on Employees’ Job Satzsfactton s thesis, Altinbas
Universitesi/Lisansiistii Egitim Enstitiis i, 2022. %

81. M. H. Lin, C. Y. Wu & H. C. Hsu. Explo ﬂ&%e Experiences of Cultural
Competence among Clinical Nurses in Ta pplled Nursing Research, 45,
2019, 6-11. 6

82. C. R. Barnhill, N. L. Smith & BXD=Oja. Communication in Organization:
In Organizational Behavior in Spor. nagement, Palgrave Macmillan, Cham,

2021, 49-58. %

83. M. Colley, J. H. Belz (b' Rukzio. Investigating the Effects of Feedback
Communication of Aﬁg@mous Vehicles. In 13th International Conference on

Automotive User‘h%rf ces and Interactive Vehicular Applications, 2021, 263-
273. '\

84. K. Bala nfluence of Cultural Dimensions on Intercultural
Communi tyles: Ethnicity in a Moderating Role. Journal of
Commuunication, Language and Culture, 2022, 291

85. S’.%lguzoh. Communication Competencies, Culture and SDGs: Effective
cesses to Cross-Cultural Communication. Humanities and Social Sciences
mmunications, 9. 1, 2022, 1-11.

86.  J. Jenkins, W. Baker & M. Dewey. The Routledge Handbook of English as a
Lingua Franca. New York: Routledge, 2018.

87.  F. M. Reimers & K. C. Connie (ed). Teaching and Learning for the Twenty-First
Century: Educational Goals, Policies, and Curricula from Six Nations. Harvard

Education Press, 2019.

88. M. Dooly & V. R. Claudia. Bridging across Languages and Cultures in

151


https://doi.org/10.1007/978-3-319-45701-7_3.%202017

Everyday Lives: An Expanding Role for Critical Intercultural Communication.
Language and Intercultural Communication 18.1. 2018, 1-8.

89. C. Roofe, M. Kulwinder & G. S. Sudha. From Classroom Teacher to Teacher
Educator: Critical Insights and Experiences of Beginning Teacher Educators

from Jamaica, England and United Arab Emirates. Power and Education, 2022,
17577438221112536.

90. J. R. Baldwin. A Methodological Nomad and an Accidental Scholar.
Communication Studies, 69.4. 2018, 358-361. ° @

91. M. Byram. An Essay on Internationalism in Foreign Langua %}cation.
Intercultural communication education. 1.2. 2018, 64-82. @O

92.  D. K. Deardorff. Manual for Developing Intercultural <Competencies: Story
Circles. Routledge, 2019. ° )\\a 9

93.  D. A. Gathers & C. W. Fields. Culturally Relevant éogy Analysis of Cultural
Dispositions in Teacher Education. In Dispositi evelopment and Assessment
in Teacher Preparation Programs, 2022% 1GI Global.

94. 1. Oana-Antonia. The Intercultur mpetence. Developing Effective
Intercultural Communication ék% Sciendo; International Conference
25
9 5

Knowledge-Based Organizatio 019.
95. S. Suyono. Investigating In ural Communication among Islamic Indonesian
Tertiary English Foreig guage Educators (Doctoral dissertation, Victoria

University, 2021. \)

96. M. Byram & %(ﬂ’ubeva. Conceptualising Intercultural (Communicative)
Competenc. Intercultural Citizenship. In The Routledge Handbook of
Language'and Intercultural Communication, Routledge. 2020, 70-85.

ing Peer Learning in a Multicultural Environment. Interactive Learning

97. D. i@ *Levi & S. Chen. Hebrew in Tel Aviv, Beijing, Denver, and Melbourne:
AS%M
@Vi onments, 2022, 1-12.

989]. Easton. Implementing Regional Citrate Anticoagulation in Continuous Renal
Replacement Therapy: A Case-Study of Investigating How Cultural and
Behavioural Factors Influence Practice Change within an Intensive Care Setting.
Doctoral dissertation, Bangor University, United Kingdom, 2022

99.  B. W. Swider, T. B. Harris & Q. Gong. First Impression Effects in Organizational
Psychology. Journal of Applied Psychology, 107. 3, 2022, 346.

100. S. Lacoste, K. Zidani & J. M. Cuevas. Lateral Collaboration and Boundary-

152



Spanning From a Global Leadership Perspective: The Case of Global Account
Managers. Journal of World Business, 57. 3, 2022, 101288.

101. S. Bonesso, L. Cortellazzo & F. Gerli. Behavioral Competencies for Innovation:
Using Emotional Intelligence to Foster Innovation. Springer Nature, 2020

102. A. Potolia & M. Derivry-Plard (Eds.). Virtual Exchange for Intercultural
Language Learning and Teaching: Fostering Communication for the Digital Age.
Taylor & Francis, 2022.

103. L. Kuklick & M. A. Lindner. Computer-Based Knowledge of Results Fx }ack in
Different Delivery Modes: Effects on Performance, Motivation, an jevement
Emotions. Contemporary Educational Psychology, 67, 2021, 10

104. A. Potolia & M. Derivry-Plard (Eds). Virtual Exchamge_for Intercultural
Language Learning and Teaching: Fostering Communt %’3

or the Digital Age.
Taylor & Francis, 2022. @

105. L. Davidson & L. Pérez-Castellanos. Cosmop@ ‘Ambassadors: International
Exhibitions, Cultural Diplomacy and t}VQP ntral Museum. Vernon Press.

2019.

106.  A. Nawaz, F. G. Gilal, K. A. Chan %VR G. Gilal. Going deep into a leader’s
integrity: A Systematic Review @ ay Forward. European Management
Journal, 2022.

107. B. Breninger. 4 Perceptua itecture of Intercultural Competence: Avenues
for Tracking Cultural Ex, . Cambridge Scholars Publishing. 2021.

108. E. E. Sackey. Stre th}ﬁg Organizational Performance through Integration of
Systems LeadersiipaPurticipatory Communication, and Dynamic Capabilities.

Doctoral dt? ,“Antioch University. 2021.

109. E. AivakkNaVveh, L. Rothschild-Yakar & J. Kurman. Keeping Culture in Mind: A
ic” Review and Initial Conceptualization of Mentalizing from a Cross-
Perspective. Clinical Psychology: Science and Practice, 26. 4, 2019,

300.

11@[\/1. C. Pucheta-Martinez & 1. Gallego—Alvarez. Corporate Environmental
Disclosure Practices in Different National Contexts: The Influence of Cultural
Dimensions. Organization & Environment, 33. 4, 2020, 597-623.

111. M. Paais & J. R. Pattiruhu. Effect of motivation, leadership, and organizational

culture on satisfaction and employee performance. The Journal of Asian
Finance, Economics and Business, 7. 8, 2020, 577-588.

153



112. N. Ray. Thinking Through Twentieth-Century Architecture. Taylor & Francis,
2023.

113. M. T. S. B. Shahball. The Impact and Influential Factors of Social Media on
Purchasing Behavior in Turkish Real Estate Sector. Master's thesis, Altinbas
Universitesi/Lisansiistii Egitim Enstitiisii, 2022.

114. J. X. Kasperson & R. E. Kasperson. Corporate Culture and Technology Transfer.
In The Social Contours of Risk. Routledge, 2022, 118-143.

115. M. Lehrer & L. Segal. The Stewardship Organization: Essential Cha@ istics
and Conditions of Feasibility. American Journal of Business, 2(120%

116. R. S. Bisel & D. L. Bisel. Organizational Constitution in kn epreneursth
Movable Type. Taylor & Francis, 2022.

[ ) “
117. V. Peltokorpi & L. E. Zhang. Host Country Culture nguage Identification,
and their Workplace Manifestations: A Study on ate Expatriates in China
and Japan. Journal of International Manag ,28. 3, 2022, 100926.

118. G. Magnani & D. Gioia. Using the GZOI% dology in International Business
and Entrepreneurship Research. International Business Review, 2022, 102097.

119. E. S. Afanaseva, M. M. Omaro@ inin. Features of Research on Gender
Aspects of Management Act Entrepreneurial Structures. In International
Scientific and Practica ence Strategy of Development of Regional
Ecosystems "Educatlon-@e Industry”" (ISPCR 2021). Atlantis Press. 2022,

539-544

120.  G. Maheshwarij ‘%R Nayak. Women Leadership in Vietnamese Higher
Education Insty s: An Exploratory Study on Barriers and Enablers for
Career cement. Educational Management Administration &

0.5,2022, 758-775.

Leadeer),

121. oschls Marketing to the Aging Population: Strategies and Tools for
@m anies in Various Industries. Springer Nature. 2022.

IZSI\Jikkei Asian Review. Japan's Workforce Expected to Drip 20% by 2040 Unless
Economy Grows. Nikkei Asian Review, 15 Jan, 2019.

123.  OECD. Further Reforms in Japan Needed to Meet the Challenges of Population

Ageing Aad High Public Debt. OECD Economic Survey of Japan, 15 April, 2019,
published online at http://www.oecd.org

154


http://www.oecd.org

124.  H. K. Mohajan. Germany is Ahead to Implement Sustainable Circular
Economy. Journal of Economic Development, Environment and People, 10. 2,
2021, 46-64.

125. C. A. Agu. Exploring the Standards American Executive Leaders Need to
Develop Successful Infrastructure Projects in Sub-Saharan Africa. Doctoral

dissertation, Colorado Technical University, 2020.

126.  B. Akanji, C. Mordi, H. Ajonbadi & O. D. Adekoya. Exploring Cultural Values

Ii Conflict Management: A Qualitative Study of University H of
Departments. Qualitative Research in Organizations and Managefent: An
International Journal, 16. 2, 2021, 350-369. .

127.  G. Hynes. Interpersonal Communication in the Diverse Wo@e: Get Along,
Get It Done, Get Ahead. Taylor & Francis, 2023 N

128. J. F. Moore, K. Rong & R. Zhang. The Human Ec m. Journal of Digital
Economy, 1. 1, 2022, 53-72.

129.  H. Song, Z. Zhao & A. Varma. The Im ag@& Sustainable Input on Regional
Innovation Performance: Moderatmg of Policy Support and Cultural
Value. Sustainability, 14. 19, 2022 12

130. L.J. Trautman, S. Butler, F. R. han . Hooper, R. McCray & R. Simmons, R.
Corporate Directors: Who e, What They Do, Cyber Risk and Other
Challenges. Buft. L. Revievzb‘ 022, 459.

131. H. Xian, N. Jiang wcAdam. Negotiating the Female Successor—Leader
Role within Family Business Succession in China. International Small Business

Journal, 39. 2, 57-183.

132. L Oana—@‘? The Intercultural Competence. Developing Effective
Intercu ommumcatzon Skills. International conference Knowledge-based
n. 25.2,2019.

133. " Petrovi€. Acquisition of Intercultural Competence in the Framework of
@lton Bennett'developmental Model of Intercultural Sensitivity (DMIS).
GodiSnjak Pedagoskog fakulteta u Vranju, 9. 2, 2018, 27-44.
134.  S. GizemGiingavd. Level of Intercultural Competence of International Students at
Kocaeli University. Universal Journal of Educational Research 4. 12A, 39-45,
2016 http://www.hrpub.org DOI: 10.13189/ujer.2016.041306

135. R. Rawal, Rajash, & D. K. Deardorff. Intercultural Competences for All.

Reshaping International Teaching and Learning in Higher Education. Routledge,
2021, 46-59.

155



136.

137.

138.

139.

140.

141.

142.

143.

N. O. Orunbon, R. O. Lawal, M. M. Isaac-Philips & R. 1. Salaudeen. Toxic
Leadership, Teachers’ Job Satisfaction and Organisational Commitment in Lagos

State Tertiary Institutions, Nigeria. Journal of Educational Sciences 6.1. 2022,
66-78.

M. Wagner & M. Byram. Intercultural Citizenship. In Y.Y. Kim (Ed.). The
International Encyclopedia of Intercultural Communication New York:

JohnWiley& Sons. 2017, 1-6.

I. Oana-Antonia. The Intercultural Competence. Developin ctive
Intercultural Communication  Skills. Sciendo; International ference
Knowledge-Based Organization. 25. 2, 2019. '\

Kulesh, I. V. Malyshev & A. V. Chernaya. Intercy ompetence as a
Predictor of Adaptation of Foreign Students. Cult istorical Psychology,
17.1. 2021, 102-112. @

V. V. Gritsenko, O. E. Khukhlaev, R. I. Zinurova, V. \‘/%I}(%lstantinov, E. V.
s

Foundation for Successful Intercultural ication. Creativity Studies 14.1

2021, 197-217. %
L The \z

Oana-Antonia. Competence. Developing Effective

Im‘e@a
Intercultural Communicati llIs. Sciendo; International Conference
Knowledge-Based Organiza‘f.'b‘ 25.2,2019.

J. Braslauskas. Developing Intercultura etences and Creativity: The

Y. Chunyu. Construé'&&g Model of Intercultural Competence for Language

Learners in the Context’ of English as a Foreign Language. Curriculum and
Teaching Meth@&gﬁz 4.5.2021, 15-22.

A. CaputoCOr%/o 0, N. Amoo & C. Menke. The Relationship between Cultural
Values, xCulttral Intelligence and Negotiation Styles. Journal of Business

rs of Economic Reforms in the Republic of Moldova: Economic Progress via

R}@, 9,2019, 23-36.
14@(—) u. Intercultural Competence: Foreign Language Teachers’ Perspective. 30
a

145.

146.

nnovation and Competitiveness. 2. 2022.

C. Halpern, B. Halpern, and A. Hasan. International Students’ Lived Experiences
with Intercultural Competence in a Southwest Florida University. International
Journal of Multicultural Education 24.1. 2022, 47-67.

O. S. Ogunjobi. The Nexus between Intercultural Communication and Peaceful
Co-Existence in a Multi-Cultural State. Lakhomi Journal Scientific Journal of
Culture, 3. 2, 2022, 68-77.

156



147.  Rao, Ramesh N. Is this not Racism, Religious Supremacy, and Ethnocentrism? An
Analysis of Two Editions of an Intercultural Communication Textbook. China
Media Research 17.1. 2021.

148. R. Gordon & M. Mwavita. Evaluating the International Dimension in an
Undergraduate Curriculum by Assessing Students’ Intercultural Sensitivity.
Studies in Educational Evaluation, 59, 2018, 76-83.

149. L. Kostic. ESL for Adult Learners: Pre-Employment and Post-Employmé@lls
Doctoral dissertation, California State University, Sacramento, 2022.

150. Y. Kim. Cross-Cultural Adaptation’, in Oxford Research pedza of
Communication; https://oxfordre.com/communication/view/10. crefore/9780

190228613.001.0001/acrefore—9780190228613—e—21, 20 17

151. Y. Kim. Integrative Communication Theory of Crosss ral Adaptatzon in Y.
Y. Kim (Ed). The International Enc;%p dia Intercultural
Communication.https.//oxfordre. com/communtc iew/10.1 093/acref0re/9 780
190228613.001.0001/acrefore—9780190 % 21 ,2017a

152. J. Jackson. The Routledge Hand, of Language and Intercultural

Communication. New Y ork: Rout!c
153. S. Nomnian. Thai Doctoral " Layers of Identity Options through Social
Acculturation in Australia. ian Journal of South-East Asian Studies, 11. 1,

2018, 99-116 Q)

154. M. J. Bennett. he\gtercultural Viability TM Indicator: Constructivist
Assessment  of anizational  Intercultural Competencel. Journal —of
Intercultural nication & Interactions Research 1.1. 2021, 55-82.

rgjlntercultural Communication: Differences between Western and

155. L. C
Asi &ective. Centria Universityof Applied Sciences, 2016.

156. dler. & J. Graham. Cross-Cultural Interaction: The International
@mparison Fallacy? In: Language in International Business. JIBS Special
Collections. Cham: Palgrave MacMillan, 2017, 33-58.
157. K. Bista. Roles of international student advisors: Literature and practice in
American higher education. International Education, 44. 2, 2015, 87-101.
https://works.bepress.com/bista/41/

158. A. Caputo, O. Ayoko, N. Amoo & Menke, C. The Relationship between Cultural

Values, Cultural Intelligence and Negotiation Styles. Journal of Business
Research, 99, 2019, 23-36.

157



159.

160.

161.

162.

163.

164.

165.

166.

L. Huang. Co-Curricular Activity-Based Intercultural Competence Development:
Students’ Outcome of Internationalization at Universities. Innovations in
Education and Teaching International, 54. 3, 2017, 184-193.

M. D. Devi. Integration of Intercultural Competence and Language Skills to EFL
Learners in Indian Context. Annals of the Romanian Society for Cell Biology
2021, 1378-1384.

E. Obrador, R. Salvador-Palmer, R. Lopez-Blanch, A. Jihad-Jebbar, S. %ﬂés
& J. M. Estrela. The Link between Oxidative Stress, Redox Status, Biofuepgetics

and Mitochondria in the Pathophysiology of ALS. Internation rnal of
Molecular Sciences, 22. 12, 2021, 6352. '\

S. Nomnian. Synergizing Transcultural Learning of Global nglzshes.‘ Voices Of
Chinese Exchange Students in a Thai University. B@ k: ELT Education
(Thailand). 2018. CD

P. Finuras. Culture Differences and Tr@zjournal of Intercultural
Management and Ethics, 4, 2019, 5-12 Q

B. Mu, S. Berka, L. Erickson & 1. P¢rez=lbanez. Individual Experiences that
Affect Students’ Development of* [tereultural Competence in Study Abroad.
International Journal of Intercultu elations, 89. 2022, 30-41.

E. Dinkevych, R. Wilken, T c, F. Jacob, F. and N. Prime. Can Outnumbered
Negotiators Succeed? Case of Intercultural Business Negotiations.
International Businesw w, 26. 3, 2017, 592-603

%w

A. Fahira@Komalasari. The Development of Intercultural Communication
Compet%e n English Language Learning Context: Case of Literature for

Yo nd Older Children Course. UC Journal: ELT, Linguistics and
Li re Journal, 2.2. 2021, 73-74.

léigNQreault, S., Bétrisey, C., Brisset, C., Gulfi, A., Schaer, M., Leanza, Y., & Kiihne,

168.

Intercultural Experiences Prior to the Educational Program: Occupational
Therapy and Social Work Students. Journal of Culture and Values in
Education, 4.1. 2021, 15-33.

M. Esen. Critical Thinking and Intercultural Competence: Review, Use, and
Classification of the 21st Century Skills in Intercultural EFL Education. Annals
of the Romanian Society for Cell Biology, 2021, 1378-1384

158



169.

170.

171.

172.

173.

174.

175.

176.

177.

K. Sharma. Lost in Translation? Why there is a Need for Stronger Cultural
Competency and Awareness in Punjabi Spousal Sponsorship Immigration
Application Decisions. MS thesis. 2022.

M. F. Hamamouche, N. Faysse, M. Kuper, C. Lejars, M. Errahj, Z. Kadiri & A.
Benmihoub. Local Development Organisations in Saharan Regions of North

Africa: Expanding Horizons. Journal of International Development 35. 1, 2020,
79-96.

M. Rozkwitalska, L. Sutkowski & Magala, S. Intercultural Interactzoh the

Multicultural Workplace. st ed. Switzerland: Springer International 1ng,
2017.

R. Casafi-Pitarch & M. A. Candel-Mora. Developing Languuage,” Content, and
Digital Competence through International Telecollabo tzve Project Work.
Teaching English with Technology, 21.1. 2021, 29-47. &‘

L. Havrilova, O. Beskorsa, O. Ishutina, H. Kapnin& Topolnyk. Introduction
of Intercultural Communication Studies into urriculum of Pedagogical

University. Revista Romaneasca pentr tle Multidimensionala, 13.3.
2021, 448-467. %

S. Ting-Toomey & T. Dorjee. Co @ftmg Across Culture. 2nd Edition. New
York: Guilford Press, 2019. ‘

M. Vavrus. Teaching Ant l-g m: A Critical Multicultural Pedagogy for Civic

Engagement. Teachers C Press, 2022.

M. Wagner & yr m. Intercultural Citizenship. In Y.Y. Kim (Ed.), The
Internatzonal E "edla of Intercultural Communication New York: John
Wlley&

S L. H e es. A Critical Review of the Role of Texts in Fostering Intercultural

@ tive Competence in the English Language Classroom. Educational
Review, 33. 2021, 100390.

l@daoul, Mounya. Raising EFL Teachers’ Awareness about the Enhancement of
L

179.

180.

earners’ Intercultural ~Communication through Teaching Intercultural
Linguistics. Annals of the Romanian Society for Cell Biology, 2021, 1378-1384

F. Samifanni & R. L. R. Gumanit. Interdependent Theory of Intercultural
Communication Competence. European Journal of Education Studies 8.11

2021.

C. Geertz. The Interpretation of Cultures. UK: Hechette, 2017.

159



181.

182.

183.

184.

185.

186.

187.

188.

P. M. Rajan, S. Alam, K. K. Kia & C. R. S. Subramaniam. Predicting
Intercultural Communication in Malaysian Public Universities from the
Perspective of Anxiety/Uncertainty Management (AUM) Theory. Journal of
Intercultural Communication 21.1. 2021, 62-79.

J. Soliz, H. Giles, and J. Gasiorek. Communication Accommodation Theory:
Converging Toward an Understanding of Communication Adaptation in

Interpersonal Relationships Engaging Theories in Interpersonal Communication.
Routledge, 2021, 130-142.

H. Lu & C. Marciniak. The Role of Persuasive Communication to %}%am
Competence and Development: The Role of Persuasive Commu The
Journal of Worker Competence and Performance (JWCP) 1,22-29

S. Hasibuan. The Effect of Organizational Culture, Pri % Leadership and
Motivation on Teacher Performance in Madrasah.* ‘ﬁANZIM Journal
Management Pendidikan Islam, 6. 1, 2022, 41-53.) %

S. Masih, V. Raju & S. Saher. Integrated Appm@%fSelf Focused Humor Styles
at Workplace: The Role of Trust in eq@ Journal of Positive School
Psychology, 6. 2, 2022, 1497-1509. 6

Communication, Leadership ployee Commitment in Organizational

M. A. Ramos-Magies & M@? ortas The Effects of Organizational
Change in the Hospitality Se

B. Wild. Leadership In Aég' ual Working Environment: A Thesis Presented In
Partial Fulfillment o equirements For The Degree of Master of Arts in
Industrial/Organisationa Psychology at Massey University, Albany, New
Zealand (Doctor sertation, Massey University), 2022

N. E. C@(ﬁn. Change Management Leadership and Its Impact On
Employ esistance To Change: Case Study of Selected Automobile

«% in the Durban Metropolitan Region of Kwazulu-Natal (South
octoral dissertation), 2022.

E@V Roman, M. Van Wart, X. Wang, C. Liu, S. Kim & A. McCarthy. Defining
L

190.

191.

eadership As Competence in ICT Mediated Communications: An Exploratory
Assessment. Public Administration Review, 79. 6, 2019, 853-866.

J. Bastida Diaz. Leadership Perspectives on Corporate Governance Issues: An
Action Research Study of a Diversified Privately-Owned Family Business in
Mexico (Doctoral dissertation, University of Liverpool). 2021.

D. K. Deardorff. Manual for Developing Intercultural Competencies: Story
Circles. Routledge. 2019.

160



192.

193.

194.

195.

196.

197.

198.

199.

200.

201.

202.

D. A. Nani & V. A. D. Safitri. Exploring the Relationship between Formal
Management Control Systems, Organisational Performance and Innovation: The
Role of Leadership Characteristics. Asian Journal of Business and
Accounting, 14. 1, 2021, 207-224.

B. Honig. Exploring the Intersection of Transnational, Ethnic and Migration
Entrepreneurship. In Diaspora Governance and Transnational Entrepreneurship.

Routledge. 2021, 16-32

M. Brauer, A. Dumesnil & M. R. Campbell. Using a Social Marketin
to Develop a Pro-Diversity Intervention. Journal of Social Marketing~2021.

I. H. Inegbedion, E. Sunday, A. Asaleye, A. Lawal & A. A‘%h_]l Managing
Diversity  for Organizational Efficiency. Sage Open,_10. 1, 2020,
2158244019900173. ° §"

O. O. Oyedele. Workforce Diversity Management @&erformance in Food and
Beverage Industry in Lagos State, Nigeria (D dissertation, Kwara State

University (Nigeria), 2019.

S. A. Kowo. Impact of Employee’s on Organizational Performance of
Selected  Multinational  Foo —P@%mg Industries in  South  West
Nigeria (Doctoral dissertation, Kiwar

afe University (Nigeria), 2021.
R.F.P.B. Obiefuna & C. L . Chapter Thirty Six: Diversity in Nigeria and
the Role of Music in Pea Iding. Festschrift in Honour of the Music Maestra
Professor Young-Soo&yuke, 2022, 306-313.

R. Bendl, A. ischmann & A. Schmidt. Inclusion done differently?
Representa 0 clusion and Exclusion in the Discourse of Alternative
Organzzaés) rganization, 2022, 13505084221085902.

e@ iciené & A. Burinskiené. Accelerating Cultural Dimensions at
In ional Companies in the Evidence of
@er ationalisation. Sustainability, 14. 3, 2022, 1524.

. Russo, D. L. Ott & M. Moeller. Is There a Place for Neurodiversity in the
Talent Pool? In Diversity in Action. Emerald Publishing Limited. 2022, 264-285.

M. M. Domenech Rodriguez, A. K. Reveles, K. Litson, C. A. Patterson & A. L.
Viazquez. Development of the awareness, skills, knowledge: General (ASK-G)

scale for measuring cultural competence in the general population. Plos one, 17.
9,2022, e0274505.

161



203.

204.

205.

206.

207.

208.

209.

210.

211.

D. W. Sue, D. Sue, H. A. Neville & L. Smith. Counseling The Culturally Diverse:
Theory and practice. John Wiley & Sons. 2022.

D. G. Papademetriou & M. Benton. Rebuilding Community after Crisis: Striking
a New Social Contract for Diverse Societies. Council Statement, Meeting of the
Transatlantic Council on Migration, 20th Plenary Meeting. Washington, Dc:
Migration Policy Institute. 2020.

D. M. Coleman, L. A. Dossett & J. B. Dimick. Building High Performing Teams:
Opportunities and Challenges of Inclusive Recruitment Practices. JO\;@ of
Vascular Surgery, 74. 2, 2021, 86S-92S.

Z. Dossan. Refugee Crisis in North America: Comparative @@dy of the

United States and Canada. J. Pol. & L., 14, 2021, 59.

D. Ivanov & A. Dolgui. The Shortage Economy and Its% chtions For Supply
Chain and Operations Management. Internation rnal of Production
Research, 60. 24, 2022, 7141-7154 %

A. Papageorgiou. Exploring Everyday E. e@es of Entrepreneurial Labour:
Gender and Work in Collaborative V%@ es of Athens. Gender, Place &
Culture, 2022, 1-21.

W. F. Eadie. When Communica@}%we a Discipline. Rowman & Littlefield.
2021 't

Z. Xie, J. Wang & L. Mia®. Big-data and Emerging Market Firms’ Innovation in
an Open Economy:g? iversification Strategy Perspective. Technological
[ Change, 2021, 173. 121091.

Discoura roup Inclusion. Group & Organization Management, 47. 4,

2022, 73{'

Forecasting and Sj)%
"
L. M. SI;%%% . Chung. Inclusive Leadership: How Leaders Sustain or

212. Lﬂ@an Devadas. Managing in Diversity: the Major Domain and

213.

214.

nteémporary Transitions. In Facets of Managing in Cross-Cultural Diversity;
dawnictwo Uniwersytetu L.odzkiego. 2021

T. Coleman. Harnessing Diversity to Accommodate the Global Business
Environment (Doctoral dissertation, Walden University), 2021

J. Syed & M. Tariq. Global Diversity Management. In Oxford Research
Encyclopedia of Business and Management.2017.

162



215.

216.

217.

218.

219.

220.

221.

222.

223.

224.

225.

E. Aydin & E. Ozeren. Rethinking Workforce Diversity Research through Critical
Perspectives: Emerging Patterns and Research Agenda. Business & Management
Studies: An International Journal, 6. 3, 2018, 650-670.

Y. J. Qin. Stakeholder Pressures and Corporate Practice of Environmental
Responsibility: Evidence of Corporate Environmental Reporting and Investment
in China (Doctoral Dissertation), 2022.

J. Siegel, L. Pyun & B. Y. Cheo. Multinational Firms, Labor Market
Discrimination and the Capture of Outsider’s Advantage by Exploiting fh{@cial
Divide. Administrative Science Quarterly, 64. 2, 2019, 370-397. '&

K. Jonsen, S. Point, E. K. Kelan & A. Grieble. Diversity and Inchidi randing:
A Five-Country Comparison of Corporate Websites. The International Journal
of Human Resource Management, 32. 3, 2021, 616-649.

A. F. Fieldsend, E. Varga, S. Bird, S. Von Miinchha \& A. M. Héring. Multi-
Actor Co-Innovation Partnerships in Agriculture, K and Related Sectors in
Europe: Contrasting Approaches To Implementatiori*Agricultural Systems, 2022,

202. 103472. Q

T. Kollen. Worshipping Equality as Or Qﬁional Idolatry? A Nietzschean View
of the Normative  Foundgti of the Diversity  Management
Paradigm. Scandinavian Journal of Wlahagement, 36. 2, 2020, 101108.

%aasch. The Architecture of Arguments in Global
g Populations and Discourses of International
cies. In International Organizations in Global Social

cmillan, Cham. 2021, 3-28.

D. Niemann, K. Martens,
Social Governance: Ex
Organizations in Soci

Governance. Palgraye

"
M. Sud &.P ‘%an. Leapfrog: Six Practices to Thrive at Work. Penguin
Random House¢“India Private Limited, 2022.
M. C. Bgt;c & M. C. Branco. Corporate Social Responsibility, the Fight against
Co @ and Tax Behaviour. Springer. 2021.

E> Olsen, P. Gahan, M. Adamovic, D. Choi, B. Harley, J. Healy, & M.

eilacker. When the Minority Rules: Leveraging Difference while Facilitating
Congruence for Cultural Minority Senior Leaders. Journal of International
Management, 28 (2), 2022, 100886.

N. Renwick & J. Gu. China’s Global Role: Knowledge and Policy Diffusion.

In Brazil and China in Knowledge and Policy Transfer. Palgrave Macmillan,
Cham. 2022, 107-152.

163



226.

227.

228.

229.

230.

231.

232.

233.

234.

235.

L. Delport. Exploring Social Desirability and Impression Management amongst
Afrikaans Coloured Employees (Doctoral dissertation, North-West University
(South Africa), 2020.

S. Jhally. The Political Economy of Culture. In Cultural Politics of Contemporary
America. Routledge, 2020, 65-81.

S. Yadav & U. Lenka. Diversity Management: A Systematic Review. Equality,
Diversity and Inclusion: An International Journal, 39. §, 2020, 901-929.

H. Yeganeh, H. (2019). An Analysis of Emerging Trends and T ransfo@vns in
Global Healthcare. International Journal of Health Governance,

Y

C. Miller & K. S. Bakar. Conflict Events Worldwide Since 14 . Introducing
the Historical Conflict Event Dataset. Journal of Conflict Resolution, 2022,
00220027221119085. ° ‘\\a "

D. M. Anglin, S. Ereshefsky, M. J. Klaunig, M. A. %vater,T. A. Niendam, L.
M. Ellman & E. van der Ven. From Womb te Neighborhood: A Racial Analysis

of Social Determinants of Psychosis in th fad States. American Journal of
Psychiatry, 178. 7, 2021, 599-610. Q

H. Yeganeh. An Analysis of Em rends and Transformations in Global
Healthcare. International Jour@ ealth Governance, 2019.

J. M. Geredien. Prag@:}n and  Socio-Political Movement toward
Solidarity. Pragmatism, S@ lity and Society, 2021, 147-176.

B. Nunes & D. em Supply Chain Research Issues in Developing and
Emerging Indus, Bconomies. Handbook of Research Methods for Supply
Chain Man & 022, 404-423.

B. Padi&. Olmos-Alcaraz. Exploring Cultural Policies in Southern Europe
Fr % Lens of Conviviality in Contexts of Super-Diversity. SN Social
c s, 2. 12,2022, 1-17

23@. Dias. Environmental Thinking and Indigenous Arts in Brazil Today. Journal

237.

238.

of Latin American Cultural Studies, 31. 1, 2022, 141-157.

T. Koellen. Diversity Management: A Critical Review and Agenda For The
Future. Journal of Management Inquiry, 30. 3, 2021, 259-272.

Y. Lai & A. Li. Migrant Workers an A Global City: The Case of Contemporary
Hong Kong. Asian Education and Development Studies, 10. 1, 2019, 17-26.

164



239. C. Morfaki & A. Morfaki. Managing Workforce Diversity and Inclusion: A
Critical Review and Future Directions. International Journal of Organizational
Leadership, 2022, 426-443.

240. C. L. Arcencaux. The Struggle for Identity: Autonomy and the
Indigenous. Political Struggle in Latin America, 2022, 45-81.

241. D. Hiebert. The Recurring Christian Debate about Social Justice: A Critical
Theoretical Overview. Journal of Sociology and Christianity, 12. 1, 2022, 49-

B N
242.  W. P. Ribas, B. Pedroso, L. M. Vargas, C. T. Picinin, & M.A.D. %ﬂs Junior.

Cooperative Organization and Its Characteristics in Econ d Social
Development (1995 to 2020). Sustainability, 14. 14, 2022, 847

243.  S. Rossi. Science Monitoring and Scientific Outreach. S. @llfe Below Water,
2023, 535-596.

244. K. Bakirci. Work-Related Whistle-Blowing m @cmtlc Society’s Context: A

Comparative Study of International, EU a d,@ ish Law. Journal of Financial
Crime, 26. 4, 2019, 1165-1202. 6

245. C. Underwood, M. W. Mahmoo @Vasquez, (Eds.). A cultural historical
approach to social dlsplace entNand university-community Engagement:

Emerging research and oppo 2 2021.

246. R. W. Bauman. Critical @l Studies: A Guide to the Literature. Routledge.
2021. &)

247. H. E. Cletus, N
Challenges..off

Review.

2018, 3

. hmood, A. Umar, A., & A. D. Ibrahim. Prospects and
kplace Diversity in Modern Day Organizations: A Critical
ICA-Journal of Business and Public Administration, 9. 2,

248. C’%‘ D. Muzio, R. Sarala, R., L. Wei & D. Faems. Theorizing Diversity in
ndgement Studies: New Perspecttves and Future Directions. Journal of
nagement Studies, 58. 8, 2021, 2003-2023.

249.  S. Rossi. Science Monitoring and Scientific Outreach. SDG 14: Life Below Water,

2023, 535-596.

250.  A. J. Gryskiewicz. More Than Pizza: Identifying Characteristics of Healthy
Multicultural Youth Ministry: A Thesis Presented to the Department of Practical
Theology Harrison Graduate School: Southwestern Assemblies of God
University, 2016.

165



251.

252.

253.

254.

255.

256.

257.

258.

259.

260.

S. J. Lloyd. Justifying and Unraveling Apartheid: Mission Thought and the Public
Theologies of David Bosch, Nico Smith, And Carel Boshoff, 1948-1994. Diss.
Boston University, 2019.

S. Buss. Some Musings about the Limits of an Ethics that can be Applied: A
Response to a Question about Courage and Convictions That Confronted the
Author When She Woke Up on November 9, 2016. Journal of Applied
Philosophy 37.1. 2020, 1-33.

M. Blythe. Azusa Street and the Lost Doctrine of Humility." Spiritb@RU
Journal of Theology 7.1. 2022, 8.

R. Moodley & L Eunjung, eds. The Routledge International @@ of Race,

Culture and Mental Health. Routledge, 2021.

H. Rasmussen. The Role of Bicultural People in the YCQ%&O" Dei: Creating A
Model From Bicultural Bible Characters. Missiology \k 2022, 78-90.

W. D. Ravenell. The Worship Leader: Inten Ks&%) Worship Equilibrium of a
Christ-centered. Perspective on College %@ d in the Community. 2022.
m

Monotheism in the Twenty-First qu ry. On Gilad Sharvit and Karen S.
Feldman (eds), Freud and M no%s . Moses and the Violent Origins of
Religion. Psychoanalysis an(t&l' y, 22. 3, 2022, 371-378.

S. Bar-Haim. The Mosaic Legacy of % d Freud: How to Read Moses and

C. Milan. Emotions that lise: The Emotional Basis of Pro-Asylum Seeker
Activism in Austria. ddrity Mobilizations in the ‘Refugee Crisis’. Palgrave
Macmillan, Cham,4§018, 83-208.

"

L. Carter- J?L. Brooks, S. W. Burgess & F. Toms. Race, Ethnicity, and
Cultural Influeprces.” Chronic Illness Care. Springer, Cham, 2018, 17-27.

M. €a 1I-Day. Mary Gurney (1836-1917) and the Reform of English Female
jon. Diss. UCL (University College London), 2021.

269? Kindle. Christian School Collaborations: A Review of Sustainable Best

262.

263.

ractices and Consolidated School Systems. 2021
A. Pallathra & A. Ashley. The Role of Dual-Language Experience on Diverse
Youth Participating in Resilience-Based Cognitive Behavioral Intervention. Diss.

The Catholic University of America, 2022.

R. Jaafar and J. Schwartz. Applying Holistic Adult Learning Theory to The Study
of Calculus. Journal of University Teaching & Learning Practice 15.3. 2018, 6.

166



264.

265.

266.

267.

268.

269.

270.

271.

272.

273.

A. J. Gryskiewicz More Than Pizza: Identifying Characteristics of Healthy
Multicultural Youth Ministry: A Thesis Presented to the Department of Practical
Theology Harrison Graduate School: Southwestern Assemblies Of God
University, 2016

S. J. Lloyd. Justifving and Unraveling Apartheid: Mission Thought and the Public
Theologies of David Bosch, Nico Smith and Carel Boshoff, 1948-1994. Diss.
Boston University, 2019.

R. Earls. Preparing Bi-Vocational Pastors for Small Churches. Leacfe@v in
Small Churches, 2021, 97.

R. Dempsey & D. Earley. Spiritual Formation Is.... How to %ﬁ%&ms with

Passion and Confidence. B&H Publishing Group, 2018.

D. Billups. Strategies and Biblical Principles to Kgé@?trch Plants from

Closing Its Doors within the First Three Years. Libert versity, 2020.

S. H. Hankerson, K. B. Wells, M. A. Sullivan,®J .4&%&%, L. Smith, L. S. Crayton
& L. Jones. Partnering with African Americ Mzurches to Create a Community
Coalition for Mental Health.” Ethnicity % e, 28. 2018, 467-474.

S. Enyan. Discipleship and a Healt urch; Submitted to Dr. Jeffrey Ritchey,
in partial fulfillment of the requiremewts for the completion of the Master of Arts
in Christian Ministry-Communi haplaincy: Liberty University School of
Divinity, 2016. (b‘

M. DeYmaz. Buildin%%e)althy Multi-Ethnic Church: Mandate, Commitments,
and Practices of a %/er e Congregation. Fortress Press, 2020.
"

C. Chisale, afative Study on Church Health between Churches Led by Bi-

Vocational PaStors and Those Led by Full-Time Pastors in Faith Ministries
Church K babwe. Asbury Theological Seminary, 2021.

C’.%ksworth. Understanding the context of the Eight Essential Qualities of

mpbell/NCD Int’l/Diocese of Coventry Version 2.4/Cov. 2017.

glt y growing churches: Introducing Natural Church Development. lan

274.

275.

P. L. Steinke. How Your 2l1st-Century Church Family Works: Understanding
Congregations as Emotional Systems. Rowman & Littlefield, 2021.

C. Chisale. 4 Comparative Study on Church Health between Churches Led by Bi-

Vocational Pastors and Those Led by Full-Time Pastors in Faith Ministries
Church in Zimbabwe. Asbury Theological Seminary, 2021.

167



276.

2717.

278.

279.

280.

281.

282.

283.

284.

285.

286.

287.

288.

A. Nicholas. Managing Group Conflict in the Multicultural Church: An
Exegetical Research Analysis of Ephesians 2: 11-22.2019.

C. Chisale. 4 Comparative Study on Church Health between Churches Led by Bi-
Vocational Pastors and Those Led by Full-Time Pastors in Faith Ministries
Church in Zimbabwe. Asbury Theological Seminary, 2021.

J. Herrington, M. Bonem, & J. H. Furr. Leading Congregational Change: A
Practical Guide for the Transformational Journey. Fortress Press, 2020.

T. Tanner Jr, Thomas C. Healthy Church Planting: Using Spiritual Dz@ es in
Training Church Planters. Asbury Theological Seminary, 2020.

R. Melanie. Evangelical Worship: A Conversation wi‘t%hree Publics.
International Journal of Public Theology 12.2. 2018, 17§§9§1§.

A. C. Stewart. Vernon K. Robbins and His Conwvs to Socio-Rhetorical

Interpretation. Pillars in the History of Biblical Int ation: Further Essays on
Prevailing Methods, 3. 2021, 384. . $

P. Kavousi, T. Giamo, G. Arnold, M. Aﬂ@ E. Huynh, J. Lea, R. Lucine, A.
Tillett Miller, A. Webre, A. Yee & A pagne Zamora. What do we know
about Opportunities and Challenges ocalities from Cannabis Legalization?"
Review of Policy Research 39 2202 -169.

J. Dunlow. Disciples of atlons The Challenge of Nurturing Faith In

Multiethnic Congregati hrlstlan Education Journal: Research on
Educational Mlnlstr&) 2017, 285-305.

C. Nagel & P amp. Immigration, Christian Faith Communities, and the
Practice of Itaralism in the U.S. South. Ethnic and Racial Studies, 40. 1,
2017, 190

h growing churches: Introducing Natural Church Development. lan
6m ell/NCD Int’l/Diocese of Coventry Version 2.4/Cov. 2017.

Marzahn, Paul. Church Planting Pastors: Identifying, Assessing, and
Recruiting Potential Church Planting Leadership. Asbury Theological Seminary,
2021.

C. o@ orth. Understanding the context of the Eight Essential Qualities of
e
b

C. A. Beeley & M. E. Weedman, eds. The Bible and Early Trinitarian Theology.
CUA Press, 5. 2018.

K. Olumide. Leading Worship: How to Conduct Church Worship and Special
Services in Emiola Nihinlola, Samuel A. Akintola, Adekoloji O. ljaola (Eds.) The

168



289.

290.

291.

292.

293.

294.

295.

296.

297.

298.

Minister’s Manual, Publication Department of the Nigeria Baptist Convention:
Baptist Press (Nig.) Limited, Ibadan, 2019, 259.

J. A. Adeleke. The Ministry of an Evangelist in Emiola Nihinlola, Samuel A.
Akintola, Adekoloji O. ljaola (Eds.) The Minister’s Manual; Publication

Department of the Nigeria Baptist Convention: Baptist Press (Nig.) Limited,
Ibadan, 2019, 445.

TitiEniola. Social and Benevolence Ministry in Emiola Nihinlola, Samuel A.
Akintola, Adekoloji O. ljaola (Eds.) The Minister’s Manual; Publication®
Department of the Nigeria Baptist Convention: Baptist Press (Ni Xﬂited,
Ibadan, 2019, 449-450 . QO

G. W. Sutton. Counseling and Psychotherapy with Pentecostahartd Charismatic
Christians: Culture & Research| Assessment & Practice. S%oxver, 2020.

J. P. Chaisson. A Correlational Study of Transform %ﬂ eadership Behavior
and the Spiritual Growth of Congregants' from Muyttisultural Churches of Christ
in the United States. Liberty University, 2021.

M. Mlambo. From Orthodoxy to Orthop% Theological Analysis of the
Seventh-day Adventist Engagement wit, elopment, Relief and Humanitarian
Crises in Zimbabwe in the 21st Studia Historiae Ecclesiasticae 48.1.
2022, 1-19. 6

T. N. Garavan, A. McCa?;@& R. Carbery. An Ecosystems Perspective on
International Human Res Development: A Meta-Synthesis of the Literature.

Human Resource DM ent Review 18.2. 2019, 248-288.

R. Attfield. Envij ental Ethics: A Very Short Introduction. Oxford University
Press, 2018 Q’Q

J. Herrtagtotr,;, M. Bonem, & J. H. Furr. Leading Congregational Change: A
Prattigal Guide for The Transformational Journey. Fortress Press: San Francisco:
JosSey=Bass. 2020.

A. Prakash, A. Behl, E. Ohn-Bar, K. Chitta, & A. Geiger. Exploring Data
Aggregation in Policy Learning for Vision-Based Urban Autonomous Driving.

Proceedings of the IEEE/CVF Conference on Computer Vision and Pattern
Recognition. 2020, 11763-11773

A. Agarwal. Investigating Design Targets for Effective Performance Management
System: An Application of Balance Scorecard Using QFD. Journal of Advances
in Management Research, 2020.

169



299.

300.

301.

302.

303.

304.

305.

306.

307.

308.

309.

E. Eviyana, E., Diana, N., Kholid, 1., & R. Masykur. Participatory Management
in Improving the Quality of Madrasah. Edukasi Islami: Journal Pendidikan
Islam 9.02. 2022, 637-650.

P. F. Drucker & J. A. Maciariello. The daily Drucker: 366 days of insight and
motivation for getting the right things done. Routledge, 2018.

F. Chatira & J. Mwenje. The Development of Management Skills for Effective
Church Management in Pastoral Preparation Programs in Zimbabwe. African
Journal of Business Management 12.5. 2018, 103-120. ¢ &

N. Khulani. Strategic Planning for Effective Church Ministry: 4 S; f Local
Churches of the Nazarene In Zimbabwe. Diss. Africa Nazarene NQ ,2022.

B. Harwanto. Iklim Kerohanian Kampus Sebagai Pre 'ktg{; Perkembangan
Performa Kerohanian Mahasiswa." Journal Ilmiah W@ endidikan 8.18,
2022, 73-85.

I. A. Akinloye. Human Flourishing, Church iﬁ%gﬂship and Legal Disputes in
Nigerian Churches. Law and Philosophy§ 540-548.
a

R. N. Lussier. Managing Fundame
Development. Routledge, 2020.  * ‘\\a

Concepts, Applications and Skill
T. L. Hodapp. An Introductign e’ Ministry: A Primer for Renewed Life and
Leadership in Mainline Pro t Congregations. Book Review: 2018, 433-436.

R. Fabrizio, J. R Batth, ghd S. Yanfei. Does Religiosity Affect the Dividend
Payouts of Italian-Listed Companies? Journal of Management, Spirituality &

Religion 16.4, 20492328-371.
Awuku-Gyampelny/R? Kwabena and A. O. Asare. Assessing the Impact of Good
Governang ' Management and Structure on the Growth and Development

S

of the CY% r” International Journal of Business and Management 14.4. 2019.

%yampoh, K. Ransford & A. O. Asare. Exploring the Influence of Good

he Church. Insights into Economics and Management. 8. 2021, 86-97.

gv nance, Church Management and Structure on the Development and Growth

310.

311.

R. Sarah. The Benefits of Good Corporate Governance to Small and Medium
Enterprises (Smes) in South Africa: A View on Top 20 And Bottom 20 JSE Listed
Companies. Problems and Perspectives in Management, 15. 4, 2017, 271-279.
https://doi.org/10.21511/ppm.15(4-1).2017, 11

D. Robbins. What is Church Government, & Why Is It Necessary? 2018.
http://www.victorious.org/cbook/chur44-church-government.

170


https://doi.org/10.21511/ppm.15(4-1).2017,%2011
http://www.victorious.org/cbook/chur44-church-government

312.  R. K. Awuku-Gyampoh & A. O. Asare. Assessing the Impact of Good
Governance, Church Management and Structure on the Growth and Development
of the Church. International Journal of Business and Management; 14. 2019,
4; ISSN 1833-3850 E-ISSN 1833-8119. Canadian Center of Science and
Education.

313.  R. K. Awuku-Gyampoh, R. Kwabena and A. O. Asare. Assessing the Impact of
Good Governance, Church Management and Structure on the Growth and

Development of the Church. International Journal of Business and
Management 14, 2019. 8 -&

314. A. Nicholas. Managing Group Conflict in the Multicultural ch: An
Exegetical Research Analysis of Ephesians 2:11-22. Emet ﬁg adership
Journeys, 13. 1, 2019. 53-66. ISSN 1930-806X

315. Patricia. Seven Keys to Church Growth-Smart Chur¢ ‘@fgemem. Retrieved
from https://smartchurchmanagement.com/keys-to-ch % rowth/2018.

316. Arasaratnam-Smith, A. Lily & D. K. Dgrd& . Developing Intercultural

Competence in Higher Education: Inten | Students’ Stories and Self-
Reflection. Taylor & Francis, 2022. 6

317. 1. Oana-Antonia. The Intercult ?%SCompetence. Developing  Effective
Intercultural ~ Communication [Is'Sciendo;  International = Conference
Knowledge-Based Organizati%' #2019, 2

318. M. Lépez-Fernandez, P. %omero-Fernéndez & 1. Aust. Socially Responsible

Human Resource ment and Employee Perception: The Influence of
Manager and Lin%na ers. Sustainability 10.12. 2018, 4614.
"
Al

Miguel. [Intercultural Communication Competence in

319. Candel-Mo
Specializeq Ldnguages and Contexts: Research Prospects and Possibilities.
Advanc\\d' guistics, 4. 2019, 4-9.

320. \’% Integrative Communication Theory of Cross-Cultural Adaptation’, in Y.

m (Ed.). The International Encyclopedia of Intercultural Communication,

@ps://oxfordre.com/communication/view/ 10.1093/acrefore/9780190228613.001.
0001/acrefore—9780190228613—-21. 2017.

321. H. Ahmad, S. S. A., Naser, S. A., El Talla & M. J. Al Shobaki. Information
Technology Role in Determining Communication Style Prevalent Among Al-Azhar
University Administrative Staff. International Journal of Information
Technology and Electrical Engineering 7.4. 2018, 21-43.

322. J. G. Lu, M. Akinola & M. F. Mason. Switch on Creativity: Task Switching Can
Increase Creativity by Reducing Cognitive Fixation. Organizational Behavior and

171


https://smartchurchmanagement.com/keys-to-church-growth/2018
https://oxfordre.com/communication/view/10.1093/acrefore/9780190228613.001.0001/acrefore–9780190228613–e–21.%202017
https://oxfordre.com/communication/view/10.1093/acrefore/9780190228613.001.0001/acrefore–9780190228613–e–21.%202017

323.

324.
325.

326.

327.

328.

329.

330.
331.
SE gineering Education. Journal of Engineering Education. 108. 2, 2019,

332.

333.

Human Decision Processes, 139, 2017, 63-75.
http://dx.doi.org/10.1016/j.0bhdp.2017.01.005

D. Wang, T. Vu, S. Freeman & R. Donohue. Becoming Competent Expatriate
Managers: Embracing Paradoxes in International Management. Human
Resource Management Review 32.3. 2022, 100851.

Ni Lan, Q. Wang & S. Bey-Ling. Intercultural Public Relations: Theorizing for
Managing Relationships. New York: Routledge. 2018.

J. Harwood and J. Gasiorek. Language, Communication, and g@gmup
Relations. Routledge, 2019. .

I. Irwandi, Integrating Intercultural Communication Compe in Teaching
Oral Communication skill. Proceedings of ISELT FBS Unilgrsi%asNegeri Padang,

35,2017, 246-252. *
N

E. A. Owen, A.B. Razali & 1. A. Elhaj. From The 0 The Present: A View of
Teaching English as a Foreign Language 9 n Libya and the Role of
Communicative Language Teaching (CLT, A@ ach. International Journal of
Academic Research in Business and Sﬁ@) iences, 9. 2, 2019,459-476.DOLI:
http://dx.doi.org/lO.6007/IJARBSS/V9%

V. P. Quyen. Rethinking Interdultu ommunication Competence in English
Language Teaching: A Gap bet Lecturers’ Perspectives and Practices in a
Southeast Asian Tertiary C@ Journal on English Language Teaching, 7. 1,
2017, 20-29 Q)

ube)in Sociology and Cultural Studies. The Concept of
ivot) Cham, 2019. 27-58.
actors of Cross-cultural Adaptation Process of Chinese

udying “in the Upper Northern Thai Universities. Mediterranean
cial Sciences, 10. 1, 2019, 65-74. Doi: 10.2478/mjss-2019-0007

M. Hammersley.
Culture. Palgrav
K. Sun. Influ

Students
Journabof

. ford. Which culture? A Critical Analysis of Intercultural Communication

—177. doi:10.1002/jee.20254

I. M. G. Barreto, ed. Handbook of Research on Promoting Social Justice for
Immigrants and Refugees through Active Citizenship and Intercultural Education.

IGI Global, 2021.

N. Tabassum and S. N. Bhabani. Gender Stereotypes and their Impact on
Women’s Career Progressions from a Managerial Perspective. IIM Kozhikode
Society & Management Review 10.2. 2021, 192-208.

172


http://dx.doi.org/10.1016/j.obhdp.2017.01.005
http://dx.doi.org/10.6007/IJARBSS/v9-i2/5580

334.  Z. Xiuwen & A. BakarRazali. Challenges with Intercultural Communication
Faced by International Chinese Students and the Importance of Developing
Intercultural Communicative Competence. Journal of Critical Reviews, 7. 13,
2020ISSN- 2394-5125:

335. A. Jhaiyanuntana and S. Nomnian. Intercultural Communication Challenges and
Strategies for the Thai Undergraduate Hotel Interns. PASAA, 59, 2020, 205

336. K. Farnsworth. Challenges in Intercultural Communication." Veterinary Clinics:
Small Animal Practice 51.5. 2021, 999-1008. ° @.

337.  G. Rings and S. M. Rasinger. The Cambridge Introduction o cultural
Communication. Cambridge University Press, 2022. '\

338. P. Caligiuri. Build Your Cultural Agility: The Nine Competencies You Need to be
a Successful Global Professional. [S.1.]: Kogan Page. ‘I% 78-1-78966-661-8.
OCLC 1152067760. 2021.

Management. Journal of Business, Econ Q Finance (JBEF), 7. 3, 2018,
259-268. Permeant link this document:
http://doi.org/ 10.17261/Pressacademia% 954

340. L. Havrilova, O. Beskorsa, O. Is%‘}\,ﬁ Kapnina & Y. Topolnyk. "Introduction
of Intercultural Communication dies into the Curriculum of Pedagogical
University." Revista Rom% a pentru Educatie Multidimensionala 13.3.
2021, 448-467. Q)

339. N. Sogancilar & H. Ors. Understanding the°(¥%rges of Multicultural Team
d
to

341. S. Nomnian. Thai (b{zl Students’ Layers of Identity Options through Social
Acculturation In ralia. Austrian Journal of South-East Asian Studies, 11.
1,2018, 99

342. R. Guid%; S. M. Rasinger. The Cambridge Introduction to Intercultural
Co % tion. Cambridge University Press, 2022.

ievement of English Language Teaching and Learning in Thai Government

343. &N mnian and T. Arphattananon. A Qualitative Study on Factors Influencing
Secondary Schools. Asian EFL Journal, 20. 6, 2018, 207-233.

344. M. O. Okunola & A. D. O. Umar. Ethnicity, Religion and Politics in Multi Ethnic
African States: A Comparative Study of Nigeria and Tanzania. Gusau Journal of
Sociology, 2021, 301.

345. M. Brunet. Making Sense of a Governance Framework for Megaprojects: The
Challenge of Finding Equilibrium. International Journal of Project
Management 39.4. 2021, 406-416.

173


http://doi.org/10.17261/Pressacademia.2018.954

346. M. Rovan & A. Shannon. Intercultural Communication. Writing and Pedagogy,
2022.

347. H. Irwin. Communicating with Asia: Understanding People and Customs.
Routledge, 2020.

348. R. Phumpho and S. Nomnian. Challenges of Thai Business People Using English
in ASEAN. Kasetsart Journal of SocialSciences, 40. 4, 2019, 743-750.

349. L. C. Chung. Crossing Boundaries: Cross-Cultural Communicatio @VK.D.
Keith (Ed.), Cross-Cultural Psychology: Contemporary Themes an ectives:
2019, 375-397. N

350. K. Thapliyal & J. Mahendra. Cross-Cultural Management: Opportunities and
Challenges. Integrating New Technologies in Internatim@{\d ;%ess, 2022, 31-53.

351. A. Caputo, O. Ayoko, N. A. Amoo & C. Men]%)é;e Relationship between
Cultural Values, Cultural Intelligence and A% iation Styles. Journal of

Business Research, 2019, 99. pp ,6 . ISSN 0148-2963 DOI:
https://doi.org/10.1016/].jbusres.2019, 02%

Approaches between the Narth NAmerican and  European Management
al Comparative Management/Revista de

System. Review of Int
Management Comparat Inte{% al, 23. 1. 2022.

353.  N. Adler & Z. Aycan%;(g-Cultuml Interaction: What We Know and What We
Need to Know? Annual Review of Organizational Psychology and Organizational

Behavior, 5, 201 7-333.

352. V. Pauna, O. A. C. Buzoianu, 2.* ‘%lohan & L. D. Coroban. .Comparative
a

354. E. Dinke\@. ilken, T. Aykac, F. Jacob, & N. Prime. Can Outnumbered
Negotiators “Succeed? The Case of Intercultural Business Negotiations.
II}% 1 Business Review, 26. 3, 2017, 592-603.

355. inuras. Culture Differences and Trust. Journal of Intercultural

nagement and Ethics, 4, 2019, 5-12.

356. P. Kecskés. The Study of Cultural Proximity’s Impact on Inter-Organizational
Relations. (A kulturaliskozelségszerepénektanulmanyozasa a
vallalatkozikapcsolatokban.) In: Cultural Economy: GyulaKautz Memorial
Conference  (Kulturdlisgazdasag: — KautzGyulaEmlékkonferencia) 2019.

https://kgk.sze.hu/images/dokumentumok/kautzkiadvany2018/Kecsk%C3%A9s%
20Petra_Kautz 2018 Tan ulm%C3%A Iny.pdf

174


https://doi.org/10.1016/j.jbusres.2019,%2002.011

357.  P. Zusman. Participants Ethical Attitudes and Organizational Structure and
Performance: Application to the Cooperative Enterprise. Agricultural
cooperatives in transition. Routledge, 2021. 23-54.

358. . Szbke. Business communication in view of cultural stereotypes. (Uzleti
kommunikacio a kulturdlis sztereotipiak tiikrében.) In: Cultural Economy: Gyula
Kautz ~ Memorial  Conference  (Kulturalis — gazdasag:  Kautz — Gyula
Emlékkonferencia). [online] Gyodr: Széchenyi Istvan Egyetem Kautz Gyula
Gazdasagtudomanyi Kar,
2019,https://kgk.sze.hu/images/dokumentumok/kautzkiadvany2018/Sz% 1k
€%20J%C3%BAlia_Kautz 2018 Tanul m%C3%A Iny.pdf. Q’)&

359. E. A. Owen, A. B. Razali, & 1. A. Elhaj. From The Past To The A View
of Teaching English as a Foreign Language (EFL) in Libya~and The Role Of
Communicative Language Teaching (CLT) Approach. Int nq%ional Journal of
Academic Research in Business and Social Sciences,*9! 19, 459-476. DOI:
http://dx.doi.org/10.6007/IJARBSS/v9-i2/5580 &%

360. N. Yeasmin, T. Koivurova & E. Heikkila. A.f'):;& ed Change in Intercultural
4

Behavior:  Analyzing  Self-Determinatio. Well-Being among Youth.
International  Journal of Soci@,
639405

9. 4, 2019, 298-315.
https://doi.org/10.1080/00207659.2019.

361. S. Bargheer. Anthropology at V@ rt H. Lowie and the Transformation of
the Culture Concept, 1904 t 7 Journal of the History of the Behavioral
Sciences, 53. 2, 2017, 133-

362. B. Rosenthal. Barrielwoss-&tltuml Business Communication. https://www.
communispond.co%ay or & Francis Online. 2019.
'\

363. M. Wagne ! Byram. [Intercultural citizenship. In Y.Y. Kim (Ed.), The
International Encyclopedia of Intercultural Communication New York: John

Wiley &Q? , 2017, 1-6.
N

364. Ef%ng. Learning Activity: Essentials of Teamwork. Knowledge, Innovation,
%d pact. Springer, Cham, 2021, 77-80

365. . Malazonia, S. Maglakelidze, N. Chiabrishvili, & G. Gakheladze. Factors of
Students’ Intercultural Competence Development in the Context of Georgia.

Cogent Education, 4. 1, 2017, 1302867. Taylor & Francis Online.

366. Q. NiLan, Wang, & S. Bey-Ling. Intercultural Public Relations: Theorizing for
Managing Relationships. New York: Routledge. 2018

367. B. Rosenthal. Barriers to Cross-Cultural Business Communication. https://www.
communispond.com Taylor & Francis Online, 2019.

175


https://doi.org/10.1080/00207659.2019.1639405
https://www
https://www

368.

369.

370.

371.

372.

373.

374.

How to Handle a Personal Relationship at Work 2020. https://www.
mindtool.com Taylor & Francis Online, 2020.

O. McGarry, A. Hannigan, M. M. De Almeida, S. Severoni, S. J.
Puthoopparambil, & A. MacFarlane. What Strategies to Address Communication
Barriers for Refugees and Migrants in Health Care Settings Have Been
Implemented and Evaluated Across the WHO European Region? Copenhagen:
WHO Regional Office for Europe; 2018. (http://www.euro.who.int/en/health-
topics/health-determinants/ migration-and-health/publications/20 Wat-
strategies-to-addresscommunication-barriers-for-refugees-and-migrants=in->
health-care-settingshave-been-implemented-and-evaluated-across-t o0-
european-region-2018. '}\%

Z. Xiuwen & A. BakarRazali. Challenges with Intercultural Communication
Faced by International Chinese Students and the % e of Developing

A
Intercultural Communicative Competence. Journal tical Reviews: ISSN-
2394-5125: 7. 13, 2020. %&

K. Sun. Influencing Factors of Cross-cult daptation Process of Chinese

Students Studying in the Upper Northern\Thai Universities. Mediterranean

Journal of Social Sciences, 10. 1, 20195 65*74. Doi: 10.2478/mjss-2019-000
ﬁ&

P. J. Moore & A. Diaz. Conc@j‘x\z‘ Language, Culture and Intercultural
Communication in Higher Educa Languages Programs. Australian Review of
Applied Linguistics 42.2. 2 2-213.

C. Rittle, H. Santa, Falk & A. Nowalk. Screening, Brief Intervention, and
Referral to Treatment: Implementation into an RN-BSN Curriculum. Workplace
Health & Safety 6771172019, 537-542.

S. Tabata zeg . Gorgadze. Selective Intercultural Sensitivity to Different
Sources ultural Identity: Study of Intercultural Sensitivity of Students at
Te ucation Programs of Georgia. Journal for Multicultural Education,
2(%.

379@ Tabatadze & N. Gorgadze. Approaches to Multiculturalism in Teacher

376.

Education Programs in Georgia. Journal of Multicultural Discourses, 12. 3,
2017, 239253. https://doi.org/10.1080/17447143.2017.1342648.

D. Malazonia, S. Maglakelidze, N. Chiabrishvili, & M. Chiabrishvili. Education
in Multicultural Environment: Teaching/Learning Support Activities on the
Example Of Georgia. Intercultural Education, 28. 3, 2017, 322333.
https://doi.org/10.1080/14675986.2017.1297072

176


https://www
https://doi.org/10.1080/17447143.2017.1342648
https://doi.org/10.1080/14675986.2017.1297072

377.  W. G. Rusch. Toward a Common Future: Ecumenical Reception and a New
Consensus. Wipf and Stock Publishers, 2019.

378. T.Nguyen Toan. The Finnish Experience: Communion in Growth. Declaration on
the Church, Eucharist, and Ministry. 2018.

379. B. Thornton. “From Rome to Home” Reception of the Second Vatican Council
through the Second Synod of the Diocese of London in Canada. Diss. 2021.

380. I Ajibola. An Academic Response to the Elusive Search for Peaceful Co’e@me
in Nigeria's Ivory Tower of Academia. Zaria journal of Educatio dies
(ZAJES) 20.1. 2019, 24-31. .

381. D. Bekithemba. Go and Prophesy in Your Own Land: Foreés }rophets and
Popularism in South Africa. Evoking the Need of Jon (gguc Theology for
Peaceful Resolution of Difference. Religions 11.1, 2020, %

382. M. S. Makanjuola. Historical Analysis of &@emcal Development in
Nigeria. Journal of the Linguistic Ass0c1at10n eria 21.2. 2018, 62-73.

383. P. Avis. Editorial: The Fragility of Chrl% nity and the Lambeth Conference
1920 and 2021. Ecclesiology, 16.2. 2 % 158.
0

384. R. Haight. The Birth ofAmerzc@

2019, 7-36.

ic Theology. Theological Studies 80.1.

385. J. P. Scheepers. A Criti aluatzon of the Conservative Evangelical Great
Commission Paradng ission as it Relates to Social Justice in the South
Stellenbosch University, 2020.

African Context. D‘%i
386. 1, E. BOIW icament of the Church in Africa. Christianity in Tropical
tle

Africa. R , 2018. 417-440.

387.  J. C¢ . The Troubled Knot: Tying Church Discipline to ‘Christian Marriage
in n Contexts. The Journal of Ecclesiastical History 71.1. 2020, 135-153.

38@Haight. The Birth of American Catholic Theology. Theological Studies 80. 1,
2019, 7-36.

389. O. P. Aluko. The Cherubim and Seraphim Unification Church of Nigeria: Its
History, Beliefs and Organisation. Asian Journal of Arts, Humanities and
Social Studies 4.1. 2021, 1-10.

390. F. J. Kolapo. Political Ramifications of Some Shifts in Nigeria’s Pentecostal

Movement. Pentecostalism and Politics in Africa. Palgrave Macmillan, Cham,
2018, 245-275.

177



391. J. P. Benjamin. The Church for World Peace and Justice: Reflections from World
Council of Churches (Wcc). A Publication of Department of Peace Studies and

Conflict Resolution Faculty of Social Sciences National Open University of
Nigeria, 2022, 294.

392. A. Elhami. Communication Accommodation Theory: A Brief Review of the
Literature. Journal of Advances in Education and Philosophy, 4. 05, 2020,
192-200.

393. Y. T. Jakada. Early Christian Responses to Persecution and Their I@ tions
for Christians in Northern Nigeria. Asbury Theological Seminary, 2

394. M. E. Dadang. Preferential Poor in Biblical Narrative: A MissioloZical Reflection
in Context of the Church in Nigeria. Journal of African _Interdisciplinary
Studies 5.7. 2021, 60-75. . \Kﬁ"

395. B. A. Thaddeus & M. B. Aondongu, Pentecostaliqé}n Nigeria: The Myths and
Impacts on the Church and the Society. Dyna iQo rnal of Humanities, Social
and Management Sciences Richmond, I i%y()nited States, 2022, 21-43.

396. P.O. Ottuh & T. Oghenevwede. Understanding the Christian Association of
Nigeria’s Political Activism in ¢ !\%ht of Matthew 5: 14. GNOSI: An
Interdisciplinary Journal of Hamanyl'heory and Praxis 4.2. 2021, 174-189.

397. M. E. Hanachor & C. i%enjamin C.  Contributions of Faith-Based
Organizations towards P uilding for Sustainable Community Development
in Rivers State, Nigerig. International Journal of Education, Learning and

Development 9. 3@21, 11-18.
"

398. M. Dean, S, Russell & R. Scheuermann. Communication in Mission.:
Global Opportimities and Challenges, 2022.

399. Q. Nu ang & S. Bey-Ling. Intercultural Public Relations: Theorizing for
ing Relationships. New York: Routledge, 2018, 8

4 ~Christensen & P. Legreid. Taking stock: New Public Management (NPM) and
post-NPM reforms-trends and challenges. Handbook on the Politics of Public
Administration, 2022, 38-49.

401. Y. B. Zhang. & H. Giles. Communication Accommodation Theory. New Jersey:
Wiley Publishers. 2018.

402. T. Oikawa. Individualism and Collectivism: What is collectivism? A review and
issues. Izmir Kavram Vocatonal School, 2021, 34.

178



403.

404.

405.

406.

407.

408.

409.

410.

411.

412.

413.

414.

415.

F. Jessen, T. Rasul, & A. Gani. Islamic Marketing and Consumer Behaviour: A
Systematic Literature Review. Journal of Islamic Marketing, 2019.

Q. H. Mohi-ud-Din. Religion, Culture, and Islamic Marketing. Contemporary
Issues in Islamic Social Finance. Routledge, 2021, 87-106.

M. De Mooij. Consumer Behavior and Culture: Consequences for Global
Marketing And Advertising. Sage, 2019.

L. M. Vaughn, F. Jacquez & J. Zhen-Duan. Perspectives of Commii Z%CO-
Researchers about Group Dynamics and Equitable Partnership ‘%z%‘hin a
Community—Academic Research Team. Health Education & Behayi , 2018,
682-689. \

R. Tanole-Calin, B. Francioni, G. Masili, E. Druica, & Z. 0§3c in, Z. A Cross-
Cultural Analysis of how Individualism and Collectivi act Collaborative
Consumption. Resources, Conservation and Recyclin 2020. 104762

B. M. Oviatt & P. P. McDougall. Toward eory of International New
Ventures. International Entrepreneurship. P@/e Macmillan, Cham, 2018. 31-
¥ N

A. E. Miller-Ott. & F. A. Cimmi rq@ce Theory: The Ongoing Performances
of our Lives. Engaging Theorigs inNInterpersonal Communication. Routledge,
2021. 171-181.

M. Schleifer. Psychological %unations and Interpersonal Relation. Philosophy
and personal relations, R@ge, 2021. 170-190.

T. Is1l & S. A.
Space. 1letisim

I. Gulsah. Transformation of Self Presentation in Virtual
Ve Arastirma Dergisi. 53, 2021, 93-108.

T. Olom@gevisiting Cross-Cultural Adaptation: An Embodied Approach.
Journabof Imternational and Intercultural Communication, 2022, 1-17.

l\ﬂ%mmersley. Culture in Sociology and Cultural Studies. The Concept of
@lt re. Palgrave Pivot, Cham, 2019, 27-58

. Gu, Z. Guan, J. Tang, & D. Wu. Comparisons of the Different Views of Face
Negotiation Theory. In 2021 3rd International Conference on Economic
Management and Cultural Industry. ICEMCI 2021. Atlantis Press. 2021:2585-
2587.

L. C. Dang. Intercultural Communication: Differences between Western and
Asian Perspective. Master degree thesis submitted to Centria University of
Applied Sciences, 2016.

179



416. D. R. K. Dzhumakhon. Cross-Cultural Project Management and Intercultural
Communication Competencies in Non-Profit Organizations. A Dissertation
Submitted to Umea School of Business and Economics Sweden, 2018

417. U. H. Ationu. Exploring Challenges and Management of Multicultural Workforce
Organization in Nigeria. A Dissertation Submitted in Partial Fulfillment of the
Requirements for the Degree of Doctor of Philosophy Management, Walden
University, 2020.

418.  A. Manoharan, J. M. Madera, & M. Singal. Walking The Talk In Diversify, ]\

Management: Exploring Links between Strategic Statements, Management
Practices and External Recognition, International Journal of Hospitality

Management, 94, 2021, 102864. V o
. @w
N
e
N
¥
2
Q)\
>
\)Q:bcdhapter Three
N Methodology
This chapter pres@ ethods employed for the purpose of data gathering in order to
appropriat @ the set objectives for the study. This chapter, therefore, explains
subhea@gs ike research design, population of study, sample and sampling techniques,
description of research instrument, validity of research instrument, reliability of research
instrument, administration of research instrument and method of data analysis. To
achieve the above, data were data gathered from ten Christian Denominational
(Mainstream and New Generational) church from the Christian Association of Nigeria

blocks in Lagos Metropolis.
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3.1. Research Design

This study adopted a convergent mixed-methods research design of (QUAL+QUAN)
triangulation approach. This research design is a single-phase approach whereby the
researcher simultaneously collects both qualitative and quantitative data, sperately
analyses both data and compare the results to check if the findings confirm or disconfirm
each other.!; In this case, qualitative data of the selected Christian den%’g 1onal
churches services in Lagos metropolis were firstly gathered, analys y %reviewed
through the use of programme schedules of activities through.perga'l3 observations and
interview conducted with the churches’ Key Personalities S‘\}ch Apex Leadership)
within the period covered in the study. Further, qua@@e data were gathered using
survey questionnaire. Invariably, using both queﬂ%%and quantitative approaches was
considered necessary to the researcher b e%&?ey helped to examine occurrences and
theories using appropriate analysis. %Q

This mixed method gives equal p@ﬂr to both quantitative and qualitative data as both is
collected concurrently and simulfaneously during the study?.

'\
However, quantittx;g% alitative methods generate different types of data, while

quantitative research”deals with numbers and statistics, and qualitative research deals

with wor meanings. Meanwhile, data collection for this quantitative research
mQas gathered using sets of questionnaires. Also, two qualitative research methods:
semi-structured interviews and participating observation were used in the work?.

3.2. Population of the Study

The targeted population of this research comprised all leaders, workers and members of

the following churches; Roman Catholic Church, Church of Nigeria Anglican
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Communion, Nigerian Baptist Convention Churches, Cherubim and Seraphim, the
Celestial Church of Christ, Redeemed Christian Church of God, Evangelical Church
Winning All; Living Faith Church Worldwide; and Mountain of Fire and Miracle; and
Christ Embassy. These churches were randomly selected from each of the five blocks of
the Christian Association of Nigeria (CAN). The total population included all leaders,
workers and members of these churches in the Lagos metropolis. &b
3.3. Sample and Sampling Techniques . ‘\QO
This study engaged 500 respondents (fifty from each of the ten de 1nat10ns) consisting
of leaders (Priest, Vicar, Reverend, Pastor, Apostle, Evan %\a Prophet), workers
and members randomly and purposively selecmd@n the pool of selected
denominational churches in the Lagos metropd@ researcher applied a purposive
sampling technique to pick the church's ership for the interview. The purposive
sampling technique, otherwise kno i&gmen‘[ sampling, is the deliberate choice by
the researcher of participants in t%(b‘lected churches due to the qualities possessed. The
sampling technique allows.dividing the target population into smaller groups, organizing
them, and drawin ﬁe from each group separately*. The choice of purposive
stratified rando gonmdered relevant and best for this study as it involves selected
individua‘%ong the people in those churches in the Lagos metropolis. The idea of
p@ sampling is described as targeting selected rich groups to capture extensive
quality information. Qualitative research is usually preferred because it enhances focus
on the targeted population®. These individuals were willing to provide the needed

information due to their knowledge or experience and proficiency on the issue relating to

the church. It also considered their availability, willingness to participate, and ability to

182


https://en.wikipedia.org/wiki/Nigerian_Baptist_Convention
https://en.wikipedia.org/wiki/Evangelical_Church_Winning_All
https://en.wikipedia.org/wiki/Evangelical_Church_Winning_All

communicate experiences and opinions in an articulate, expressive, and reflective manner.
This sampling technique concentrated on people with particular characteristics with better
ability to assist with this research®. Meanwhile, twenty key personalities were selected
across the selected churches.

However, the simple random sampling technique was adapted to select other individuals,
leaders, workers and members from the selected churches to give every me%g}in the
church an equal chance of being selected in the sample. The sam.fhgﬁwthod is
fundamental in collecting data on a vast population size. The tec iqy\e concentrates on
population interest that is relatively homogeneous and p@s unbiased and high-
precision estimates. It requires little knowledge of t@%ﬂulaﬁon, and data collected
through this sampling method will be well-inf@he more samples, the better the
data quality’. . @

3.4. Description of the Research Instru t(s)

The study involved admini tra@' of questionnaire (to obtain statistically useful
information about this topig); %n erview guide (it helps to know what to ask about and in
what order and e ug@esearcher experience that is tha same for applicant); and
observation techniqii€s (participatory observation of actual behavior in the study) for data
collectioﬁ%’%plies that the investigation takes a triangulation approach, where an
al@% perspective is used to validate, challenge or extend existing findings, using
several data sources, methods and even studies to prevent any bias, data set or
methodological approach, thus increasing the confidence of the findings®.

The questionnaire consists of questions relating to the objectives of the research, which

the respondent is required to answer by writing, eliciting responses that are of interest to
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the researcher. The questionnaire for the leaders and members of these churches consists
of six sections: Section "A" Church Leaders and Members Personal Data (CLMPA)
consisting of Name of the Church by denomination, Year of Establishment, Title, Years
of membership in the Church, Gender, Tribe by Geopolitical Zone, State, Country,
Nationality (Non-Nigerian): Section "B" consists of the item relating the extent in which
intercultural communication knowledge is deployed among selected Chur%i\in the
Lagos metropolis; Intercultural Communication Knowledge Deploym .@@tionnaire
(ICKDQ); Section "C" consists of items relating to the chara::ter' icg of a multi-ethnic
church in the selected churches in the Lagos metro@ ulti-ethnic Church
Characteristic Questionnaire (MCCQ), while Section YDX %%sists of items relating to the
benefits of intercultural communication compet@ the management of multi-ethnic

N

churches in the selected Churches in ihe s metropolis; Benefit of Intercultural
thnic Church Management Questionnaire

Communication Competency for Mu

(BoICCfMCMQ), Section "E" c@s of items relating to the challenges affecting the

0\

deployment of intercultur%C: munication in the management of multi-ethnic churches
in the selected Chic;)@% Lagos metropolis; Challenges affecting the Deployment of

Intercultural G%n nication for Multi-ethnic Church Management Questionnaire
(CatDoIG@Q).

Tonnaire was a close-ended four-point Likert scale in which respondents were
required to rate along the scale of the range of SD (Strongly Agree): A (Agree): SD
(Strongly Disagree): D (Disagree). The Likert scale was appropriate for the study because
it allows respondents to tick the statement with which they agree or disagree and point

out the degree of such agreement or disagreement.
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Also Key Personalities Interview; Church Apex Leadership Interview Schedule (CALIS)
interview schedule entailed a conversation that made the respondents freely express
personal opinions as the researcher would elicit certain research information in face-to-
face contact. The interview guide is a semi-structured document with questions presented
to members of the apex leadership of the churches selected for this study. Observations
are made during different church activities and special events. Observa@i?ﬁde;
Personal Observation Guide (POG) involves the researcher's detaile .égg@nation of
specific scenes and events in concluding people's attitudes,.ch§t%rs, behavior, and
reactions before analysis, diagnosis, or interpretation’. @\whﬂe, the researcher
understands the concept of personal bias in research, @%ﬂ connotes personal learned
beliefs, opinions, or attitudes that the researc@%naware of and often reinforces
stereotypes. These personal biases could be@entional, automatic, and inbuilt, leading
to incorrect judgments'©, %.C')

However, in trying to maintain@ctivity and avoid bias as much as possible, the
questionnaire was distributed %c oss the country's geopolitical zones despite the research
being conducted Qt)‘%’%t west zone. The researcher made multiple observations on

various situatiogs to”check alternative explanations and involved some colleagues in

discussin‘%ﬂnterpretations and reviewing the result.

3.@ty of Research Instrument

To certify that the instruments measured what they were designed for, the researcher gave
them to lecturers in management, intercultural studies, pragmatism and linguistics,
statistics departments, and the team of supervisors for verification. It was to ensure that

the items of each instrument were comprehensive enough and is a representative of the
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stated objectives of the study. The researcher also consulted the supervisors for the
instrument's assessment, editing, amendment, and modification until they were convicted
valid enough.

3.6. Reliability of Research Instrument

To establish Reliability, the researcher conducted a pilot study of the instrument of study
at Foursquare Gospel Church, Victoria Garden City (VGC), Lekki Penina%é‘%gos,
Nigeria; Foursquare Gospel Church VGC is a religious organizatio . %g@ished by
Foursquare Gospel Church, Nigeria''. Twenty (20) church lea(zers, og%<ers and members
have copies of the questionnaire. Cronbach's Alpha reliabilit&@ho was adapted to test

the instrument's Reliability for data collection, <a %f‘onbach's alpha reliability

coefficient was (0=0.90). @
3.7. Administration of Research Instrui§©

The researcher utilized the help of ﬁ\’& ch assistants to administer the questionnaire.
In contrast, the researcher conc@% interviews with the respondents to ensure the
questionnaire's proper co lyand immediate return. However, letters of introduction
seeking permission. t lchct research were taken to the churches to administer the

instrument. The¢researcher personally attended some of the events in the churches to

observe ‘%rgs' and members' attitudes, characters, behavior, and reactions and
p examined scenes to gather information unannounced.

Considering their busy schedules, the researcher informed and scheduled appointments
with church leadership and management board members ahead of the interview.
Invariably, research assistants helped collect the instruments after receiving proper

orientation on completing the instrument for the researcher. A Series of calls were made
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to enhance data collection and reduce non-response errors. The researcher collected the
completed copies of the questionnaires and the eventual submission for statistical
analysis.

3.8. Method of Data Analysis

Data collected from the questionnaire are carefully rated and analyzed using computer
spreadsheets, using Descriptive and Inferential analyses in the statistical pack%@\or the
social science package. Descriptive analysis was used to analyze the de y ?@ic data of
the instrument. Moreover, the researcher used content analysi%(aﬁ research tool to

determine the presence of certain words, theme or concepts @some given qualitative

data) for the data collected through interviews and paﬂi"\eﬁﬁ%*y observation.
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Results iscussion of Findings

This study investigated the respo church leaders and members in the exploration
of intercultural communicatic%) predictor for multi-ethnic church management in
Christian denominatic&'% ?)s metropolis Nigeria.

4.1. Demograg{{&&ta Presentation

This cha le with the presentation, analysis and interpretation of data gathered
durj @s study. The data is based on the number of copies of the questionnaire
completed and returned by the respondents. The data is presented in tables, and the
analysis is done using descriptive statistics (frequency count) and inferential statistics.
600 copies of the questionnaire were administered, with 500 returned correctly filled and

deemed fit for data analysis.

Table 4.1: Demographic Characteristics of Church Representation (N=500)

S/No Names of Church Frequency Percent Valid Percent
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1 Anglican Communion 47 9.4 9.4
2 Nigerian Baptist Convention Churches 50 10.0 10.0
3 Roman Catholic Churches 46 9.2 9.2
4 Cherubim and Seraphim Churches 55 11.0 11.0
5 Celestial Church of Christ 53 10.6 10.6
6 Redeemed Christian Church of God 53 10.6 10.6
7 Evangelical Church Winning All 48 9.6 @
8 Living Faith Church 52 10.4 @,
9 Mountain of fire & Miracle 52 10.4 ‘@
10 Christ Embassy 44

Total ¢ : 100.0

N

v
Source, Fieldwork, 2022 . Qé

Table 4.1 shows the church representation of th\s&ﬁ%bd respondents for the study; the
result revealed that forty-seven (47) (represxﬂ'(%g 9.4%) responded from the Church of
Nigeria Anglican Communion, fift (representlng (10.0%) responded from the
Nigerian Baptist Convention chur %rty-su( (46) (representing 9.2%) responded from
the Roman Catholic church, Mwe (55) (representing 11.0%) respondents are from the
Cherubim and Seraphi zzgiura) church. Respondents from the Celestial Church of
Christ and the Redeemed Christian church of God have fifty-five (55) (representing
10.6%) e;a%@wrs are Evangelical Church Winning All (ECWA) with forty-eight (48)

(repres@n

Chursh’ and Mountain of fire and Miracle and forty-four (44) (representing 8.8%) from

9.6%), fifty-two (52) (representing 10.4%) each from both Living Faith

Christ Embassy.

Table 4.2: Demographic Characteristics of Ranges of Church Year Establishment
(N=500)

S/No Ranges of Year Frequency Percent Valid Percent
1 1990-1920 17 34 3.4
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2 1921-1940 9 1.8 1.8

3 1941-1960 38 7.6 7.6
4 1961-1980 27 5.4 5.4
5 1981-2000 124 24.8 24.8
6 2001-2022 285 57.0 57.0
Total 100.0 100.0

Source: Ficldwork, 2022 5 =

Table 4.2 shows the ranges of years of establishment of thé @es in the sampled
respondents for the study; the result revealed that seven@&%ﬂ) (representing 3.4%)
churches were established between 1900-1920 @(9) (representing 1.8%) were
established between 1921-1940, thlrty-elght epresenting 7.6%) were established
between 1941-1960, twenty-seven (27®esentmg 5.4%) were established between
1961-1980, one hundred and twe@w (124) (representing 24.8%) were established
between 1981-2000 and twcméfed and eighty-five (285) (representing 57.0%) were
established between 20 2.

Table 4.3: Demo@&c haracteristics of Respondents'' Titles (N=500)

S/No Title Frequency Percent Valid Percent
1 Priest 36 7.2 7.2

2 Vicar 40 8.0 8.0

3 Reverend 76 15.2 15.2

4 Pastor 74 14.8 14.8

5 Apostle 48 9.6 9.6

6 Evangelist 51 10.2 10.2
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7 Prophet 42 8.4 8.4

8 Members 61 12.2 12.2
9 Workers 72 14.4 14.4
Total 100.0 100.0

Source: Fieldwork, 2022. . %
Table 4.3 shows the titles of respondents in the sampled respondents for th@; the
result revealed that thirty-six (36) (representing 7.2%) respondents au@t forty (40)
(representing 8.0%) are Vicars, seventy-six (76) (representir_lg\b%%) are Reverends,
seventy-four (74) (representing 14.8%) are Pastors and f@@ght (48) (representing
9.6%) are Apostles. : »$

Others are fifty-one (51) (representing 10.2%) r@den‘[s are Evangelists, forty-two (42)
(representing 8.4%) are Prophets, while '.g‘é‘n (61) (representing 12.2%) are members,
and seventy-two (72) (representing 144%) are workers in the various churches sampled.

0

Table 4.4: Demographic al%eristics of Ranges of Respondents Membership
Year (N=500)

S/No Year of Membership Frequency Percent Valid Percent
1 0-5 45 9.0 9.0
2 6-10 140 28.0 28.0
3 11-15 103 20.6 20.6
4  16-20 98 19.6 19.6
5 21 & above 114 22.8 22.8
Total 100.0 100.0

Source: Fiecldwork, 2022.
Table 4.4 shows the ranges of years of membership in the sampled respondents for the
study; the result revealed that forty-five (45) (representing 9.0%) of respondents joined
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the membership of the church about five years ago, one hundred and forty (140)
(representing 28.0%) of respondents" membership is between 6-10 years, one hundred
and three (103) (representing 20.6%) of respondents" membership is between 11-15 years,
ninety-eight (98) (representing 19.6%) of respondents" membership is between, and one

hundred and fourteen (114) (representing 22.8%) of respondents joined above 21 years

ago. Q’&

%\%
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Table 4.5: Demographic Characteristics of Respondents' Gender (N=500)

S/No Gender Frequency Percent Valid Percent
1 Male 336 67.2 67.2
2 Female 164 32.8 32.8

Total 100.0 100.0

Source: Fieldwork, 2022. . ‘b
Table 4.5 shows the gender distribution of the sampled respondents for th@r; the

result revealed that three hundred and thirty-six (336) (representin re males
while one hundred and sixty-four (164) (representing 32.8%})@0{1’13168. The result
indicated that out of the total sampled respondents of 500, t@porﬁon of males in the

sample is higher than that of females, considering th: ‘Ae sample was taken randomly

without gender preference or discrimination. @

Table 4.6: Demographic Characteristi @Qespondents" Ethnic group by Geo-
political zone in Nigeria (N=500)

S/No Tribes by Zone Frequency Percent Valid Percent
1 South-South 46 9.2 9.2

2 South-West 377 75.4 75.4

3 South-East 29 5.8 5.8

4 North-West 1 0.2 0.2

5 North-East 2 0.4 0.4

6  North-Central 27 5.4 5.4

Total 482 100.0 100.0

Source: Ficldwork, 2022.
Table 4.6 shows the demographic characteristics of respondents” ethnic group by Geo-

political zone in Nigeria in the sampled respondents for the study; the result revealed that
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forty-six (46) (representing 9.2%) of the respondents are from South-South, three
hundred and seventy-seven (377) (representing 75.4%) respondents are from the South-
West, twenty-nine (29) (representing 5.8%) respondents are from South-East, one (1)
(representing 0.2%) respondent is from North-West, two (2) (representing 0.4%) are from
the North-East, and twenty-seven (27) (representing 5.4%) are from the North-Central.

Table 4.7: Demographic Characteristics of Respondents'' State in Nigeria (N=482)

S/No State Frequency Percent Valid Percent
1 Anambra 12 2.4 2.4
2 Oyo 205 41.0 41.0
3 Osun 37 7.4 7.4
4 Enugu 2 0.4 0.4
5 Ogun 22 4.4 4.4
6 Imo 1 0.2 0.2
7 Ebonyi 2 0.4 0.4
8 Abia 6 1.2 1.2
9 Lagos 89 17.8 17.8
10 Delta 12 2.4 2.4
11 Edo 12 2.4 2.4
12 Kaduna 17 34 34
13 Benue 8 1.6 1.6
14 Ekiti 9 1.8 1.8
15 Ondo 18 3.6 3.6
16 Kwara 8 1.6 1.6
17 Cross River 3 0.6 0.6
18 Kogi 7 1.4 1.4
19 Kano 1 0.2 0.2
20 Plateau 3 0.6 0.6
21 Rivers 2 04 04
22 Akwa Ibom 2 04 04
23 Adamawa 1 0.2 0.2
24 Bayelsa 1 0.2 0.2
25 Sokoto 2 0.4 04

Total 100.0 100.0

Source: Fiecldwork, 2022.

Table 4.7 shows the demographic characteristics of respondents" states in Nigeria in the

sampled respondents for the study; the result revealed that twelve (12) (representing 2.4%)
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of the respondents are from Anambra state, two hundred and five (205) (representing
41.0%) are from Oyo state, thirty-seven (37) (representing 7.4%) from Osun state,
twenty-two (22) (representing 4.4%) from Ogun state. Abia state six (6) (representing
1.2%), Lagos state eighty-nine (89) (representing 17.8%). Delta and Edo states have
twelve (12) each (representing 2.4%). Seventeen (17) (representing 3.4%) respondents
are from Kaduna state, eight (8) (representing 1.6%) are from Benue sta%’(@e )
(representing 1.8%) are from EKkiti state, eighteen (18) (representin .B&esponded
from Ondo state, eight (8) (representing 1.6%) responded fr?m wg{a state, three (3)
(representing 0.6%) responded from Cross River, seve}&@) representing 1.4%)
responded from Kogi state. Kano, Adawama, Imo* @@ayelsa states have one (1)
(representing 0.2%) respondent each; Plateau h%%(f&) (representing 0.6%). Rivers,
Akwa Ibom, Ebonyi, Enugu and Sokoto staté\&‘ﬁye two (2) (representing 0.4%) each.

Table 4.8: Demographic Character}g& Respondents of other Nationalities (N=18)

S/No Countries Frequency Percent Valid Percent
1 Kenya 3 16.7 16.7
2 Cameroun 6 33.3 33.3
3 Ghana 3 16.7 16.7
4 South Africa 2 11.1 11.1
5 England 2 11.1 11.1
6 Liberia 2 11.1 11.1
Total 18 100.0 100.0

So @eldwork, 2022.

Table 4.8 shows the demographic characteristics of respondents of other nationalities in
the sampled respondents for the study. The result revealed that three (3) (representing
16.7%) respondents are from Kenya and Ghana, six (6) (representing 33.3%) respondents
are from Cameroun, while South Africa, England and Liberia have two (2) (representing
11.2%) each.
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4.2. Presentation of Data

4.2.1 Analysis of Research Questions

Research Question One: To what extent is Intercultural Communication Knowledge
deployed among the selected churches in the Lagos metropolis?

Table 4.9: Deployment of Intercultural Communication Knowledge among the
Church (N=500)

S/No

Items SA A SD D Mean STD Rank
N (%) N (%) N (%) N (%)

There is a display 186(37.2) 277 (554) 20(4.0) 17(3,4) 1.7360 0.6923 2
of language

competence to

interpret verbal and

non-verbal symbols

appropriately and

effectively amidst

diverse cultures

among members.

The church 218 (43.6) 264(52.8) 14(2.8) 4(0.8) 1.6080 0.5857 10
maintains

behavioral

adjustment among

the various cultures

in the congregation

to enhance the

closeness of the

members

Everyone is 213 (42.6) 236(47.2) 37(7.4) 14 (2.8) 1.7049 0.7249 5t
encouraged to build

self-identity as the

congregation

members are

allowed to interact

constantly.

Every member is 173 (34.6) 263 (52.6) 33(6.6) 31(6.2) 1.8440 0.7981 1%
charged to make a

determined effort to

acquire knowledge

about other cultures

within the

congregation.

Emphasis on the 211(42.2) 251(50.2) 22(4.4) 16 (3.2) 1.6860 0.7046 6t
importance of
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10

developing skills

for effective and

efficient

interactions with

members of other

cultures is laid in

the congregation.

Every member is 185 (37)
motivated to foster

voluntary

relationships

among the cultures

within the

congregation.

The relevant ability 214 (42.8)
for interaction is

created among

members without

violating the norms

and rules of other

cultures.

Ability is created in  236(47.2)
every member to
live, work and
communicates with
members of other
cultures within the
community.
Independent and
purposeful
interaction is
fostered among
other cultures
within the
congregation.
Positive emotional 224 (44.8)
disposition towards

other cultures is

encouraged among

members of the

congregation.

200 (40.0)

283(56.6)

231(46.2)

222(44.4)

269(53.8)

231(46.2)

25 (5.0)

36 (7.2)

27(5.4)

23 (4.6)

35 (7.0)

6(1.2)

19(3.8)

15(3.0)

8 (1.6)

10 (2.0)

1.7240

1.7200

1.6420

1.6780

1.6620

0.7701

0.7581

0.7203

0.6381

0.6962

3nd

3rd

9th

7th

8th

Source: Fieldwork, 2022.
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Table 4.9: shows the extent to which intercultural communication indicators are utilized
among the selected churches in the Lagos metropolis. The table reveals that four hundred
and sixty-three (463), representing 92.6%) respondents agreed to a display language
competence to interpret verbal and non-verbal symbols appropriately and effectively
amidst diverse cultures, while thirty-seven (37) representing 7.4%) respondents disagreed;
with a mean score of 1.74 and standard deviation of 0.69. It is revealed that f(%&xldred
and eighty-two (482), representing 96.4%, respondents agreed that the ' %‘naintains

behavioral adjustment among the various cultures in the congrm&ti%n to enhance the
closeness of the members. In contrast, twenty-eight (28), r@\nting 3.6%, disagreed,
with a mean score of 1.61 and a standard deviation of 0\ %

Two hundred and forty-nine (249), represen@ 8% of respondents, agreed that

everyone is encouraged to build self-id ntm the members within the congregation
1;

1\
were allowed to interact constantly,%h' ifty-one (51), representing 10.2% disagreed,
with a mean score of 1.70 and sta@ deviation 0.72. Four hundred and thirty-six (436),
representing 87.6% of re or%d nts, agreed that every member is charged to make a
determined effort :@@mowledge about other cultures within the congregation. In
contrast, sixty-ﬁqf 4), representing 12.8%, disagreed, with a mean score of 1.84 and a
standard‘ﬁ%llon of 0.80. Also, four hundred and sixty-two (462), representing 92.4%,
at emphasizes on the importance of developing skills for effective and efficient
interactions with members of other cultures is laid within the congregation. Thirty-eight

(38), representing 7.6%, disagreed, with a mean score of 1.69 and a standard deviation of

0.70.

198



Four hundred and sixty-eight (468), representing 93.6%, agreed that every member is
motivated to foster voluntary relationships among the cultures within the congregation,
while thirty-two (32), representing 6.4% of the respondents, disagreed, with a mean score
of 1.72 and standard deviation of 0.77. Four hundred and forty-four (444), representing
89%, agreed that relevant ability for interaction is created among members without
violating the norms and rules of other cultures and fifty-six (56), represe@ 1%,
disagreed, with a mean score of 1.72 and a standard deviation of 0.76 y q@dred and
fifty-eight (458) representing 91.6% of the respondents agreefl th A'l%i ity is created in
every member to live, work and communicates with member’{%‘%er cultures within the
community, while the other forty-three (43) repres@@ 8.4% of the respondents
disagreed; with a mean score of 1.64 and standa&@%on of 0.72.

Four hundred and sixty-nine (469), repr SQX\Q 93.8% of the respondents, agreed that
independent and purposeful interac‘&i) fostered among other cultures within the
congregation, and thirty-one (31) esenting 6.2% of the respondents disagreed, with a
mean score of 1.68 and sta dag&eviaﬁon of 0.63, lastly four hundred and fifty-five (455)

>

representing 91 ‘qu@

other cultures ig erfcouraged among members of the congregation and forty-five (45)

ondent agreed that positive emotional disposition towards

representl o disagreed; with a mean score of 1.66 and standard deviation of 0.70.

L@ritically at the extent to which intercultural communication knowledges are
deployed among the selected churches in the Lagos metropolis, It was revealed that
Intercultural Knowledge was rated highest on the knowledge deployment table with a
mean score of 1.84, followed by Foreign Language Competence of 1.73, then

Motivations and Behavioral Appropriateness with 1.72, Intercultural Self-awareness 1.70,
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Relational Skills with 1.68. Contextual Relationships with 1.67, Intercultural Affinity
with 1.66, Intercultural Effectiveness with 1.64 and Cultural Distance rated last with a
mean score of 1.60.

To further affirm the responses gathered from respondents (Church apex leadership)
interviewed and selected respondents, findings revealed that intercultural communication
knowledge is highly deployed among the selected churches in the Lagos m@% It
implies that all the respondents attest to the fact that intercultura .%unication

N
Research Question Two: What are the Characteristics of a @hy ultiethnic Church

knowledge is deployed in these churches in the Lagos metropolis a%t:jed on the table.

in the selected churches in the Lagos metropolis? . '$%

Table 4.10: Characteristics of a Healthy Mulﬁ% Church

S/No

Items SA A SD D Mean STD
N (%) N (%) N (%) N (%)

Rank

11

12

13

The church leads  267(53.4) 178(35.6) 38(7.6) 17(3.4)  1.6393 1.1522
and empowers

every member,

irrespective of

cultural

dispositions, for

training and

mentoring )

Every member 273(54.6) 200(40.0) 15(3.0) 12(2.4)  1.5320 0.6737
identifies

individual God-

given passions,

gifts, skills and

personalities to

serve the church

community

Every member 223(44.6) 231(46.2) 35(7.0) 11(2.2) 1.6680 0.7034
faithfully serves

with commitment,

passion and

enthusiasm

among

themselves

lst

Sth

4th
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14

15

16

17

18

despite their
ethnic disposition
Established
structures are
flexible for
necessary change
to facilitate
growth among
members despite
the cultural
disposition
Worship services
are inspiring,
breaking cultural
differences and
barriers among
the members
Community
intimacy, deep
spiritual
interaction and
practical help are
encouraged
among members
despite cultural
dispositions
Sharing the
Gospel is
enhanced to meet
the quest of non-
believers of
various cultures.
Warm, loving
inter-ethnic
interactions and
generous doling
out of
complements are
enhanced among
members of
different cultures

183(36.6)

265(53.0)

213(42.6)

228(45.6)

212(42.4)

259(51.8)

190(38.0)

266(53.2)

241(48.2)

255(51.0)

40(8.0)

25(5.0)

15(3.0)

26(5.2)

31(6.2)

18(3.6)

20(4.0)

6(1.2)

4(0.8)

2(0.4)

1.7746

1.6197

1.6280

1.6140

1.6460

0.7251

0.8880

0.6053

0.6275

0.6144

3rd

znd

6th

8th

6th

Source: Fieldwork, 2022.

201



Table 4.10: shows the characteristics of a healthy multiethnic church in the selected
churches in the Lagos metropolis. The table reveals that four hundred and forty-five (445),
representing 89% of the respondents, agreed that the church leads and empowers every
member irrespective of cultural dispositions for training and mentoring, while fifty-five
(55), representing 11% of the respondents, disagreed; with a mean score of 1.64 and
standard deviation of 1.15. It is also revealed that four hundred and seventy-%f&% 3),
representing 94.6% of the respondents, agreed that every member ide y ?’Oﬂdividual
God-given passions, gifts, skills and personalities to serve the. church 'g:ommunity, while
twenty-seven (27), representing 5.4% of the respondents dis ; with a mean score of
1.53 and standard deviation of 0.67. Four hundred® g{&%‘ﬁy-four (454), representing
90.8% of the respondents, agreed every mem%‘%lfully serves with commitment,
passion and enthusiasm among themselves B@S‘[e ethnic disposition. In contrast, forty-
six (46), representing 9.2%, disag &t)ith a mean score of 1.67 and a standard
deviation of 0.70. ° Q)(b‘

Four hundred and foﬂy-‘%}%), representing 88.4% of the respondents, agreed the

church-established :u@

members despi%: ural disposition, while fifty-eight (58), representing 11.6% of the

are flexible for necessary change to facilitate growth among

respondeﬁ%:agreed, with mean score of 1.77 and standard deviation of 0.73. Four
hu@nd fifty-five (455), representing 91% of the respondents, agreed that worship
services in their churches are inspiring, breaking cultural differences and barriers among
the members and forty-five (45), representing 9% of the respondents disagreed, mean
score of 1.62 and standard deviation of 0.89. Four hundred and seventy-nine (479),

representing 95.8% of the respondents, agreed that community intimacy, deep spiritual
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interaction and practical help are encouraged among members despite cultural
dispositions, while twenty-one (21), representing 4,2% of the respondents disagreed, with
a mean score of 1.63 and standard deviation of 0.61, four hundred and sixty-nine (469)
representing 93.8% of the respondents agreed that sharing of the Gospel is enhanced to
meet the quest of non-believers of various cultures, while thirty (30) representing 6.0% of
the respondents disagreed; with a mean score of 1.61 and standard deviati@%&.
Lastly, four hundred and sixty-seven (467), representing 93.4% o d Q@pondents,
agreed that warm, loving inter-ethnic interactions and .gen oqﬁ doling out of
complements are enhanced among members of different cul@,\whlle thirty-three (33),
representing 6.6%, disagreed; with a mean score of 1.6 Q&andard deviation of 0.61.

Looking critically at the characteristics of a hﬁ@‘%ultiethnic church in the selected
churches in the Lagos metropolis, it was rg@)d that Effective Structure or Functional
Structure were rated highest on th c&teristics table with a mean score of 1.77,
followed by Passionate Spiritua@with 1.67, then Loving Relationships with 1.65,

Empowering Leadership @, Holistic Small Groups with 1.63, Inspiring Worship
.\
\%

with 1.62, Need-oi)@

a mean score oﬁ% ;

Further @s from the Church apex leadership also buttressed the findings that the

gelism or Outreach: 1.61 and Gift-based Ministry last with

ctics of a healthy multiethnic church in the selected churches in the Lagos
metropolis are evidenced. It implies that all the respondents displayed high qualities of
these characteristics which have led to positive relationship and growth in the selected

churches in the Lagos metropolis as ranked on the table.
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Research Question Three: What are the Benefits of Intercultural Communication

Competency for the Management of Multiethnic Churches in the selected Churches in the

Lagos metropolis?

Table 4.11: Benefits of Intercultural Communication Competency for the
Management of Multiethnic Churches (N=500)

S/No

Items

SA
N (%)

A
N (%)

SD
N (%)

D
N (%)

Mean

STD

Rank

19

20

21

22

23

24

25

Members are
empowered to
participate in church
work freely with the
help of the Holy Spirit
despite cultural
differences

Every member enjoys
the care and love of the
church leaders despite
cultural diversities
Every member of the
congregation worships
God in the atmosphere
of freedom in an orderly
manner glorifying Christ
despite cultural
differences

There is a passionate
involvement of every
member to reach out to
others with the message
of the Gospel.
Members actively
express Christ's love,
giving and service to
those in need despite
cultural backgrounds.
The church has become
a community of God's
people manifesting love
in action

The church manifests
spiritual maturity in
biblical beliefs and
behaviors in line with a

333(66.6)

316(63.2)

329(65.8)

222(44.4)

266(53.2)

259(51.8)

219(43.8)

158(31.6)

169(33.8)

167(33.4)

235(47.0)

213(42.6)

217(43.4)

257(51.4)

6(1.2)

11(2.2)

3(0.6)

21(4.2)

15(3.0)

21(7.0)

17(3.4)

3(0.6)

4(0.8)

1(0.2)

22(4.4)

6(1.2)

3(0.6)

7(1.4)

1.3580

1.4060

1.3520

1.6860

1.5220

1.564

1.6240

0.5398

0.5778

0.5026

0.7514

0.6182

0.8386

0.6224

11th

1 Oth

11th

3rd

9th

8th

Sth
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26

27

28

29

30

holy life.

Every member is
equipped to discover,
develop, and use their
gifts to involve
individual ministry.
The church identifies,
trains, and empowers
members to serve in
leadership positions
despite cultural
dispositions.

Every member uses their
gifts faithfully to serve
others for the honor of
God despite cultural
diversities.

Members are committed
to preaching to people
outside the community
despite cultural
differences.

Every member follows
the guidelines of the
church leadership to
reach and accomplish
the church's vision.

231(46.2)

243(48.6)

240(42.6)

206(41.2)

149(26.4)

246(49.2)

227(45.4)

217(38.5)

243(43.1)

292(51.8)

19(3.8)

20(4.0)

29(5.1)

41(7.3)

39(6.9)

4(0.8)

10(2.0)

14(2.5)

10(1.8)

20(3.5)

1.5920

1.6120

1.6340

1.7100

1.8600

0.6053

0.8312

0.7191

0.7006

0.7193

7th

6st

4th

2nd

1sth

Source: Ficldwork, 2022

Table 4.10 shows. they'beenéfits of intercultural communication competency for the
management ofimulfiethnic churches in the selected Churches in the Lagos metropolis.
The table\feveals four hundred and ninety-one (491), representing 98.2% of the
respondénts, agreed that members are empowered to participate in church work freely
with the help of the Holy Spirit despite cultural differences, while nine (9), representing
1.8% of the respondents disagreed; with a mean score of 1.34 and standard deviation of
0.54. It is also revealed that four hundred and eighty-five (485), representing 97% of the

respondents, agreed that every member enjoys the care and love of the church leaders
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despite cultural diversities, while fifteen (15), representing 3% of the respondents
disagreed; with a mean score of 1.41 and standard deviation of 0.58. Four hundred and
ninety-six (496), representing 99.2% of the respondents, agreed that every member in the
congregation worships God in the atmosphere of freedom in an orderly manner glorifying
Christ despite cultural differences, while four (4), representing 0.8% disagreed; with a
mean score of 1.35 and standard deviation of 0.50. Four hundred and ﬁfty-sev%‘ ) of
the respondents representing 91.4%, agreed, while forty-three (43), re o0 8.6% of
the respondents, disagreed there is a passionate involvement .of e rx\member to reach
out to others with the message of the Gospel; with a mear&%\\e‘ of 1.67 and standard
deviation of 0.75. \

Four hundred and seventy-nine (479), represen%%ﬁ% of the respondents, agreed,
while twenty-one (21), representing 4.29 \ respondents, disagreed that members
actively express Christ's love, givi% service to those in need despite cultural
background; with a mean score o%% and standard deviation of 0.62. Four hundred and
seventy-six (476), represe%}gl% of the respondents, agreed, while twenty-four (24),

representing 4.8%6;@

love in action, Qh mean score of 1.56 and a standard deviation of 0.84. Four hundred

that the church is a community of God's people manifesting

and seveﬁ% (476), representing 95.2% of the respondents, agreed, while twenty-four
(2@senting 4.8%, disagreed that the church manifests spiritual maturity in biblical
beliefs and behaviors in line with a holy life, with a mean score of 1.62 and standard
deviation of 0.62, four hundred and seventy-seven (477) representing 95.4% of the
respondents agreed that every member is equipped to discover, develop, and use their

gifts to involve individual ministry and twenty-three (23) representing 4.6% disagreed;
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with a mean score of 1.59 and standard deviation of 0.61, four hundred and seventy (470)
representing 94% of the respondents agreed that the church identifies, trains and
empowers members to serve in leadership position despite cultural dispositions, while
thirty (30) representing 6% disagreed; with a mean score of 1.61 and standard deviation
of 0.83.

Four hundred and fifty-seven (457), representing 91.4%, agreed that every rr%@r uses
their gifts faithfully to serve others for the honor of God despite culture; . %)rty-three
(43), representing 8.6% of the respondents, disagreed, with a mean score of 1.62 and
standard deviation of 0.72. Four hundred and forty-nine (442{@»1‘esenting 89.8% of the
respondent, agreed, while fifty-one (51), representing*10:296; disagreed that members are
committed to preaching to people outside %%munity despite their cultural
differences, with a mean score of 1.71 m!@lfndard deviation of 0.70. Lastly, four
hundred and forty-one (441), repres tigi&Z%

nine (59), representing 11.2% di%ﬁb‘bd that every member follows the guidelines of the

of the respondents, agreed, and fifty-

church leadership to reach nc% ccomplish the church vision, with a mean score of 1.86
and standard devia '0@%.

Reference to og’fntercultural Communication has benefited multiethnic church
managerﬁ%x the selected churches in Lagos metropolis. It was revealed that Vision-
fo%ystem was rated highest on the benefits table with a mean score of 1.90,
followed by Missionary Spirit at 1.71, Effective evangelism at 1.68, God-honoring
stewardship with 1.63, Maturing Faith: at 1.62, Leadership development with 1.61,

Personal Ministry with 1.60, Loving Community with 1.56, Compassionate Ministries
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with 1.52, Pastoral leadership with 1.40, while Christ-exalting Worship and Divine
Enablement were rated last with a mean score of 1.35.

Responses from the church apex leadership through the interview also affirmed how
multi-ethnic congregations experience the benefit of intercultural communication as
God’s presence is cultivated and sensed in the management of these churches.

In summary, it implies that all the respondents attest to these benefits of i@@a“?‘[’ural
communication for multiethnic churches management and has f .ﬁ{g% into the
congregation working together to achieving the visions of th.e s&tg\d churches in the
Lagos metropolis as ranked on the table. %\

Research Question Four: What are the Challeng@@ecting the Deployment of
Intercultural Communication in the Managemen@tiethnic Churches in the selected

Churches in the Lagos Metropolis? . @
S

Table 4.12: Challenges Affecting t yment of Intercultural Communication in
the Management of Multiethnic (}R (N=500)

-

S/No

Items SA A SD D Mean STD
N (%) N (%) N (%) N (%)

Rank

31

32

34

Members of different 133(23.6) 192 (34) 86(15.2) 89(15.8) 2.2620 1.040
cultures become

nervous about their

speaking and hearing

skills at their initial

meeting.

Members sometimes 100(20.0) 222(39.4) 88(15.6) 90(16.0) 2.3387 0.9917
forget that each

culture is

distinguished and

unique on its own.

Members often 112(19.2) 169 (30) 129(22.9) 90 2.3908 1.0226
believe their culture (18.0)

is better than others

by their cultural

standard.

Members quickly 182(32.3) 168(29.8) 90(16.0) 60(10.6) 2.0560 1.0114
become hostile and

6th

4th

2nd

7th
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behave unjustly

towards other

cultures based on

stereotypes and

Prejudice

Members often 87(15.4) 155(27.5) 173(30.7) 85(15.1) 2.5120 0.9694 1st
display irrational

dislike towards other
cultures due to

personal beliefs

about them

Members from 110(19.5) 186(33.0) 114(20.0) 90(16.0) 2.3680 1.0172 3rd
different cultural

groups often

misinterpret each

other's languages and

meanings.

Non-verbal 127(22.5) 172(30.5) 109(19.3) 92(10.3) 2.3320 1.0488 5th
misinterpretation

often creates

confusion and

misunderstanding

during  interactions

among various

cultures

N
Source: Fieldwork, 2022. Q)

'\
Communication 1 h&a ement of multiethnic churches in the selected Churches in

Table 4.12 shows thﬁha enges affecting the deployment of intercultural
the Lagos metropolis. The table reveals that three hundred and twenty-five (325),
represen@ég% of the respondents, agreed that members of different cultures become
ne@%out their speaking and hearing skills at their initial meeting, while one hundred
and seventy-five (175), representing 35% of the respondent disagreed; with a mean score
of 2.26 and standard deviation of 1.04. It is also revealed that three hundred and twenty-

two (322), representing 59.4% of the respondents, agreed that members sometimes forget

that each culture is distinguished and unique. In contrast, one hundred and seventy-eight
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(178), representing 31.6%, disagreed, with a mean score of 2.34 and a standard deviation
of 0.99. Two hundred and eighty-one (281), representing 56.2% of the respondents,
agreed that members often believe their culture is better than others by their cultural
standard, while two hundred and nineteen (219), representing 43.8% of the respondents
disagreed, with a mean score of 2.39 and standard deviation of 1.02. Three hundred and
fifty (350), representing 70% of the respondents, agreed that members quic%%&come
hostile and behave unjustly towards other cultures based on stereotypes . ﬁg@;dice.

In contrast, one hundred and fifty (150), representing 30%, di:c,agr d '\;v1th a mean score
of 2.06 and a standard deviation of 1.01. However, it was rey; %ere that two hundred
and forty-two (242), representing 48.4% of the respm@%) agreed that members often
display irrational dislike towards other culturex%%personal beliefs about them and

two hundred and fifty-eight (258), repres n@g .6% of the respondents disagreed; with
a mean score of 2.51 and standard d iai') of 0.97. Two hundred and ninety-six (296),
representing 59.2% of the res;@%nts, agreed, and two hundred and four (204),
representing 40.8% of the re%r%dents, disagreed that members from different cultural
groups often misi r@’% other's languages and meanings; with a mean score of 2.37
and standard d i§6)11 of 1.02. Lastly, two hundred and ninety-nine (299), representing
59.8% @Qrespondents, agreed that non-verbal misinterpretation often creates
co@ and misunderstanding during interactions among various cultures, while two
hundred and one (201), representing 40.2% of the respondents disagreed; with a mean
score of 2.33 and standard deviation of 1.05.

Looking critically at the challenges of intercultural Communication for managing a

healthy multiethnic church in the selected churches in the Lagos metropolis, it was

210



revealed that Prejudice was rated highest on the challenges table with a mean score of
2.51, followed by Ethnocentrism and language with 2.40, then Assuming Similarity
Instead of the Difference in Cultures with 2.34, Non-verbal Misinterpretation with 2.33,
Anxiety with 2.30 and Stereotypes rated last with a mean score of 2.10.

Further findings from the church apex leadership affirmed that there are challenges that
could be barriers to the deployment of intercultural communication forﬁ ging
multiethnic church in the selected churches in the Lagos metropolis. . \QO

In summary, all the respondents attest to these challenges, w.hic 01.1\1 be managed to
avoid discrimination among members in the selected church \he agos metropolis as
ranked on the table. The feature representing Prejudice s&ged higher on the table with a
higher percent of disagreement by the respond%&could be a response to constant
teaching and understanding in godly relat'ox;\ mong the members in those churches.
Research Question Five: Wh C the Relationship between Intercultural
Communication Knowledge and @ultural Communication Competency Benefits, as it
affects the Management (‘)Q/I}éthnic Churches in the Selected Churches in the Lagos

Metropolis? &

Table 4.13a: \— st Analysis of the Relationship between Intercultural
Communicat Knowledge and Intercultural Communication Benefits of
Multieth urches in the Selected Churches in Lagos Metropolis

aN t-test
Items No  Mean Standard T df. Sig
Deviation
Intercultural Communication 500 17.00 4.629 9.069 499 0.000
Kmowledge
Intercultural Communication Benefits 500 18.92 5.973

Source: Fieldwork, 2022

The p-value = 0.05, Level of Significance = 0.000, Variables= the mean difference

between Intercultural communication indicators and Intercultural communication benefits
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is 1.92. At p = 0.05, the level of Significance = is 0.000 since the significance level is
within the p (value) range. Therefore, there is no significant difference in how
intercultural communication knowledge is deployed and how intercultural
Communication benefits the management of multiethnic churches in the selected
Churches in the Lagos metropolis. Thus, the finding revealed that there was an overall
significance relationship in the deployment of intercultural communication Knowledge
and intercultural communication benefits. This implies that “the\ itercultural
communication knowledge deployed benefit the management of multiethnic churches in
the selected Churches in the Lagos metropolis.

Table 4.13b: Correlation of Intercultural Communicatioif Knowledge and

Intercultural Communication Competency Benefits\of. Multiethnic Churches in the
selected Churches in the Lagos metropolis

Correlations
Intercultural Intercultural
Communication Communication
Knowledge Competency
Benefits
Spearman's rho Intercultural Correlation 1.000 0.509™
Communication Coefficient
Knowledge Sig. (2-tailed) . 0.000
N 500 500
Intercultural Correlation 0.509™ 1.000
Communication Coefficient
Competency Benefits ~ Sig. (2-tailed) 0.000
N 500 500

Sourees Ficldwork, 2022

The p value=0.05 and Spearman's rho correlation coefficient is 0.51. At p=0.05 and
Spearman's rho correlation coefficient is 0.519, since p is less than the level of
Significance on the positive value; therefore, there is a positive correlation between the
extent to which intercultural communication knowledge are deployed and the extent to

which intercultural Communication benefits the management of multiethnic churches in
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the selected Churches in Lagos metropolis. Thus, the finding revealed that there was a
significant impact of the deployment of intercultural communication knowledge on the
benefits derived in the management of multiethnic churches in the selected Churches in
Lagos metropolis. This implies that the intercultural communication knowledge deployed
have been laudably strong enough to obtain a positive correlation effectively. The effect
of the indicators has been so impactful on the management of these selected %{E\es in
the Lagos metropolis. @QO

4.3: Discussion of Findings i \ -

Table 4.9 presents the data on how intercultural communic&@knowledge is deployed
among the selected churches in Lagos metropolis frm@@espondents' perspectives as
rated on the table. It implies that the knowledg&@%oyed at one point or the other in

these churches, as attested to by all respin@?t different ratings. This could meet the

demand of the elevated risk of misintéspretations of communication content due to

cultural and contextual rules for @h‘briate and effective behavior and interaction in the

'\
uncertainty, ambiitn@ y, demands on knowledge, skill application, and motivating

performance c&as i
Q

members"%

Re@@ foreign language competence, respondents in the churches show there was a

selected churches. It willﬁccﬁge the levels of predictability resulting from increased

s resulting from potential misunderstandings among church

display of language competence to interpret verbal and non-verbal symbols appropriately
and effectively amidst diverse cultures among members, a skillful display of transactional,
purposeful and interdependent exchange of passive, active and interactive information

gathering and dissemination; it is an impression of competence that both leaders and
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members could display contextual appropriateness and effective use of foreign language
effectively?. A leader in one of the churches revealed that some individuals made
relentless efforts to learn other languages to fit into the situation, others with a second
language were brought as assistants to meet the demand of interpretation. Moreover,
transltors were brought in to meet the needs of other minorities (people with hearing
deficiency). In addition, foreign languages and cultures are learned?. Q’)&{b
As regards cultural distance, respondents show that churches mait .%Q@ehavioral
adjustment among the various cultures in the congregation to en%ce the closeness of
the members, possibly the leaders and members are a %\of individual cultural
backgrounds concerning others in the church, whichweuﬁ?acilitate better management
of the challenges that could arise from the clﬂ@%esponses from the researcher's
interviews and interactions revealed there @e}wareness of cultural differences in the
congregation. One of the respondent%@d that: Through the teaching of God's word,
everyone is encouraged to live @'ﬂer as a Christian family taking the bible as the
cultural manual’,

%w
Regarding intercu r@- wareness, the result reveals that everyone is encouraged to
build self-iden 't}g members within the congregation were allowed to interact
constantf)% excellent atmosphere was created for members to be imparted and to
im@%ers despite their cultural dispositions®. This dynamic is influenced by
knowledge gain, skill practice and motivational change. It helps behavioral choices in
public and private during communicative interaction within the congregation’.

On the subject of intercultural knowledge, the result shows that every member is charged

to make determined efforts to acquire information about other cultures within the
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congregation. This process requires individuals to get out of their comfort zone and listen
to different people for knowledge impartation®, which is a crucial component to
developing self-knowledge, which implies identity and worldview as well as
understanding other world views within the congregation®.

Regarding relational skills, respondents attest that emphasis on the importance of
developing skills for effective and efficient interactions with members of othe%@h’res is
laid in the congregation. Related interview revealed Leadership's co y Q@effort to
strengthen teaching and practice of love and care among mem@ .%hrough rendering
service to one another'®. It enhances the ability to em;@e, accumulate cultural
information, listen, resolve conflict, and manage anxiet@[‘%ncing prejudice reduction'!.
It is believed these skills have improved the o‘@%pact of intercultural contact on
people by acquiring cultural knowledger @gh reading many books, articles, and
manuals on the subject!?. %C-)

From the perspective of motivati%(bﬁe result shows that every member is motivated to
foster voluntary relationshi %gong the different cultures within the congregation; it

=

creates a desire in @

willingly for copperation and unity in the congregation'®. One of the respondents in a

rs to nurture intercultural relationships and communication

church s%»hgat: There is willingness in every individual to develop relationship with
p other cultures other than theirs after receiving teachings and admonitions on
various church culturally-based programs, which ensures cooperation and unity among
us'4.

Also, regarding behavioral appropriateness, respondents proved that church leadership

creates the ability for relevant interaction among members without violating the norms

215



and rules of other cultures. This concept forms members' power to meet the situation's
basic contextual requirements. The researcher's interview with a respondent revealed the
need for tolerance, understanding and respect for one another in the church despite
cultural backgrounds's. It nurtures the quality, relevancy, quantity and manner of
message-sending among members without extensively violating the norms and rules'®.

The result regarding intercultural effectiveness, the respondents attest that &\hurch
leadership creates in every member the ability to live, work and ¢ ; ?@ate with
members of other cultures within the community. This ability ¢ atg§ in members the
attribute of communication to earn respect, and trust, encour@ooperation, and makes
everyone comfortable; this integrative approach has°KeQ%Jbetter understanding in the
congregation!’. One of the respondents revealed@) embers were encouraged to speak
the truth in love, walk in the same direct'rohs\‘%}m division, perfectly joined together in

S

one mind and purpose, and in the sa%{ ment, which we believe is a biblical concept

that enhances intercultural effecti s!8,

Regarding contextual re&%ips, the result shows that church leadership fosters
independent and r@l interaction among other cultures within the congregation.
The Leadership&i&ders the degree of regular interaction, stresses the importance of
relationsh'%@nd encourages interactions that maintain group harmony!®. Lastly,
reg@? intercultural affinity, the result also shows that respondents attest that the
church leadership promotes a positive emotional disposition towards other cultures
among the congregation members. The researcher's interview response reveals a strong
emotional attachment to church membership, which facilitates a positive perception and

minimizes uncertainty, anxiety and approach avoidance among members; creating home
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and foreign culture affinity would promote mutual disclosure among communicative
partners?.2!,

Table 4.10 presents the data on the characteristics of a healthy multiethnic church in the
selected churches in the Lagos metropolis from the respondents' perspectives as rated on
the table. It implies these characteristics are observed at one point or the other in the
church, as attested to by all respondents at different ratings. Possibly, these ch%%nstics
are bible-based, led by visionary leaders, empowered by the Spirit, bala.&g@ function,
and effective in their organization?’. Moreover, they are universal %ood qualities that
could be transferred to any situation; each has a positive rela{@}p with the quality and
the quantitative growth of any church, not minding tha%dltural disposition; it is the
interplay of these characteristics that are related %&althy force principles?>.
Regarding empowering Leadership, the Tg‘{&hows that respondents attest that the
church leads and enables every mem%gréspective of cultural dispositions, for training
and mentoring. In a related inté@if by the researcher, respondents volunteered for
leadership empowerment t 111.1)\ng)1n the church. A leader in one of the churches affirmed
that: This is an en u@ﬁt to the church leadership to intentionally seek to identify,
train and emp%eiﬂ{her potential leaders, giving them responsibility for people and
ministrie‘s%i rejoicing when they do better’?*. Empowering leadership leads and
e m‘ others irrespective of cultural dispositions to lead; they explain, motivate and
liberate through mentoring while on-the-job training?>.

Concerning gift-based ministry, the result shows that respondents verified that every
member identifies individual God-given passions, gifts, skills and personalities to serve

the church community. It was affirmed in the course of interactions by the researcher that
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the church leadership helps congregation members to identify their gifts and find or
create ministries that match them despite their cultural dispositions?s. The church
encourages the individual to live in harmony with one's spiritual gifting to minister in the
strength and the power of the Holy Spirit. As they perform this way, people are fulfilled
and flourish in their mission and ministry within and outside the church community?’.
Regarding passionate spirituality, responses show that every member faith@erves
with commitment, passion and enthusiasm among themselves despite € ! fﬁ?@position;
this is an act that prepares people sacrificially, with authentic and 4%1}?% spirituality as
well as vibrancy of faith in God to serve others?®. Members @vess a living, infectious
personal relationship with Jesus Christ nurtured thro@%?ayer, worship and spiritual
disciplines, including sacrificial giving, manife%& fruit of the Spirit, and pursuing
holiness and obedience without cultural e){%%e. Invariably, the health and growth of
the church are concerned with the d%i& which faith is lived out with commitment,
passion and enthusiasm among t bers despite ethnic dispositions?’.

Regarding effective or fun ti;% structures, the result shows that respondents attest that
established struct e@i churches are flexible for necessary change to facilitate
growth among \Ke‘iaers despite cultural disposition. One of the respondents noted that:
The exis@ystems enable the church members to function effectively, with effective
pl@%e flexible and adaptable enough for necessary change to facilitate further
growth for all the church structures to serve the mission and purpose of the church?, 3!,
The study on inspiring worship shows that respondents attest that church worship

services are inspiring, breaking cultural differences and barriers among the members. The

researcher's interview revealed a HolySpirit-inspired worship service that is
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interculturally based, which is a display of quality rather than style, so inspiring that
people of no Christian faith are attracted to experience it*2. Inspiring Worship helps
people meet with Jesus and provides space and opportunity for a mutual encounter with
Jesus despite various cultural dispositions®®. Inspiring Worship is transformative;
resulting in people's lives changing for the better; making worship service an inspiring
experience, breaking cultural differences and barriers; an aspect separating %@iyband
growing from non-growing churches’. . ‘\QO

Regarding small holistic groups, the respondents attest that com un'i;[y intimacy, deep
spiritual interaction and practical help are encouraged amo mbers despite cultural
dispositions. The researcher's interaction with respon Iso revealed that churches
with multiethnic members use their spiritual gif&%‘% reality of prayer to function in a

group. A member in the church noted thi : ‘1@ is a system of small groups developed

N
where individual believers enjoy con‘gll ity intimacy, practical help for intense spiritual
interaction®>. They discussed anz@ﬁed biblical texts and insights to the participants'
questions about everyday li e?tl)es from different cultural perspectives?®.

Regarding need-ﬁr@%

attest that sharing of'the Gospel is enhanced to meet the quest of non-believers of various

ngelism or outreaches, the result shows that respondents

cultures.‘%believed that the love of Christ for the people is expressed despite their
cwl% spositions. One member in one of the churches affirmed that: Church members
talk naturally about their faith, share with others appropriately while evangelizing among
various culture by culture to reach out to the communities around them?’. It allows

members to explore the Christian faith and commit to discipleship culturally 3.
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Lastly, regarding loving relationships, the result shows that respondents believe that
warm, loving inter-ethnic interactions and generous doling out of compliments are
enhanced among members of different cultures within the congregation. It makes the
church a welcoming, accessible, inclusive and forgiving community, thus encouraging
relationships. Invariably, these contemporary churches in these multiethnic societies
usually sponsor events that enable members of different ethnic dispositions to %%l(btime
together, organize inter-ethnic programs, and promote generous .% out of
complements among different cultures®. .

Table 4.11 presented data on the benefits of intercultural coKé\éon competency for
the management of multiethnic churches in the selecte@%hes in the Lagos metropolis.
These benefits are congregational experiences@ by members resulting from the
culmination of the characteristic feature °C§Q§S:althy multiethnic as God's presence is
cultivated and sensed in their interacﬁ&'i)

Meanwhile, regarding divine ena@‘en‘[, the result shows that respondents attest to the
fact that the church memlf%ar empowered to participate in church work freely with the

"
help of the Holyi@%

te cultural differences, which signifies the working of the
Holy Spirit wit@'

empowef%)an's inability by His electing grace to open the congregation's minds and

he@g gospel truth, bringing the church unto His purpose while going through

tremendous challenges, battles, pruning, purging, processing, victories, glories and

church. It becomes God's sovereign role in building the kingdom,

spiritual heights of attainment*!.
Regarding Pastoral Leadership, the result revealed that every member enjoys the care and

love of the church leaders despite cultural diversities, demonstrating pastoral calling,
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character, and competence to help the church achieve its God-given purpose and shared
vision. Pastoral Leadership connotes shepherding God's flock in the church, exercising
oversight, not under compulsion, but willingly, as God desires; not for shameful gain, but
eagerly; not bossy over those in your charge, but being examples to the flock (1 Peter
5:2-3). The Leadership ensures that the congregation is adequately cared for biblically
and redemptively, providing an explicit context of service to one another Q@ing
leaders to be accountable before God*. . ‘\QO

Regarding Christ-exalting Worship, the result shows that res.porkglz'sS attest that every
congregational member worships God in an orderly atmos@of reedom, glorifying
Christ despite cultural differences. This worship expeﬁ& e engages the whole man,
leading the congregation into God's empoweriné%x&ce, and the father is worshipped
th@?rship brings orderliness and genuine

in Spirit and truth (John4:23). Thus,

fellowship between fellow believe%ai)the heavenly father, characterized by the

leadership of the Holy Spirit in th@%osphere of freedom™.

Regarding effective eva %1), the result shows that respondents affirmed the

passionate involve e%%e ery member to reach out to others with the message of the
9

Gospel. Jesus' %

multiplyf@ssionate followers of Jesus Christ and healthy churches. Eventually, the

to the church embraces the Great Commission's responsibility of

ch@%ds the congregation to preach, making a generational impact on the people
through the messages of God by organizing personal and collective evangelism,
organized revival, personal engagement in counseling and follow-up of the new
converts*. In a related interview by the researcher, it was revealed that evangelism is

made easy as some members relate to their own culturally bound people in some cases®.
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Regarding compassionate ministries, the respondents show that members actively express
Christ's love, giving and service to those in need despite cultural background. The
church's responsibility of leading the church to proclaim Christ is backed up with actions,
practically expressing the mission of Christ to humankind by caring and bearing with one
another and sacrificing one's comfort for the sake of others*. One of the members in the
church affirmed that: One of the significant benefits members enjoy is the eﬁég of

indiscriminate love and oneness in the church 4. Therefore, the chu@@g people
ngi u

with large and teachable hearts who are hospitable, accommodati mble, loving,

trustworthy, readily adaptable and sensitive to the Holy S \to reach the neglected

individuals in our community with the ministry of com@%ﬂ“.

Concerning loving community, the result show%&spondents attest that the church

has become a community of God's pe
C

il:\\‘%ﬂfesting love in action. A significant

responsibility of the church is to pra%’ nuine care for one another while embracing
new people and valuing their inc@% in the fellowship. Invariably, the church has been
expressing God's love in gi i@wacticing service, stressing the good of the other, loving
one another, foreﬁ;&% nother, forgiving one another, edifying one another and
preferring one agothef®.

Regardin‘%‘?ring faith, the result shows that the respondents attest that the church
m Qspiritual maturity in biblical beliefs and behaviors in line with a holy life. The
concept is that the congregation is led to recognize the difference between right and
wrong, then does what is right, not easily swayed by false teaching, so grounded in the

truth of God's Word, and quickly recognizes falsehood. Church members with an eternal

perspective purposefully strive for continual spiritual growth, reflecting God's character
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to the world to reflect the nature of Jesus to a watching world®’. One respondent was of
the opinion that: Every member relates with one another based on maturity as instructed
by the scriptures with the help of the Holy Spirit!.

Regarding personal ministry, responses show that every member is equipped to discover,
develop, and use their gifts to involve individual ministry. The church leadership must
have been involved in training and directing the church members into acti Mice,

bestowing gifts to enable God's people to do personal ministry: I §$@«ho gave

t i
apostles, evangelists, shepherds and teachers to prepare the .pecg '(% God for works
of ministry that could edify the body of Christ>2. &%\

Regarding leadership development, the result shows® @@spondents testified that the
church identifies, trains and empowers member% e in leadership positions despite
cultural dispositions. One aspect of leadis}j@ésponsibilities is to take the congregation

through the capacity expansion olE individuals to perform leadership roles within
organizations. Emphasis was on @loting self-awareness, the mastery of management
skills and the transfer of these ’skills to the church. The church takes a proactive and

'\
systematic appro@%d rship development to produce more leadership talent and

best-practice; % ensity and quality of the leadership development interventions
character‘m%-gt area>.

Re@@ God-honoring stewardship, respondents showed that every member uses their
gifts faithfully to serve others in honor of God despite cultural diversities. The biblical
concept of stewardship provides opportunities for generosity and all-inclusive activities
that touch all members' lives, including time, talent and treasure. The researcher's

interview revealed that the church's Leadership encourages members to administer
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personal affairs and possessions as though they are God's**. It requires an essential
commitment on the part of every member for a unique presentation to God as His
servants, with no conditions attached *°.

Regarding the Missionary spirit, the result shows that respondents attest to the fact
members are committed to preaching to people outside the community despite the
cultural differences. The church is engrossed with reaching out to its com@@and
world as compassionate, culturally responsive, disciple-making amba. of Jesus
Christ. The church generates an intense missionary yearning fro&G.c; s heart, driving

members to look toward the outer margins, moving out@rto a territory beyond

boundaries to meet the most immediate and urgm}{&g&s of people who need to

encounter Christ?°. @

Lastly, regarding the vision-focused systiz\@%onses also revealed that every member

follows the guidelines of the church leadérship to reach and accomplish the church vision.

The church leadership is resp@@br hearing God's heart through spiritual disciplines,

observing human needs th cr%l ut for solutions, then .invites others around to join in the
seeking and follo 'r@tep& Finally, it creates a dialogue around the vision that
grows in thé\iﬂits of members, captures the passion and direction of
the Visi(‘)%spressed in words or images, guides the development of strategies
to@% the idea, and continues to articulate the concept into a sage who aligns people
and resources with achieving the vision®’.

Table 4.12 presented the data on the challenges affecting the deployment of intercultural
communication in the management of multiethnic churches in the selected Churches in

the Lagos metropolis; these connote barriers to communication across cultures preventing
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effective communication that culminates in actions bound to be wrong in some cultures
or offend someone's view or violate other culture's norms>®.

Regarding anxiety, the result shows that respondents attest that members of different
cultures become nervous about their speaking and hearing skills at their initial meeting.
Possibly, members are new to the environment, not knowing what is expected during the
communication transaction’®. The researcher's interaction and interview re@&hat
sometimes people of different cultures gathering for interaction for th .ﬁgame often
become incredibly nervous about their speaking and hearing skillsy which could lead to

. y&w

common mistakes in accent or pronunciation®. %\

Concerning assuming similarity instead of a differenc@%ﬂtures, the result shows that
respondents attest that members sometimes forg@&ach culture is distinguished and
unique on its own. It becomes a barrier wh@gple assume to behave the same way as
in their culture in a new culture. An T&ggw by the researcher revealed that it takes the
church's Leadership to reinstat concept of assuming similarity in culture for
members' consciousness@%%ﬁmes, forgetting the essential differences could lead to

miscommunicatioir;&

Regarding Eth)Qi rism, the result shows that responses affirmed members often

in the display of emotions under different circumstance®.

believe {%culture is better than others by their cultural standards. This concept
ne@ judges aspects of another culture by the standards of one's culture. It could
lead to restrictions and limitations in obtaining knowledge and values of other cultures %
6 It makes certain members believe their culture is better than others in some regions

despite rules and standards that guide different cultural groups. Leaders often discourage
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marginalization and cultural dominance; encourage general language during discussions
and interactions®.

On the subject of stereotypes and prejudice, the result shows that respondents attest to the
fact that members quickly become hostile and behave unjustly towards other cultures

based on stereotypes and prejudice. These terms refer to judging individuals based on a

group's shared values. It might be due to one's expectations about particular (?j@(&am

or something based on knowledge about the individuals in the church, to unjust
behaviors and hostility towards members®®. However, re.spon en"%s disagreed that
members often display irrational dislike towards other cultk%\ue to personal beliefs
about them; possibly, it is believed that the reaction fs i %‘fdualistic, and such a highly
discriminatory person could be authoritarian i\%&ality. However, the information
that assumed a wide belief as valid details )@s not be accurate or applicable to every
individual®’. Moreover, issues coul lgdker-generalized, and even when the world
changes, some people might rej e@ new information that does not suit their standards
or beliefs %. A leader in %{he churches revealed that: The idea of stereotype and
prejudice is real 1 t@h but has reduced tremendously due to in-depth teachings
from the script%@d globalization influence; no one is expected to overgeneralize or
be myopf%%nion@.

Re@ language, the result shows that respondents attest that members from different
cultural groups often misinterpret each other's languages and meanings. Possibly, there
seems to be no way to translate a language perfectly because of the lack of vocabulary

equivalence, idiomatic equivalence, grammatical syntactical equivalence, experiential

equivalence, and conceptual equivalence’”. Languages from different cultures often lack
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words that could be translated word by word directly, and many idiomatic expressions
could be easily misunderstood; some grammar in one language is different from each
other. A particular word has significance in this language but not in another language,
and when one word can be translated directly into another language, the perception of the
meanings might not be the same’’.

Lastly, regarding non-verbal misinterpretation, respondents believe that ég\v(berbal
misconception often creates confusion and misunderstanding during in .Pag' s among
various cultures. It could be because non-verbal communications ﬁg\mque and distinct
from culture to culture and the meanings of non-verbal com@katlon vary in different
cultures’>. Moreover, when non-verbal behaviors's ;’{@%’ons do not match verbal
behaviors, non-verbal misinterpretation could cfeat fortunate misunderstandings and
miscommunication’. . @

Table 4.13a revealed the t-test analysis ‘of’the relationship between the deployment of
intercultural communication kn(@%ge and intercultural communication competency
benefits of multiethnic ch r%)in the selected Churches in the Lagos metropolis. At
p=0.05, the level @nce = 0.000, and the mean difference between Intercultural
communicationxdeployment and Intercultural communication competency benefits is 1.92.
However‘,%é the level of Significance is within the p (value) range, there is no
sig@ difference in the extent of how intercultural communication knowledge is
deployed and the extent to which intercultural communication competency benefits the
multiethnic churches in the selected Churches in the Lagos metropolis. There seems to be
a perfect relationship and harmony between both instruments to achieve the desired

objective of effective and efficient deployment of intercultural communication for
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efficient and effective management of multiethnic churches in Christian denominations in
the Lagos metropolis.

Table 4.13b revealed the correlation between the deployment of intercultural
communication knowledge and intercultural communication competency benefits of
multiethnic churches in the selected Churches in Lagos metropolis. The Spearman's rho
correlation coefficient is 0.51, with a significance score of 0.000 at the p-Va%&OS.

There is a positive correlation between how intercultural communica ledge is
deployed and how intercultural communication competency b?ne§t%e management of
multiethnic churches in the selected Churches in the Lagos %pohs. This implies that
the intercultural communication knowledge deploye&@@een laudably strong enough
to obtain a positive correlation effectively. Th\?ﬁ%%of the deployment has been so
impactful on the selected Churches in the Ee{&%etropolis.

The implication of both results is tf&igldence of the church leadership management
function to apply all organized @‘purposeful activities deploying the knowledge to
achieve ministry effective essﬁ ifrespective of the cultural nature of the congregation.
Moreover, these ti@@e at the heart of sound management, which requires the
application of r&;ﬂal functions within the church organization for the functioning of
the cong‘r%on”. The church oversees its resources' operations and management to
GQ knowledges' sustainable, effective and efficient usage. It also sets measurable
and appraisable strategies to determine the efficiency and effectiveness of its growth in

the church’. It should be noted that church structure and leadership is an essential parts

of ensuring its continued health and development; the ability of any church to objectively
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manage the human resources available within its reach becomes the force factor for

healthy growth?’.

&
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Chapter Five
Conclusion
The chapter presents the summary and conclusion to this study. The chapter is focused on
giving a brief summary of the need for the study, the previous studies reviewed, the
procedure for carrying out the study and the findings drawn from the data analysis
conducted. Following the summary is the conclusion which is built on the ﬁn%ﬁgthe

study. Based on the findings and the conclusion, the chapter %s@@ents the

a
recommendations, implications and contributions of the study. Th hgg
A8
&

This study was carried out among leaders, @ and members of ten Christian

er concludes by
giving some suggestions for further studies.

5.1. Summary of Findings

denominational churches in the Lagos {j\@}lis. It was intended to investigate the

responses of church leaders, wdikers="and members in exploring Intercultural
Communication as predic‘g@'multiethnic church management in Christian
denominations in Lagc%m ropolis. It sought to examine how intercultural

communication @v@
f

characteristics \

s deployed among the selected Churches; identified the
ealthy multiethnic Church in the selected churches in Lagos
metropoﬁ%egso ascertained the benefits of intercultural communication competency in
th@%ement of multiethnic congregations in the selected Churches in the Lagos
metropolis, found out the challenges affecting the deployment of Intercultural
Communication in the management of multiethnic congregations in the selected
Churches in Lagos metropolis and determined the relationship between Intercultural

communication knowledges and intercultural communication competency benefits, as it
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affects the management of multiethnic churches in the selected Churches in the Lagos
metropolis

In carrying out the study, a convergent mixed-methods research design of
(QUAL+QUAN) triangulation approach was adopted. The study applied a sample
random sampling system of five hundred respondents: Priests, Vicars, Reverends, Pastors,
Apostles, Evangelists, Prophets, Members and Workers from the ten denomir@%& The
research instruments used were questionnaires for the cross-section.ég ders and
members of the selected churches, while interview guides were for+the representatlves of
the apex leadership in the denominations and observati \‘\&\mques for personal

participation in special events in some churches. Respe\nk@from the questionnaire and

interview sessions were collated and analysed. @

In the course of the study, the following fi i @were established:
at

1. Intercultural commu knowledge is highly deployed among the
congregational me@k in the selected churches in Lagos metropolis with
1ntercu1tur§‘o edge rated highest in the knowledge deployment list.

2. Me @%

I)Q' nic church which have led to positive relationship and growth in

layed high qualities of the characteristics of a healthy

‘%A e selected churches in the Lagos metropolis as ranked on the table with

QQ effective structures or functional structures rated highest in the
characteristic list.

3. Multi-ethnic congregations in the selected churches in Lagos metropolis

experienced the benefits of intercultural communication resulting into the

members working together to achieving the church visions.
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4. Challenges affecting the deployment of intercultural Communication in
managing multiethnic churches in the selected Churches in the Lagos
metropolis are well managed to avoid discrimination and conflicts among
members. Respondents rated ‘prejudice’ with higher percent of
disagreement on the challenges list.

5. There is no significant difference on how intercultural con@ation
knowledges are deployed and how intercultural .%unication
competency benefits the multiethnic churches in theiselected Churches in

the Lagos metropolis. There was an overall si nce relationship in the

deployment of intercultural communie @Qﬁnowledge and intercultural

communication benefits. @
6. There is a positive correl;ti@)tween the extent to which intercultural

communication know&'

intercultural com@'&aﬁon benefits the management of multiethnic

are deployed and the extent to which

churches 1 th elected Churches in Lagos metropolis. There was a
%pact of the deployment of intercultural communication

Slgig
dge on the benefits derived in the management of multiethnic

‘%%urches in the selected Churches in Lagos metropolis.
@usmn

Based on the findings of the study, it could be comcluded that church leaders, workers
and members of Christian denominational churches in Lagos metropolis have been
exploring intercultural Communication as predictor for multiethnic church management.

The Christian denominational churches in the Lagos metropolis at one point in time have
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been deploying these intercultural communication knowledges: Foreign Language
Competence, Cultural Distance, Intercultural Self-awareness, Intercultural Knowledge,
Relational Skills, Motivations, Behavioral Appropriateness, Intercultural Effectiveness,
Contextual Relationships and Intercultural Affinity among members in the congregation.
These have enhanced the smooth running of the churches in the Lagos metropolis.

Invariably, the following characteristics of a managed healthy multiethnic @ﬁare
dieplayed: empowering leadership, gift-based ministry, passionate spi '.dg@ effective
structures, inspiring worship, holistic small-group and neec.l-or' te.gi evangelism are
evident in the churches, which have contributed to the joyful istence and relationship
among the members of the congregation. The study* gl'\s&gevealed that church leaders,
workers and members of Christian denominati@hes in the Lagos metropolis had

enjoyed the benefits intercultural comil%%?n has on healthy multiethnic church

management for the enhancement %’ iritual, numerical and physical development

among members. Q:b‘

However, the study revea c%é) following challenges in the deploying of intercultural
3

communication fo:r@

of difference, )Kﬂ'l centrism, stereotypes and prejudice, language and non-verbal

multiethnic churches: anxiety, assuming similarity instead

misinterp‘%qn as challenges of intercultural communication for managing a healthy
-‘%\ ¢ church in churches in the Lagos metropolis, which has sharpened and
strengthened the stability of members in the congregation. The respondent's prejudice
rated higher in disagreement shows the challenges are well managed to sustain the

smooth running of the churches.
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Lastly, the study revealed a perfect relationship and harmony between intercultural
communication knowledge deployment and intercultural communication benefits in
managing multiethnic churches in the selected Churches in the Lagos metropolis. It was
due to the influence of the church leadership functional management to apply all
organized and purposeful activities utilizing these knowledges to achieve ministry
effectiveness irrespective of the nature of the congregation. Q’)&{b

5.3. Recommendations ‘\QO

Based on this study's findings and conclusion, the following recom‘en ations are made
[ ) '3

for the effective utilization of intercultural Communication @edictor for multiethnic

church management among Christian denominatiomns Q%i)e Lagos metropolis. These

recommendations are for Government function@uistian Association of Nigerian,

Faith-based Organizations, Church Lefdg@?d Members as well as Community

members.

5.3.1. Recommendation to the C@b‘nment

Nigeria is a multiethnic n%r% with people of diverse cultural backgrounds and
dispositions; the V@ should promote unity in diversity through the national
orientation age c@ponsor programs that teach and inform cultural coexistence and
tolerance‘,%cgct for inter-relational involvement, and shun nepotism and tribal bigotry.
Tgmment functionaries should be fair in appointing people into offices and
establishing institutions or organizations to avoid cultural or tribal marginalization. Thus,

there should be a conscious effort to protect our cultural heritage, keeping a healthy

multiethnic nation through the utilization of intercultural communication components.
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5.3.2. Recommendation to the Christian Association of Nigerian
The Christian Association of Nigeria, as the umbrella body of the Christian
denominations in the nation, should constantly re-emphasize the concept of unity in
diversity within the body of believers and ensure fairness in their disposition among the
blocks that make up the umbrella body. The leadership distribution and representation
should cut across a cultural expression of the block. It must be followed thr%& the
geo-political zones as the spirit of the Lord would direct it. The bod .O&onstanﬂy
exemplify cultural unity through the deployment of int?rqu%jl% Communication
knowledge, keeping the features of a healthy multi-ethn@mrc alive despite the
challenges in the macro-body. . QQ
5.3.3. Recommendation to Faith-based Orga at&
The world has become a global village of Pa@sed organizations; the leadership should
be up-to-dated with the reality of m 'cgta)ral identity, learn to live inter-culturally, and
align to the fundamental of the r@ultural reality and consciously practice it. Besides
teaching, preaching and e mgl ing multicultural realities, the leadership should set up
"

programs geared i:vs@

realities and cong

ientation and familiarizing the members with multicultural
ities. The leaders should be willing to learn the act of intercultural
Commurf@%n and desire a healthy multiethnic environment; deploying intercultural
co@gation knowledge to raise members' consciousness of a multicultural
relationship lifestyle, contributing to maintaining a healthy multiethnic congregation or

institution.
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5.3.4. Recommendation to the Church Leadership and Members

There is a need for church leadership and members to embrace and live in the reality of
multicultural facts; this is to help every individual contribute to maintaining a multi-
ethnic environment. Every leader should understand the intricacies of multi-ethnic
backgrounds, be committed to deploying intercultural communication knowledges, and
be aligned with the features of a healthy multi-ethnic congregation. Enco%e\every
individual to appreciate the benefits and strive to allow the Holy Spirit c ‘hgﬁwercome
challenges, then mould and establish the church in a m:ﬂtic tu%a reality. Every
individual church member should promote intercultural c@nication to manage a
healthy multi-ethnic family. . \QQ

5.3.5. Recommendation to the Communities Q

Everyone is a member and lives in a com @which makes up of different individuals
with various ethnic groups, cultural H&k'ii\

nds and dispositions. Everyone should learn

to respect the culture of eve r of the community, cultivate acceptable cultural

heritage, and tolerate others with the spirit of understanding. The community leaders
'\

should encourage ic;‘%%o e intercultural relationships by deploying the knowledges of

intercultural C ication as discussed in work, helping to manage the challenge
associate‘%&\ multi-ethnic realities in the community, which will help maintain a
he@%lti-ethnic community that will be transferred to places of worship.

5.4. Contribution to Knowledge

This study has contributed to knowledge as it has revealed that church leaders, workers

and members of Christian denominations churches or stakeholders of other faith-based

organizations can consciously explore the concept of intercultural Communication to
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forward-plan the management of multiethnic church. The study has provided how various
knowledges of intercultural Communication (especially Foreign Language Competence,
Cultural Distance, Intercultural Self-awareness, Intercultural Knowledge, Relational
Skills, Motivations, Behavioral Appropriateness, Intercultural Effectiveness, Contextual
Relationships and Intercultural Affinity) can be used not only in the church setting but
also by other stakeholders to establish features, project the benefits and ov@?the

challenges associated with multiethnic churches. This could be use ﬂg@dicting a

healthy multiethnic community. ‘% -
5.5. Suggestions for Further Studies 'é\\‘

1. The study was conducted in a church or faith-bqs\ek%‘iganization setting. Similar
studies could be carried out among the legislat@)f the government in the federal

capital territory or across the states in Ni er@
i;l

2. Further studies can focus on lead%' ntercultural skills for promoting sustainable

peace and conflict resolution in a@(-ethnic situation.
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November 4, 2021.
The Minister in Charge,
Four Square Gospel Church,
Victoria Island,
Lagos.

Dear Sir
PERMISSION TO ADMINISTER QUESTIONNAIRE

I am Rev. Oladele. O. Olabode, a Doctor of Philosophy candidafe,\' the
Department of Politics and International Relations, Lead City University, @1 I need
your assistance in administering a questionnaire to selected church leaderS and members
in my dissertation. I am researching Intercultural Commu‘r% V) as Predictor for

Healthy Multi-Ethnic Church Management among Chris@%enominations in Lagos

Metropolis ,®
I will request the selected respondent &Vide the needed information on the

3

questionnaire kindly. The purpose is to @'}E instrument's reliability and ensure that the

situation and procedure are actual. (b"é'

The information will be for re arqg and academic purposes that deserve full custody and

confidentiality. @"
Thank you ( Q)

WV

Dr. Olu Akande Oladele Olubukola Olabode
@p isor Researcher
Q Church Leaders and Members Personal Data (CLMPA)

Yours Faithfully,

SECTION A: Personal Data
Instruction: Please fill the spaces and put a tick (V) in the appropriate column
1. Name of the Church (Denomination)

2. Year of Establishment: 1990-1920 ( ); 1921-1940 ( ); 1941-1960 ( ); 1961-1980
(); 1981-2000 ( ); 2001-2022 ().
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3. Title: Priest () Vicar () Rev (), Pastor (), Apostle ( ), Evangelist ('), Prophet (),
Worker (), Member ().

4. Your years of membership in the Church: 0-5 (), 6-10 (), 11-15 (), 16-20 (). 20

above ()

5. Gender: Male (); Female ().

6. Tribe by Geopolitical Zone: South-South ( ); South-West ( ); South-East ( );

North-West (); North-East (); North-Central ().

7. State:

8. Country:

9. Nationality (Non-Nigerian) ¢ ®
SECTION B: Intercultural Communication Knowledge Deployment onnaire
(ICKDQ)

Please express your opinion on how intercultural communicatio wledges are
deployed among the selected Churches in the Lagos metropolis;
KEY: SA (Strongly Agree), A (Agree), SD (Strongly Dlsagree')xnﬁ')agree)

S/No ITEMS A | SD

1 Leaders display language competence to interp H‘bal and non-
verbal symbols appropriately and effectivel a@d
in the church

diverse cultures

2 Leaders maintain behavioral adjustment oﬁz’lthe various cultures in
the congregation to enhance the closehg$s of.the members
3 Leaders encourage building self-identitybas the congregation members

are allowed to interact constantI{i,

4 The leadership makes a deten@}effort to acquire knowledge about
t

other cultures within the con ion.

5 Leadership emphasizes deyeloping skills for effective and efficient
interactions with members of other cultures.

6 Every member is ated to foster voluntary relationships among
the cultures with congregation

7 The leadersWreates the ability for relevant interaction among
members ﬂhout violating the norms and rules of other cultures.

8 The_[eadership gives every member the ability to live, work and

communicates with members of other cultures within the community.

9 <@leédership fosters independent and purposeful interaction among
t

10 L

\%, er cultures within the congregation.
eaders encourage a cheerful emotional disposition towards other
cultures among the congregation members.

SECTION C: Multi-ethnic Church Characteristic Questionnaire (MCCQ)

S/No

ITEMS SA |A [SD

11

The church leads and empowers every member, irrespective of
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cultural dispositions, for training and mentoring

12 Every member identifies individual God-given passions, gifts, skills
and personalities to serve the church community

13 Every member faithfully serves with commitment, passion and
enthusiasm among themselves despite their ethnic disposition

14 Established structures are flexible for necessary change to facilitate
growth among members despite the cultural disposition

15 Worship services are inspiring, breaking cultural differences and
barriers among the members

16 Community intimacy, deep spiritual interaction and practical help are | | \‘ b‘
encouraged among members despite cultural dispositions o&y

17 Sharing the Gospel is enhanced to meet the quest of non-believers 0¢)V
various cultures.

18 Warm, loving inter-ethnic interactions and generous doling out of

complements are enhanced among members of different culfalkess

Please express your opinion on a managed healthy multi-eth'ix hrch's characteristics
in selected churches in the Lagos metropolis. %
Key: SA (Strongly Agree); A (Agree), SD (Strongly Dis& y D (Disagree)

SECTION D: Benefit of Intercultural Commu @ Competency for Multi-ethnic
Church Management Questionnaire (BolCC )

Please express your opinion on how intercultural communication competency benefits the
management of a healthy multi-ethnic. 6%%9 in selected churches in the Lagos
metropolis. Q)

KEY: SA (Strongly Agree), A (Agree), SD (Strongly Disagree), D (Disagree)

S/No K MS SA|A [SD

19 Members are empower¢d toarticipate in church work freely with the
help of the Holy Spirit%&p&te cultural differences

20 Every member enjays the care and love of the church leaders despite
cultural diversitie§

21 Every memgber\in) the congregation worships God in the atmosphere
of freedom“ian orderly manner glorifying Christ despite cultural
diffe;e&

22 T is*a passionate involvement of every member to reach out to
others,with the message of the Gospel.

23 bers actively express Christ's love, giving and service to those in

eed despite cultural backgrounds.

24 The church has become a community of God's people manifesting
love in action

25 The church manifests spiritual maturity in biblical beliefs and
behaviors in line with a holy life.

26 Every member is equipped to discover, develop, and use their gifts to
involve individual ministry

27 The church identifies training and empowers members to leadership
service.

28 Every member uses their gifts faithfully to serve others for the honor
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of God despite cultural diversities.

29 Members are committed to preaching to people outside the
community despite their cultural differences.
30 Every member follows the guidelines of the church leadership to

reach and accomplish the church vision

SECTION E: Challenges affecting the Deployment of Intercultural Communication

for Multi-ethnic Church Management Questionnaire (CatDolCfMCMQ)

Please express your opinion on the challenges of intercultural communication

competency for managing a healthy multi-ethnic church in selected churches in

ﬁ{&%gos

metropolis
KEY: SA (Strongly Agree), A (Agree), SD (Strongly Disagree), D (Disagre@Q
S/No ITEMS SD |A |SD
31 Members of different cultures become nervous about their spez}kj?g
and hearing skills at their initial meeting &\ o
32 Members sometimes forget that each culture is distinguished and
unique on its own £
33 Members often believe their culture is better th Izg?hers by their
cultural standard i &
34 Members quickly become hostile and bewmy towards other
cultures based on stereotypes and prejudic
35 Members often display irrational dis.liK wards other cultures due to
personal beliefs about them A
36 Members from different cul urwgups often misinterpret each
other's languages and meanings.
37

Non-verbal misinterpre@@v often creates confusion and

misunderstanding duri% actions among various cultures
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Appendix 11

LEAD CITY UNIVERSITY, IBADAN
DEPARTMENT OF POLITICS AND INTERNATIONAL RELATIONS,
FACULTY OF MANAGEMENT AND SOCIAL SCIENCES

INTERCULTURAL COMMUNICATION AS PREDICTOR FOR
HEALTHY MULTI-ETHNIC CHURCH MANAGEMENT AMONG CHRISTIAN
DENOMINATIONS IN LAGOS METROPOLIS (INTERVIEW GUID%

August 2
The Minister in Charge, ,%‘\QO
Dear Sir/M
ear Sir/Ma -

PERMISSION TO CONDUCT INTERYV,

I am Rev. O.0. Olabode, a Doctor of Philosol.:)hyQ c@@lte in the Department of

Politics and International Relations, Lead City U 'Vﬁ@, Ibadan. I need your assistance

in responding to these interview questions &. I am researching Intercultural

Communication as Predictor for Hea@ﬁi—ﬂhnic Church Management among
Christian Denominations in Lagos @polis

I will request that you&& provide the needed information to the questions. The

information you provi “be for research and academic purposes that deserves full

custody and conﬁ@lﬁty

Thank you Q
Q Yours Faithfully,
&lubunmi Akande Oladele Olubukola Olabode
Supervisor Researcher
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Church Apex Leadership Interview Schedule (CALIS)

Kindly respond to these questions

1.

Kindly share your experience on how the church is deploying knowledeges of
intercultural communication as a means of managing the multiethnic status of this

church?

A
NZ
What are particular features you think characterize a well—fa& , healthy
Yy

multi-ethnic church such as yours?

A2
L \‘5

° Qv
What possible benefits have intercultural q@unication competency had on a

multi-ethnic church such as yours? «V
Y

Nl

With your experience(in gﬂrch activities and relationships, what could you say

are the challenges of Intercultural communication competency observed in
"
Qh ic church like yours?

a mul
CQ
\\)

S

managing

Q@your wealth of experience, please could you suggest some proactive measures

to improve intercultural communication competency for managing a multi-church

such as yours
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Name of Church

Personal Observation Guide Checklist (POG)

Areas of
Observation

Sunday

Service

Weekly
Activities

Church
Meetings

Special Events

Individual
Attitude

Character
Disposition

&

Individual
Reaction

YO

N

Individual
Response

7

Individual
Contributions

Individual
Relationship

Individual
Interaction
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Appendix III

Demographic Characteristics of Respondents

S
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Source: Fieldwork, 2022 QQ\
Figure 4.1: Church Representation %
. \
0.4\
M 1990-1920
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W 1941-1960
M 1961-1980
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W 2001-2022
Q< o

Source: Fieldwork, 2022

Figure 4.2: Ranges of Years of Church Establishment
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Figure 4

.3: Demographic Characteristics of Respondents'! C%ﬁ
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Figube'4.

4: Respondents'' Years of Membership
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Figure 4.5: Respondents'' Gender . \QQ)
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Figure 4.6: Tribes by Geo-political zone in Nigeria
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Figure 4.7: Demographic Characteristics q&spondents" State in Nigeria
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Figure 4.8: Demographic Characteristics of Respondents of other Nationalities
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Appendix IV

Reliability Coefficient Index Table

Case Processing Summary
N %
Valid 20 100.0
Excluded® 0 0 &
Total 20 100.0 ‘ \qg)

Reliability Statistics

Cronbach's
Alpha

N of Items

.897

37
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Appendix V

t-test analysis of the extent of how intercultural communication indicators utilized
and the extent to which intercultural communication benefits the management of
multi-ethnic churches in the selected Churches in the Lagos metropolis

t-test
Items No Mean Std. T |, d@b‘ Sig
Deviatio '&\
©
n ,(. A QJ'\

.. ) X‘L/
Intercultural communication 500 17.00 4.629 . 499 | 0.000
indicators tﬁ "
Intercultural communication benefits 500 18.92 m )

294




Appendix VI

Correlation of the extent of how intercultural communication indicators utilized
and the extent to which intercultural communication competency benefits the
management of multi-ethnic churches in the selected Churches in the Lagos

metropolis
Correlations
Intercultural
Intercultural communication
communication competency
indicators benefits
Spearman'srho  INTERCULTURAL Correlation 1.000 0.509*
COMMUNICATION Coefficient
INDICATORS Sig. (2-tailed) 0.000
N 500 500
Correlation 0.509"" 1.000
INTERCULTURAL Coefficient
COMMUNICATION  gi5 (2-tailed) 0.000
COMPETENCY
BENEFITS
N 500 500
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