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I.  Introduction


	Increased internationalization in the economic, political, and social arenas had led to greater interpersonal cross-cultural contact.  Some of these problems raised from expatriates and their family members do not fit the culture of host countries; some problems are from culture diversity in working environment.  Each multinational enterprises (MNEs) has its own policies to deal with these challenges.  This paper reviews the culture adjustment issues through two interviews with engineers of Hitachi Telecom (USA), Inc..  In this paper, several topics will be discussed: Hitachi’s culture adjustment policies for expatriate, comparison of Hitachi and HP in terms of management style, and personal culture adaptation styles.   


Background Information of Hitachi


	With over 80 years’ experience in technology, Hitachi, Ltd. is one of the world’s largest industrial corporations and is the largest manufacturer of electronic and electrical products.  With Headquarters in Tokyo, Japan, Hitachi’s innovations have led to thousands of patents worldwide, and the company’s world class R&D reputation. Few companies have Hitachi’s product span.  Hitachi is in a unique position to develop core technology such as semiconductors and materials, and bring these innovations to market in the form of superior products. 


Hitachi Telecom, a subsidiary of Hitachi America, Ltd., develops, manufactures and markets telecommunications equipment for the U.S. market.  With headquarters in Norcross, Georgia, the company employs over 200 engineers, developers and customer support staff. About 30% of  the employees are non-American.  Hitachi Telecom offers PBX communication systems for the general business, lodging, and residential community markets; and products for telecommunications network service providers, including ATM access and switching equipment and SONET fiberoptic transmission equipment.


Hitachi’s Culture Adjustment Policies for Expatriates


Yotsu Tanaka, a Japanese engineer, was hired by headquarters of Hitachi in Japan in 1989.  Since 1996, he is expatriated to Atlanta to support hardware development of the telecommunication system.  He estimates that he can come back to Japan in 1998 when his research project is finished.  


Before he is sent to Atlanta, he had several business trips to the United States.  Hence, he does not have too much difficulty to fit in Western culture.  When asked that if he received any cross-culture training program in Japan, his answer is simply “No.”   Actually, a lot of Japanese expatriates (most of them are executives and engineers) come to the United States with very deficient English.  Even though the information about the US culture can be obtained very easily, some of Japanese expatriates still feel tough to fit in Western culture.  It seems that Hitachi does not make too much effort on culture adjustment issue.  The company provides assistance to their expatriates only when culture adjustment problems really occur to the expatriates, and the expatriates have to contact the headquarters actively.  


However, Hitachi provides limited service programs to the families of the expatriates.  The company offer English courses to their spouse, pay allowance for the transportation, and cover the expense of one trips back to the Japan each year.  When asked about that is he satisfy with the cross-culture services provided by Hitachi, he said he is satisfactory with what Hitachi gave him, but he hope the company can provide more services to his family such as Japanese food delivery and medical care program.  Thus he does not have to worry that if his wife can live well in the United States.


Examine Cross-Culture Training Model


According to the Mendenhall, Dunbar, and Oddou Cross-Culture Training Model of 1987,  an expatriate like Yotsu who stays in foreign country more than one year and is required high degree of interaction should receive 1-2 months training by immersion approach.  Obviously, Hitachi does not provide such cross-culture training programs to expatriates as the model indicated.  So far, Hitachi has not met major culture adjustment problems.  The philosophy of Hitachi is to see each expatriate as different individual and provide different extent of assistance as their needs.


IV. Managing Culture Diversity


	Gary Lee, native in Taiwan, is also an engineer in Hitachi Telecom (USA) Inc.  Before entering Hitachi, he worked in consulting division of Hewlett Packard (HP)  for four years as an computer engineer.  With Chinese mentality, Gary strongly felt cultural differences in US and Japanese MNEs.





	Hitachi’s Corporate Culture


Located in the United States, Hitachi asserts that this subsidiary is operated by American style.  However, the company still remains some Japanese tradition in its management style.  Commonly, Hitachi assumes the potential employees who can perform the job very well as long as they enter the company.  Hence, the company does not provide any orientation or training program to new employees.  There is no official channel for Hitachi to take care of foreign employees on culture adjustment issues.  Gary indicates that Japanese company tends to hold core technology as a secret, and that executive positions are predominately Japanese male. “Glass ceiling” is significant for Gary’s promotion in Hitachi.  


HP’s Corporate Culture 


	Compared to Hitachi, HP provides plenty of training programs for both new hired and old employees.  In these training programs, 50% are technical training, another 50% includes leadership, interpersonal relationship, and culture adjustment topics.  When problems such as discrimination on nations or genders occur, the employer involve actively as a friend and facilitate the employees to solve their problem.  In addition, HP does not preclude foreigners to involve the development of HP’s core technology.  The company tries to persuade their employees that “sky is the ceiling” for their career life in HP.  Gary feels that HP has a good environment to develop his career life though glass ceiling still exists in some forms.


	Culture Adaptation Styles 


	Gary lived in the United States for ten years and saw clearly how international people fit in US culture.  Although Gary speaks very fluent English, it is still hard for him to communicate in American style because he still has a Chinese mentality.  He indicates that the communication ability and the willingness to assimilate the US culture are critical factors to live well in the United States.  He thus divides international people in the United States as four main categories:
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	Assimilators will not have too much difficulty to fit in US culture and they can get along with most of Americans very well.  Learners are willing to learn US culture but they still need more time and more training to fit in US culture.  Even though opponents have adequate English ability, they are not willing to absorb US culture and they usually make friends who only came from the same culture.  It is though for avoiders to stay in the United States.  They probably are only familiar with their family members and friends from the same culture, or they will even choose to come back to their home country.  


Conclusion


	It is critical for MNE to deal with culture diversity issues.  Controversies raised from culture diversity include whether the MNE will need to provide actively cross-culture programs to expatriates, and the need to develop an international cadre of managers who can manage international businesses in a variety of operating arrangement.  Since the information of this paper is obtained mainly from engineers of only one Japanese company, this paper can only be served as an observation of Hitachi Ltd. and is not representative to all MNEs in Japan.  However, the comparison of different management style of Hitachi and HP can provide an evidence that Japanese and American culture significantly influenced their MNE’s management style.  Further, the culture adaptation grid contributes an apprehensible perception of international people in the United States.  
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