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Abstract
Intercultural competences are highly valued in international business (IB) as antecedents to building trust, whereas a lack of them and problems concerning cultural sensitivity have been identified as major reasons for failure. And yet, there is very little research on trust building and interaction on the level of the individual, particularly from the viewpoint of interaction dynamics and the individual’s behavioral schemes. This paper approaches the rudiments that regulate individuals’ behavior in dyadic IB encounters from a psychological perspective. It integrates Grawe’s consistency theory from psychology into intercultural competence literature and analyzes interaction dynamics. As a result, it proposes a conceptual model introducing novel forces for behavior and motivation in IB encounters. The model comprises four forces that are based on the basic needs that regulate interaction towards proximity or avoidance behavior. Based on the model, we present propositions linking consistency, motivational schemes, and encounter outcomes.
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1. Introduction

1.1 Motivation for the study

International business (IB) builds on the encounters of managers and their dyadic interaction. This interaction is a dynamic process that should lead to success in business, but it requires appropriate interaction competences and behavior. People are perceived to be “wired to connect” with each other, however, in IB the dyadic interaction often leads to disconnection. This “mental and behavioral software” of individuals has been studied in biology, brain science, and psychology (Goleman, 2006a, 2006b; Grawe, 2004; Peters & Ghadiri, 2011), but these findings have been more or less neglected in international business research. And yet, dyadic human interaction, such as buyer–seller negotiations and opportunity development, are crucial IB encounters (e.g., Herbig & Kramer, 1992; Bush & Ingram, 1996, 2001; Johnson, Lenartowicz, & Apud, 2006; Muzychenko, 2008; Herbst, Voeth, & Meister, 2011). An encounter refers here to an episode of intercultural interaction in which two persons face each other in a business-related situation that constitutes part of a relationship-building process. It involves various levels of communication and physical interaction, including body language and hospitality. Beyond the initial encounter process, each episode, whether it is the exchange of products, services, or a social interaction, in turn, affect the dyad itself (e.g., Ford, 2002; Wellman, & Berkowitz, 1988; Obadia, 2013). Initial encounters involve high uncertainty, complexity, and unexpected situations (e.g., Friedman & Berthoin Antal, 2005; Ghauri, 2003; Khakhar & Rammal, 2013) as the example illustrates:
Recently we signed a major deal with a multinational based in France. Our other options included a new, medium-sized enterprise based in the United Kingdom; however, they were discussing exit-strategies from the first day of our negotiations. The French party has a good reputation and [was] not interested in short-term work. We trust [them] and are happy with the relationship we have formed with the French. (Khakhar & Rammal, 2013, p. 583)
As we notice above, there are underlying dynamics that affect the encounter outcome. Key relational phenomena, such as trust, shape international dyadic relationships and also influence their early dissolution (Obadia, 2013). While performance (i.e., a positive outcome) is expected, problems such as interest conflicts and lack of trust create obstacles for successful encounters (cf. Meehan & Wright, 2013; Hawkins, Pohlen, & Prybutok, 2013). As such, people-related challenges can overrule economic interest and diminish trust, especially when individuals interact in novel intercultural encounters. For example, intercultural communication failures are archetypal and create impediments for trust (cf. Herbig & Kramer, 1992). Cultural misunderstandings, misbehavior, and emotions inhibiting trust continue to exist despite intercultural training in international business as the aforementioned mental software has its limitations in intercultural encounters (e.g., Hofstede, Hofstede, & Minkov, 2010; Stier, 2006). 

Understanding IB encounters, the inherent dynamics and trust creation requires a research approach that goes beyond disciplinary borders, as Obadia (2013) points out, there are cognitive schemes that influence and guide encounters and their results in import-export context. Implicitly, such schemes are already included in the dynamics of the Uppsala Model and embedded in the concepts of psychic and cultural distance (cf. Johanson & Vahlne, 1977; Obadia, 2013). These schemes play a crucial role in IB encounters and they require specific research attention as analytical constructs since they influence cognition, behavior, and motivation as a kind of individual mental software directly influencing the “doing”, i.e. action, in business interactions (cf. Maslow, 1954; Tomasello, Carpenter, Call, Behne, & Moll, 2005; Obadia, 2013). Internationalization processes and IB encounter situations are loaded with various concurrent and even conflicting expectations and goals (cf. Ghauri, 2003; Khakhar & Rammal, 2013). Consequently, we suggest that researchers should focus more on unfolding the behavioral schemes and dynamics in the process of interaction.
1.2 Research gap and problem setting

Piaget (1952) refers to a scheme as a cohesive, repeatable action sequence possessing component actions that are tightly interconnected and governed by a core meaning; thus a scheme is like a building block for behavior. Behavior can be analyzed by applying frames, mechanisms, schemes, and forces that regulate the interaction (Ghadiri, Habermacher, & Peters, 2012b). In a dyadic intercultural encounter, an individual employs various schemes, not only business rationale. Intercultural encounters have been extensively studied, particularly from the viewpoint of antecedents, influencing variables, and the interrelationships between influencing variables (cf. Herbst et al., 2011; Bloemer, Pluymaekers, & Odekerken, 2013). Intercultural competences,[footnoteRef:1] that is, abilities to interact effectively and appropriately in intercultural encounters (Deardorff, 2006), are considered one of the keys for enabling the development of dyadic business relations (cf. Muzychenko, 2008), as they are vital for building trust in its various forms (Day, Fawcett, Fawcett, & Magnan, 2013). However, previous research has focused mainly on identifying problems or conflicts instead of providing in-depth understanding of their origins and restorative mechanisms (e.g., Hung & Lin, 2013). Research on intercultural competences, cultural sensitivity, and respective emotional dimensions has yet much to explain. For example, we do not yet understand the dynamics that promote proximity instead of avoidance – in other words, the outcome of encounter that practitioners label as good “personal chemistry.” We follow Obadia’s (2013) call for integrating psychology into IB, and suggest that only sufficiently deep and multidisciplinary studies enable a profound understanding of interpersonal intercultural encounters and the dynamic process leading to positive relational outcomes.  [1:  The study focuses on interaction in dyadic encounters, not comparisons. Thus, it applies the term intercultural instead of cross-cultural. However, in the literature review, the study employs the original terms applied by other authors.] 


Intercultural encounters are central for IB, but they are complex to understand. They occur in a socio-temporal and physical context; and they are influenced by situational aspects, business goals, and particularly by individual-level drivers, emotions, and mindsets (cf. Ayoko, Konrad, & Boyle, 2012; Nummela, Saarenketo, & Puumalainen, 2004; Levy et al., 2007). Cognitive schemes are applied for all these process elements through perception, understanding, and acting (cf. Klein, Moon, & Hoffman, 2006; Obadia, 2013). Social interaction (cf. DiMaggio, 1997; Blonska, Storey, Rozemeijer, Wetzels, & de Ruyter, 2013) incorporates underlying drivers, such as perceived opportunities and respective consequences (Barreto, 2012); as a result, the purpose of encounter influences the interaction by providing direction and vision. Encounters incorporate five process elements that require consideration: judgment and concession making, motivation, attributions, communication, and confrontation (Brett & Gelfand, 2005). As noted, time also influences an interaction and its events; it is inherent in expectations, motivation, and behavior in terms of the past, present, and future-loadedness (cf. Hedaa & Törnroos, 2008; Gavetti & Levinthal, 2000). 

Interestingly, to date, first-time face-to-face encounters representing the usual starting point of a business relationship have not been a focal area of IB research, although the uncertainty in such situations is the greatest with no a priori relationship episode (e.g., Ivens, van de Vijver, & Vos, 2013; Dwyer, Schurr, & Oh, 1987). First-time encounters are filled with emotions, power constellations, and even inherent opportunism and lack of trust (cf. Meehan & Wright, 2013; Hawkins et al., 2013), which all need to be addressed carefully during the first encounter to generate positive outcomes (cf. Khakhar & Rammal, 2013). Thus, we consider that high uncertainty and threshold characteristics of a first-time encounter underscore the importance of application of suitable intercultural competences and behavioral schemes. 

The schemes that guide the ability to build and effectively employ intercultural competences significantly affect interaction in intercultural encounters and respective communication. The depth of these schemes goes far beyond the elements of negotiation styles (cf. Herbig & Kramer, 1992); in fact, they are deep-rooted behavioral and motivational schemes. There is a clear need to improve and better explain intercultural competences and their application in real-life IB encounters, particularly from the viewpoint of how culture constrains interaction and how this interaction leads to revising schematic representations of social phenomena (DiMaggio, 1997). In dyadic interaction, the partners influence each other bi-directionally with their own schemes. In line with Friedman and Berthoin Antal (2005), we argue that human behavior should be analyzed and understood from the individual’s own frame of reference, as it enables us to discover the role played by cognitive, behavioral, and motivational schemes in intercultural encounters. 

In this study, we explore those forces that directly or indirectly influence the perceptions, actions, and outcomes of intercultural dyadic encounters that lead towards success in IB and ask the following research questions:
· RQ1. What kind of rudimental mechanisms regulate behavior in IB encounters? 
· RQ2. How does Grawe’s consistency theory explain the behavioral dynamics and motivations for trust in intercultural interaction and the respective IB outcomes?
· RQ3. How are intercultural competences “activated,” and to what extent are the consistency-driven behavioral schemes regulating their application on interaction?

To answer the proposed research questions, this study takes a multidisciplinary approach. It addresses the dynamic process of intercultural encounters from a psychological perspective and employs points of convergence between IB and psychology (cf. Obadia, 2013). We introduce consistency theory (Grawe, 2004) from psychology, which explains the four forces that regulate human behavior and apply it into the context of intercultural encounters. Consistency theory is used to explain the rudimental mechanisms of individuals in motivational, behavioral, and emotional contexts. Additionally, we draw from the literature on psychology and intercultural and cross-cultural competences that provides the extant models explaining emotions, behavior, managerial cognition, and the dynamics of failure. We address the research gap by creating a model introducing dynamics in IB behavior that are essential in explaining motivation, trust, and resulting outcomes but novel in the IB context. The resulting model is an interdisciplinary synthesis that responds to the call for dynamics and linking intercultural competences and failure (e.g., Johnson et al., 2006). As a deviation from earlier research, it focuses on the dyadic interaction between the parties instead of limiting the study to antecedents or outcomes of the process. Based on the model five propositions are developed to be tested in further research.

This paper is structured in four sections. Section one introduces the interdisciplinary topic and emphasizes the challenges of first time encounter. The following section reviews and combines literature from psychology and international business. In particular, it presents consistency theory from psychology and discusses its applicability to IB context. In the third section we build a tentative model that links individuals, intercultural encounters, consistency, and trust creation in order to provide an alternative explanation for success/failure in international business encounters. The concluding section takes a critical view on extant underlying assumptions of intercultural competences and points out that they are not only linked to experiential learning but also to human behavior and underlying behavioral and motivational schemes. The paper concludes with a discussion of the findings and limitations of the study and suggests avenues for further research.

2. Literature review

2.1. Intercultural encounters in dyadic business relationships

Inter-organizational and interpersonal levels of reasoning are considered central to industrial marketing and international business literature. The cognition and sense-making of individuals in interaction form the basis of perceptions in a relationship, and relationships are arenas of interaction (cf. Weick, 1979). The role of schemes in cultural interaction is very complex, combining ethnic aspects and emotions, behavioral and psychological schemes, and evaluations of human needs (e.g., Montoya & Briggs, 2013; Goleman, 2006a, 2006b; Friedman & Berthoin Antal, 2005; Brannen, 2004; Herbig & Kramer, 1992; Bush & Ingram, 1996, 2001). 

One way to study intercultural encounters is to focus on the interaction of shared cognitive structures and supra-individual cultural phenomena such as material culture, media messages, and conversation that, to culturally and individually varying degrees, activate shared structures (DiMaggio, 1997). These structures are referred to as cultural schemes that become activated (cf. Smith, Menon, & Thompson, 2012) in international encounters when two or more different cultural heritages interact (cf. Brannen, 2004; Möller & Svahn, 2004). Cultural heritage provides one foundation for the application of behavioral schemes (e.g., Hannerz, 1996).

In cases of significant cultural distance, dyadic intercultural encounters can also be facilitated by intermediaries (cf. Johanson & Vahlne, 1977). They interpret the behavioral schemes of both parties, and their role resembles one of a simultaneous interpreter and bridge builder (cf. Brinkerhoff, 2009; Hall, 2003). Such intermediaries enjoy trust from both sides, maintain honor, and possess face-saving and reciprocity systems that enable interaction and its positive evolution (Herbig & Kramer, 1992). The presence of a moderator who shares the cultural background of the dyadic business partners improves a team’s economic performance – for example, in intercultural business negotiations (Wilken, Jacob, & Prime, 2013). However, although these cultural moderators have been found to be important (Au & Fukuda, 2002; Schotter & Abdelzaher, 2013), a large number of intercultural encounters occur without such an intermediary. 

In the literature, cultural competences are referred to as intercultural and cross-cultural competences.[footnoteRef:2] Intercultural and cross-cultural competences (cf. interaction between cultures and comparisons across cultures) have been leading themes in international business (IB) and are also discussed in management research. Researchers have extensively studied cross-cultural differences (e.g., Johnson et al., 2006; Gertsen, 1990; Hofstede et al., 2010) and problems regarding intercultural communication and negotiation competences, identifying differences in and key elements of competences (e.g., Herbig & Kramer, 1992; Khakhar & Rammal, 2013). However, intercultural encounters have aroused less interest in industrial marketing literature despite the increasing internationality of these encounters. Industrial marketing research, and IMP Group research in particular, has adopted concepts similar to those in social network theory in order to study interaction and industrial buyer–seller relationships, their constellations, and evolution (e.g., Ford, 2002; Aune, Holmen, & Pedersen, 2013).  [2:  Although the terms are often employed as synonyms, the concepts have slightly different focal content and ontology. Whereas cross-cultural competence (CC) is commonly understood as “the ability to function effectively in another culture” (Gertsen, 1990, p. 346), the definition of intercultural competence (IC) puts more emphasis on interaction: “a complex of abilities needed to perform effectively and appropriately when interacting with others who are linguistically and culturally different from oneself” (Fantini, 2006, p. 12). Both terms are also employed in this study; however, we retain the terms that were utilized in the original reference.  ] 


Drawing on social network theory in the early IMP model, Håkansson (1982) explicated the layers of context and the key elements of business relationships, such as environment and atmosphere in a dyadic interaction. This model has been central to the further development of the Interaction Approach to business relationships (Turnbull, Ford, & Gunningham, 2002; Ford, 2002). However, later studies on the nature of interaction in business relationships have been limited in number. As an exception to the rule, Mandják, Henseler, Simon, and Szalkai (2012) studied perceptions and social value constructs and identified behavioral segments of “happiness” in interaction, and Makkonen and Olkkonen (2013) examined the infrastructure, the “technical setting of the relationship,” that structures the interaction. Thus, the multifaceted layers of interaction and its complexity are acknowledged but remain under-investigated.

In order to better understand intercultural encounters in dyadic business relationships, we need to focus on the individual competences and especially their applications. Prior research indicates that the competences constitute non-imitable and genuine resources that are necessary for successful business (cf. Barney, 1991), particularly in an intercultural context. Such competences can be culturally inherited or learned. The development of competences is a process that is affected by individual characteristics (i.e., personal attributes, skills, and cultural knowledge), institutional ethnocentrism (i.e., organization promotes the home culture’s way of doing things), and cultural distance (i.e., the overall difference in national culture between the home and foreign country (Johnson et al., 2006, p. 536; see also Argote & Miron-Spektor, 2011). These contextual elements – high institutional ethnocentrism and cultural distance – negatively influence the development of cross-cultural competences (Johnson et al., 2006). Hence, the understanding of the role and application of competences requires contextualization in all of its forms (Michailova, 2010). 

In this study, the context for interaction and competence application is the early-phase of relationship formation (cf. Bizzi & Langley, 2012; Turnbull et al., 2002). Due to high uncertainty, performance expectations, and future-loadedness, first-time intercultural encounters are particularly interesting and relevant for the continuation of a relationship. These encounters have threshold characteristics, as they establish the basis for subsequent interaction when the outcome is positive. Positive intercultural encounters lead towards proximity behavior that motivates and nurtures the creation of trust, which is identified as an antecedent for success and positive performance (e.g., Day et al., 2013; Johnson & Grayson, 2005; Bloemer, Pluymaekers, & Oderkerken, 2013). Therefore, first-time encounters in business relationships have been chosen as the context of our study. 

2.2. Intercultural competences in intercultural encounters 

Early competence research examined the experiences of Westerners who have worked abroad; thereafter, it expanded to include study abroad, international business, cross-cultural training, expatriates living overseas, and immigrant acculturation (Sinicrope, Norris, & Watanabe, 2007). Research on intercultural competences has evolved in multiple disciplines, but the discussion has several linkages. However, given the heterogeneous background, it is not surprising that there is a plethora of definitions on and approaches to what constitutes intercultural or cross-cultural competences (Johnson et al., 2006). A synthesis of the main elements of the culture-related competences is presented in Table 1. 
Table 1. Culture-related competences in the literature
	Authors
	Elements of intercultural/cross-cultural competence

	Ruben (1976, 1989)
Cross-cultural communication competence
	Dimensions of competence: 
· ability to express respect and positive regard for other individuals
· ability to respond to others in a descriptive, non-evaluative, and non-judgmental way
· ability to recognize the extent to which knowledge is individual in nature
· ability to put [him/herself] in another’s shoes
· ability to be flexible and to function in [initiating and harmonizing] roles
· ability to take turns in discussion and initiate and terminate interaction based on a reasonably accurate assessment of others’ needs and desires
· ability to react to new and ambiguous situations with little visible discomfort

	Gertsen (1990)
Cross-cultural competence
	· ability to function effectively in another culture through an affective, cognitive, and communicative dimension

	Adler & Bartholomew (1992)
Global and transnational competence
	· skills in working with people from many cultures simultaneously
· ability to adapt to living in other cultures
· knowing how to interact with foreign colleagues as equals

	Beamer (1992)
Intercultural communication competence
	· acknowledging diversity
· organizing information according to stereotypes and posing questions to challenge the stereotypes
· analyzing communication episodes and generating another “culture”

	Bush & Ingram (1996, 2001)
Intercultural competence
	· ability to deal with psychological stress
· ability to establish interpersonal relationships
· ability to communicate effectively

	Earley (2002)
Cross-cultural competence
	· cultural knowledge and awareness
· motivation to use competences

	Johnson et al. (2006)
Cross-cultural competence
	· performance, i.e. the “doing” is focal 
· cultural intelligence as a latent construct  
· effectiveness in drawing upon a set of knowledge, skills, and personal attributes to work successfully with people from different national cultural backgrounds at home or abroad
· application of skills in addition to possession

	Deardorff (2006)
Intercultural competence
	· ability to interact efficiently and appropriately in intercultural situations 
· supported by specific attitudes and affective features, intercultural knowledge, skills, and reflection

	Fantini (2006)
Intercultural competence
	· comprises intercultural communicative competences: transcultural communication, cross-cultural adaptation, and intercultural sensitivity

	Muzychenko (2008)
Cross-cultural competence
	· antecedents: knowledge, personal attributes, and abilities/skills/behavior



As Table 1 indicates, the key developments of the concept relate to various types of competences and their antecedents, but there are few exceptions towards dynamics, towards action and behavior – that is, application of the competence. Despite differences in approaches and contexts, there are also similarities and a degree of consensus has been achieved regarding the importance of culture-related competences (Johnson et al., 2006). Enabling factors, their causalities and roles have been discussed in expatriation, negotiation, communication, international management, and IB research, and the key enabler trust is commonly accepted as a prerequisite for business relationships and successful outcomes (e.g., Herbig & Kramer, 1992; Sinicrope et al., 2007; Steers, Sanchez-Runde, & Nardon, 2010; Bloemer et al., 2013; Khakhar & Rammal, 2013; Earley, 2002; Ang & Van Dyne, 2008; Goleman, 2006a, 2006b; Johnson et al., 2006; Hedberg, 1981; Obadia, 2013).

The majority of scholars perceive intercultural competence to be cultivated in individuals, which links the concept with various forms of intelligence, such as social, emotional, and cultural intelligence. Some elements of cross-cultural competence such as personality attributes are, in part, rather static or latent (Johnson et al., 2006; Keltinkangas-Järvinen, 2006a). However, skills, knowledge, and their application in “negotiating reality” (Friedman & Berthoin Antal, 2005) can be developed by learning and intercultural training (cf. Hong & Doz, 2013). Nevertheless, an individual’s rather static psychological schemes influence his/her learning ability and the absorptive capacity for intercultural training. In fact, established schemes might hinder learning. We note that behavioral schemes are deeply rooted in an individual’s “being and doing” and that any change of schemes requires significant investment in behavioral training or therapy (e.g., Thakker, Ward, & Strongman, 1999). Moreover, investments in learning and intercultural training are likely to be less productive for scheme-restricted persons than those with suitable personal characteristics and learning abilities (cf. Keltinkangas-Järvinen, 2006a; Grawe, 1998). Thus, we conclude that individuals may have inherent behavioral obstacles that prevent them from modifying and applying their intercultural competences. Furthermore, although intercultural competences are individual-level competences, which are learned and acted (Friedman & Berthoin Antal, 2005), their application is also influenced by contextual setting and motivation.

2.3. Understanding interaction through individual’s schemes and their application

Understanding interaction requires an in-depth approach that explores the invisible dynamics and the schemes behind them. Encounter episodes involve individual learning effects and build experiential knowledge. This experiential knowledge is used as a building block in consequent encounters where it is reflected with ongoing interaction, and as a result, earlier behavioral schemes may either be confirmed or have to be modified accordingly. In other words, interaction is negotiated reality (Friedman & Berthoin Antal, 2005) in which individual perceptions influence subsequent encounters by the application of created schemes, either positively or negatively. Cognitive schemes are omnipresent at various levels because individuals apply them to perceive, understand, and act (cf. Klein, Moon, & Hoffman, 2006). For example, network pictures are cognitive maps (e.g., Henneberg, Rohrmus, & Ramos, 2007; Geiger & Finch, 2010; Ramos, Henneberg, & Naudé, 2012,) that represent individual schemes which form tools that influence networking activities and steer their outcomes. 

Another factor adding complexity is the fact that several psychological models or schemes can co-exist in parallel (e.g., Hall, 2003) and individuals need intercultural competences to cope with these inherent incompatibilities and complexities. Psychological schemes and elements, such as self-esteem models, temperament, and character, are difficult to modify or change (e.g., Keltinkangas-Järvinen, 2006a, 2006b). Schemes, learned behaviors, and logic (Inhelder & Piaget, 1959; Goleman, 2006a, 2006b) function in a rather universal way, but they are deeply embedded in an individual. Culture (cf. Thakker et al., 1999) and spatio-temporal settings (Khakhar & Rammal, 2013) may also create impediments to applying intercultural competences. These problems emphasize the necessity to find working solutions for smooth interaction and good chemistry.

A multitude of competences are applied for a successful encounter. Intercultural encounters take place to explore and exploit opportunities and to build business relationships that are expected to produce outcomes. Hence, the interaction is at least partially predetermined in terms of the objective of the encounter but it is also determined by cognitive and incognitive dynamics. This multilayered interaction can be analyzed by the schemes and forces that regulate the encounter and inherent interaction (Ghadiri, Habermacher, & Peters, 2012b). Social and emotional intelligence and behavioral sensitivity have been identified as fundamental interaction competences in combination with knowledge and personal attributes (Goleman, 2006a, 2006b; Johnson et al., 2006; Muzychenko, 2008). Thus, the “good chemistry” creation requires the application of numerous competences. 

Instead of viewing competences as static, individually possessed, and culture-bound characteristics, this study goes deeper and explores the underlying rudimental forces in interaction. The complexity of dynamism is demonstrated by the different layers and lenses through which one can analyze interaction. Essentially, it involves inherent individual schemes beyond cognition but also the making- and re-making of schemes resulting in perceptions and feelings of trust or distrust (see also Obadia, 2013). In order to develop in a positive direction, the interaction in a relationship needs to produce cognitive and affective trust (cf. Johnson & Grayson, 2005; Obadia, 2013). This perception and assessment of trust in the encounter influences its outcomes – that is, success or failure. A more detailed discussion on the creation of trust with the help of a high level of consistency follows later in section 2.4. 

As Johnson and Grayson (2005) point out, trust and motivation relate to individuals. In this respect, human interaction is a panacea, as it cannot be easily replaced by technology or other managerial tools. In fact, adding technology to interaction may increase its complexity, and thus instead of reducing problems it adds them because the resulting technological-virtual interaction is also interpreted (Ayoko et al., 2012); therefore, individuals need to make sense and deal with an additional level of interaction besides face-to-face encounters. Even face-to-face, each intercultural encounter entails several layers of interaction (e.g., cognition and affect), which can have very diverse mechanisms according to their nature. The individual as an actor has individual goals, expectations, and emotions but also business goals and objectives that can lead to conflict (cf. Zander, 2002; Cyert & March, 1963). Just as an example, an individual’s inherent scheme, such as the global mindset of a manager, can either foster or hinder smooth interaction and achievement of business goals (Nummela et al., 2004). On the other hand, strong ethnocentric schemes may have a negative impact on interaction (Johnson et al., 2006). 

Anthropologists emphasize that different cultural backgrounds result in diverse schemes because they are embedded in the cultural heritage of individuals. Interestingly, the individual heritage may be mono-cultural and result in a single scheme – which is the typical case – but it is also possible that the individual is deeply embedded in multiple cultures (e.g., expatriates, migrants, diasporans, employees of MNCs) and has a different set of behavioral schemes related to interaction (Snyder, 2011; Brinkerhoff, 2009; Hepp, Bozdag, & Suna, 2011; Hart, 2011; Caprar, 2011, Nkongolo-Bakenda & Chrysostome, 2012). These individuals work on multiple schemes simultaneously (Hannerz, 1996; Appadurai, 2003; Unruh & Cabrera, 2013). 
 
Whether the individual has a mono-cultural or multicultural background, the psychological schemes applied in interaction are mainly implicit, if acknowledged at all (cf. Thakker et al., 1999). Psychological schemes are not cognitively assessed unlike the business outcomes of interaction. Furthermore, emotions and affect[footnoteRef:3] supersede cognitive processes (Peters & Ghadiri, 2011), which assess and construct events and plans for business. For this reason the psychological dimension is particularly relevant for first-time encounters in which the actors lack prior experience or knowledge and the “personal chemistry” is yet emerging. The mutual feeling of trust has its rudiments in several layers of interaction and in the individuals involved. Culture, cognition, and behavior are important building blocks of these layers. For example, experienced managers have realized that it is essential to understand the mental schemes of people from different cultures and the context of interaction (Steers et al., 2010).  [3:  “Affect” is a term from psychology. It refers to the experience of feeling, emotion, and desire. It is often an observable expression of emotion.] 


Acknowledging these limitations on an individual level, we attempted to find and filter those forces that are universally present in any encounter and regulate its dynamic process towards a business relationship. The extant research acknowledges several key points: the elements of intercultural competence influence international business success, ethnocentrism and distance have a negative effect on success; trust is crucial for business success and relationship building, and global mindset may facilitate international business. However, the underlying dynamics that regulate dyadic encounters in IB still represent an unexplored area. Therefore, we went beyond business theory (e.g. Steers et al. 2010; Johnson et al. 2006) and reviewed psychological theory to identify a model that can have universal explanatory power for intercultural encounters. We wanted to identify generic regulating forces that are not limited to a particular type of cultural setting or business. Our review and the thematic match guided us to investigate more closely the linkage of consistency theory (Grawe, 2004) and the role of its four forces (Ghadiri, Habermacher, & Peters, 2012a) to IB, which we found to be the required contribution to theory development for intercultural encounters.

2.4. Consistency theory – the key to understanding intercultural encounters from the viewpoint of an individual

Consistency theory (Grawe, 2004) presents the universal construct of consistency, which incorporates four regulating forces that influence the two-way interaction in a dyad, and therefore also has an effect on the encounter behavior i.e. the “doing”. It explains how individuals strive for harmony and wellbeing both in physical and psychological processes (cf. Pratt et al., 2006). According to this theory, a person feels well when his/her basic needs are satisfied and s/he perceives harmony between doing, being, and context. This situation is referred to as consistency (e.g., Grawe, 2004; Peters & Ghadiri, 2011). Consistency has similarities to the concept of equilibrium in economics: like equilibrium, harmony is continuously sought, although it is also enacted by people. If the motivational schemes of individuals and their perceptions of the business environment are in conflict, the individual has a built-in scheme to which s/he can return to sustain consistency and avoid disharmony (cf. Holtforth & Grawe, 2002). However, as consistency involves feelings, needs, and interpretations of individuals, it is dynamic by nature (cf. Grawe, 2004; Peters & Ghadiri, 2011). According to Peters and Ghadiri (2011) consistency increases not only individual wellbeing and performance but also organizational performance as the motivation, engagement, and performance of personnel increase, and the stress, illness, and fluctuation of personnel decrease. 

Consistency theory (Grawe, 1998, 2004) describes four basic needs that are inherent in every human being. Here we refer to them as forces as the needs have dynamic effects – either positive or negative – on the interaction. 
· The need for orientation/control
· The need for attachment/bond 
· The need for self-esteem increase/protection
· The need for gaining pleasure/avoiding displeasure

Basic needs refer to “needs that are incorporated in each person, and violation of which lead to long-term dissatisfaction which harms the wellbeing of the individual” (Grawe, 2004, p. 185). Each individual aims to satisfy these elementary needs, the fulfillment of which brings wellbeing and satisfaction, and thus influences their motivation and health. The needs are intertwined, each element influencing the others, and this system is connected to the neuronal system of an individual regulating his/her being and doing (Grawe, 2004, Peters & Ghadiri, 2011; Ghadiri, Habermacher, & Peters, 2012a, 2012b). 

The unconscious satisfaction-seeking as part of consistency creation influences an individual’s motivation and action in IB encounters (cf. Khakhar & Rammal, 2013; Grawe, 2004; Ford, 1992). Hence, these four needs function as dynamic forces (cf. Bloemer et al., 2013; Peters & Ghadiri, 2011) that help the individual to strive for the re-establishment of harmony. However, the forces are not equally strong at every point in time. Additionally, individual and context-specific motivational schemes vary depending on the context of the interaction: individuals always attempt to fit their interaction to the context and to their motivational situation (Friedman & Berthoin Antal, 2005; Ghadiri, Habermacher, & Peters, 2012a, 2012b; Stucki, 2007). 

According to Grawe (2004), individuals work with two independent motivational schemes. First, the proximity scheme represents behavioral patterns that aim to satisfy basic needs. Second, the avoidance scheme characterizes behavioral patterns that protect the person from violation and vulnerability. These two basic motivational schemes are individually constructed and are therefore influenced by his/her culture, experience, life-cycle, and learning. Therefore, these schemes can vary significantly (Grawe, 2004). In interaction, the scale of variation between the participants can result in differences in the perceptions and reaction patterns of the actors (cf. Thakker et al., 1999). Discrepancies in variation scales create challenges for international business encounters and increase perceived foreignness (cf. Obadia, 2013).

2.4.1. The need for orientation and control

Epstein (1990, 2003) claims that the need for orientation and control is the most fundamental need of a human being. Grawe (2004) considers the control aspect inseparable from the objectives of the activity, including goals and tasks. Perceptions of autonomy and control are necessary, and they are a pervasive and a crucial aspect of an individual’s psychic being. Flammer (1990) notes that people are willing to invest a large amount of effort to achieve, maintain, or increase control. The control need is satisfied when it is applied in an actual situation and activity. Lack of orientation and control is the worst and most fundamental wound and leads to relational uncertainty, insecurity, and a reconsideration of the relationship (Wegner & Pennebaker, 1993; Oesterreich, 1981).

Loss of autonomy and a lack of transparency and openness lead to stress reactions. Therefore, a person who is in a helpless and powerless situation has increased stress reactions in comparison to a person who perceives some control and orientation over a situation. High stress reaction leads to an increased hormone production of adrenalin, which biologically indicates an individual’s alarm situation; this is perceived as unpleasant and uncomfortable (cf. Wegner & Pennebaker, 1993). Loss of control and orientation causes an individual to seek ways to create distance and escape the situation; thereby, a stressful relationship can break up or be distorted. If this interaction continues despite its negative load, it impacts the interaction, the cooperation, and the atmosphere negatively and culminates in a loss of trust (Peters & Ghadiri, 2011). Managers with excellent intercultural competences are conscious in their interactions, and they have learned to respect the need for control and orientation of the other parties and to operate to satisfy these needs in parallel with the business objectives.

2.4.2. The need for attachment and bond 

The need for attachment and relationships is a basic need that has a well-established empirical grounding. Bowlby (1969) was the first to postulate explicitly that people have an inherent need for physical closeness with their primary person of reference (i.e., proximity). This is actively sought and maintained; for example, early childhood experiences, which are archived in memories, influence and regulate the formation of later relationships (Horowitz, 1989; Berman & Sperling, 1994).

The need for attachment, proximity, and relationships requires the intensive and time-consuming creation of a social bond that can be characterized by a high rate of interaction. The study by De Dreu et al. (2011) indicated that social exchange and interaction stimulates the production of the hormone oxytocin, thereby supporting the social bond. Their study indicates that the more personal the contact, the better the bond. Consequently, regular and positive relationship experiences and perceptions assist in building trust and affective competences, whereas negative perceptions reduce attachment and relationship potential.

2.4.3. The need for self-esteem increase and protection

The need for an increase in and protection of self-esteem is particularly human (Brockhaus, 2009). An individual continuously seeks to protect and increase his/her self-esteem by his/her actions. Self-perception and self-confidence develop and evolve in interaction with other people and the relational experiences that occur in this context. Positive perceived self-efficacy motivates individuals to actively build relationships and consequently to pursue and achieve their objectives (Grawe, 2004, p. 250).

Interaction in which one partner’s behavior is perceived as arrogant or non-listening makes the other partner feel inferior and ill-respected, harming the latter’s self-esteem and leaving the person dissatisfied (Brockhaus, 2009). In addition, the threatening and reduction of self-esteem induces an acute stress reaction in the person and activates an increase of cortisol – the stress hormone. A high concentration level of cortisol leads to, among other symptoms, psychic upset and alienation (Kirschbaum, 2006). Therefore, it is crucial for successful interaction to eliminate all behavioral artifices, whether verbal or non-verbal, which potentially threaten the generation and protection of self-esteem (cf. Brockhaus, 2009; Peters & Ghadiri, 2011; Ghadiri, Habermacher, & Peters, 2012b).

2.4.4. The need to gain pleasure and avoid displeasure

According to Grawe (2004), the need to gain pleasure or to avoid displeasure is the most forceful of the four needs and has the most direct impact on consciousness and experiencing. This indicates the human aspiration for pleasant situations and the avoidance of unpleasant events (Higgins, 1997). Therefore, without conscious consideration, individuals automatically evaluate all experiences and events in terms of their “good” or “bad” qualities. Thus, in interpersonal relations, this implies that proximity to a “good” interaction partner is sought or maintained, and “bad” interaction partners are avoided (Grawe, 2004). The positive evaluation activates the need for gaining (more) pleasure, which leads to approximation behavior. Simultaneously, dopamine is produced, which stimulates physical and psychic activity, life energy, and intrinsic motivation. It increases the feeling of wellbeing, relaxation, and fun-effects and also the ability to concentrate and react. Due to their idiosyncratic nature, pleasure- and displeasure-related needs are more difficult to manage and organize (Grawe, 2004).

2.5. Linking cognition, needs satisfaction, and interaction with intercultural encounters

Individuals both consciously and subconsciously strive for wellbeing while doing business. Emotions and cognition influence business interaction (cf. Steers et al., 2010; Bloemer et al., 2013). In particular, the four basic needs (Grawe, 2004) strongly correlate with the motivational schemes (proximity vs. avoidance) of an individual in a two-way interaction context. Prior research from other fields (dyadic psychotherapy and intercultural interaction in a therapeutic context) indicates that the dynamic forces emerging from the basic needs are effective instruments in bringing positive results through increasing consistency levels in complex interpersonal interaction (see Appendix 1). Therefore, we have reasons to believe that consistency theory can also contribute to exploring and explaining the dynamics for IB encounters. The following section demonstrates the link between cognition, needs satisfaction, and interaction.
3. Building a model for intercultural encounters

In order to better understand intercultural encounters, we started building a tentative model based on consistency theory and the framework of cross-cultural competences by Johnson et al. (2006).  The framework of Johnson et al. was chosen as a building block because it is the most advanced of the extant models, and it seemed to incorporate several relevant layers and mechanisms. Our model in Figure 1. consists of three elementary parts: the four forces driving consistency, behavioral and motivational schemes, and the outcome of the interaction. Based on our tentative model, we draw five propositions, which are presented below. 
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Figure 1. Intercultural encounter dynamics
  
Our tentative model puts the forces regulating consistency and behavioral and motivational schemes the epicenter of interpersonal interaction and encounters (Figure 1). The behavioral and motivational schemes form the underlying dynamics and paths towards outcomes. Thus, the interaction is the central “black box,” the arena where resources such as competences, intelligence, emotions, and communication are applied (cf. Grawe & Grawe-Gerber, 1999). Based on our literature review – and building on Johnson et al. (2006) – we consider intercultural competences to be important antecedents of successful interaction. These competences include, for example, cognitive skills, the ability to function and interact effectively in various settings, the motivational impetus for cultural adaptation, and the ability to engage in adaptive behavior (Johnson et al., 2006; Deardorff 2006). Competences are required for positive outcomes in interaction because without them the four basic needs are violated (cf. Goleman, 2006a, 2006b; Ang & Van Dyne, 2008). Thus, we propose the following:
· P1) Intercultural competences influence the level of consistency.
· P1A) A lack of intercultural competences leads to low consistency due to the violation of the four basic needs. Thus P1A increases the negative effect of P2B on interaction and stimulates avoidance behavior.
· P1B) A lack of intercultural competences on both sides of the dyad is likely to amplify the negative effect on interaction as it increases mutual frustration and de-motivation and is even more likely to  lead to mutual avoidance behavior, 
· P1C) High level of intercultural competence and its application is likely to satisfy the four basic needs, and thus enable consistency to increase.
In addition, we should keep in mind that according to Johnson et al. (2006), institutional ethnocentrism and cultural distance decrease cross-cultural competence.

As mentioned earlier, according to consistency theory, each individual inherently drives to satisfy the four basic needs. The level of satisfaction concerning each need can be assessed with a continuum ranging from low to high, but the feeling of harmony is based on the assessment of all needs and their fit with actions and context. This assessment is idiosyncratic and culture-related (Thakker et al., 1999). It should be noted that the four forces driving consistency are independent from each other although they all regulate the outcome of interaction (cf. Orlinsky, Grawe, & Parks, 1994; Grawe, 2004) through their linkage to the behavioral and motivational schemes of individuals (Peters & Chadiri, 2011). Therefore we propose the following:
· P2) The level of consistency influences the behavioral and motivational schemes of individuals.
· P2A) High consistency, i.e. overall satisfaction of four basic needs, has a positive effect on the behavioral and motivational schemes, stimulating proximity behavior.
· P2B) Low consistency due to the violation of the four basic needs has a negative effect on the behavioral and motivational schemes, stimulating avoidance behavior. 

As the extant research has pointed out, trust is a key antecedent for business interaction. When an encounter is perceived as positive, leading to consistency, it enables trust building on individual level[footnoteRef:4] and therefore the continuation of positive relationship development (cf. Peters & Ghabiri, 2011; Bloemer et al., 2013). Individuals’ perceptions of proximity or avoidance are the behavioral products of the interaction and motivational schemes. Even if business goals, strategies, and environment hinder business results, the positive atmosphere and trust generated over the interaction process during an encounter provide a potential basis for a second attempt or future opportunity by providing a weak tie (cf. Granovetter, 1973) that can be re-activated and strengthened later. If the antecedents for positive cognition and affect are missing, failure is almost pre-programmed (cf. Johnson & Grayson, 2005). Therefore we propose the following: [4:  The focus is limited to a dyadic encounter therefore other dimensions of trust, such as organizational level trust or trust in brand are not included here despite their potential effects.] 

· P3) Behavioral and motivational schemes of individuals influence trust creation in intercultural encounters.
· P3A) Proximity (behavior) has a positive effect on trust creation.
· P3B) Avoidance (behavior) has a negative effect on trust creation. 
· P4) Trust creation influences the outcome of intercultural encounters. 
· P4A) A high level of trust is likely to increase the probability of success in intercultural encounters.
· P4B) A low level of trust is likely to increase the probability of failure in intercultural encounters

Encounters are dynamic episodes in a dynamic process. The process includes several phases. Experience, previous learning, and cultural heritage influences the encounter prior to encounter, as an individual has already behavioral schemes, but based on the encounter, novel schemes may be created or extant schemes may be activated or modified, and after the encounter the experiences are integrated into the individual’s “inventory of schemes.” Thus, dynamic interaction and learning influence consistency and proximity development before, during, and after an interaction episode and vice versa (Friedman & Berthoin Antal, 2005). Notably, post-encounter self-reflection is necessary for learning, adaptation, and further improvement of behavioral schemes; otherwise, the resulting scheme remains unchallenged. Our model focuses on individual level and its behavioral and motivational scheme development in and through interaction, while firm-level experiential learning and commitment has been emphasized in the Uppsala Model (Johanson & Vahlne, 1977), and firm staff-level and firm-level cognitive aspects and reflections on trust were modelled by Obadia (2013). Consequently, such individual level reflections on interaction encounters are crucial since behavioral and motivational schemes are linked to learning and development of the relationship.
Thus, our final proposition is the following:
· P5) A first-time intercultural encounter functions as a scheme catalyst for consequent encounters, thus influencing the outcome of subsequent intercultural encounters.
4. Discussion and conclusions

This study started with an argument that we should try to understand interaction from the viewpoint of the participating individuals’ frame of reference and their cognitive, behavioral and motivational schemes affect intercultural encounters and their outcomes. We examined the rudiments of interaction, its dynamics and related trust creation in intercultural encounters. Based on a thorough literature review and combination of existing knowledge from multiple disciplines we provided a tentative framework based on Grawe’s consisting theory that describes the related behavioral mechanisms. The framework and the suggested five propositions highlight the key drivers for consistency and behavioral dynamics and link the individual schemes to the outcome of intercultural encounters. The link between competences and the basic needs as well as the link between the four forces and the motivational schemes have been demonstrated in previous empirical studies in psychology (see Appendix 1.), and the link between trust creation and interaction success/failure in IB literature (e.g., Herbig & Kramer, 1992; Johnson & Grayson, 2005; Deardorff, 2006; Sinicrope et al., 2007; Steers, Sanchez-Runde, & Nardon, 2010; Peters & Ghabiri, 2011; Bloemer et al., 2013; Khakhar & Rammal, 2013). However, to our knowledge these two aspects have not been combined in a single framework earlier. Thus, our interdisciplinary framework (Figure 1.) makes the picture more complete, and provides novel insights for exploration and further research. 

It should be noted that we take a very critical view to the studies which consider intercultural competences as static antecedents of interaction (cf. Nakata, 2009). Instead of considering intercultural competences as something which the organization possesses, future studies should investigate them on the level of an individual and acknowledge the role of individual as a “carrier and user” of intercultural competences in interaction. When investigating intercultural competences researchers should also separate knowledge and behavior from each other: Earlier researchers provide useful information of the knowledge aspect for IB: what kind of cultural, emotional and social intelligence is needed (cf. Earley 2002) but it does not discuss how the knowledge is applied and transferred to behavior (cf. Goleman 2006a, 2006b). We argue that the missing piece in the application mechanism is the individual’s drive for consistency, which is influenced by the interaction itself and its temporal, cultural and spatial context. We used Grawe’s consistency theory (2004) to answer our second research question; i.e. how individual level trust is co-created in this process of consistency and interaction. Accordingly, the behavioral dynamics and motivational schemes have a direct effect on trust and the four forces are the key dynamics that directly and indirectly regulate IB encounter development.

The motivational and behavioral schemes of individuals are tightly intertwined in all human behavior and they guide action and influence cognition. Therefore, as a continuum to this study it would be very interesting to study whether framework would hold also in the case where we are not focusing on first-time encounters but on a later episode in longer chain of episodes. It can be assumed that the cumulative effects of the four forces may develop differently if we would stretch the time span of our analysis and therefore the framework would need to be revised, but that remains the topic of further investigation.
As a third research question we asked how intercultural competences are “activated,” and to what extent are the consistency-driven behavioral schemes regulating their application on interaction? A complete answer to this question cannot be given in a completely conceptual study such as ours, but previous empirical research indicates that there are contextual and cultural differences in the impact level of the elements of consistency theory (cf. Appendix 1). In addition, the motivational schemes influence the level of activation of intercultural competences and the respective learning in intercultural encounters. We assume that a high consistency level supports intercultural competence application and learning through motivation and willingness to understand differences. In similar vein, we assume that a low consistency level constrains or deters the application of intercultural competences and learning effects due to avoidance behavior and lack of motivation. If both sides of the dyad suffer from this avoidance, the activation of intercultural competences is likely to be even more limited, and no positive learning effect is to be expected that would improve the behavioral schemes.

This study contributes to several theoretical domains, such as intercultural competence and international business encounter studies, but also to studies on motivation and wellbeing in business relationships. On the micro-foundation level, the role of learning and trust in our model has implications to individual level experiential learning, knowledge and resulting commitment related to Uppsala Model (cf. Johanson & Vahlne, 1977). Our model explains how behavioral and motivational schemes are regulated, which in turn, enable trust creation, positive results and development of intercultural competences. These forces and dynamics construct the right chemistry for subsequent learning and commitment central to Uppsala Model. The model inherently addresses the foreignness issues as cognitive phenomenon taking place at the firm’s “boundary staff”[footnoteRef:5] (cf. Obadia, 2013, p. 333). Additionally, high consistency may be a prerequisite for reducing psychic distance on this dyadic interpersonal level and enabling efficient interpretation and integration of information and experiential knowledge, because “the interpretation of one kind of information is possible only for one who has experience with the other part” (Johanson & Vahlne, 1977, p. 29). The model also contributes to discussions on other marketing disciplines on managing relationships and service encounters by providing novel insights to dyadic relationship dynamics and assisting in analyzing relationship related questions (cf. Hunt, Arnett, & Madhavaram, 2006; Haller, 2005).  [5:  Boundary staff represents the staff which primarily interacts with foreign partners and forms the interface for interaction (see more in Obadia, 2013)] 


The findings have also managerial implications. Besides theoretical conclusions one can use the tentative framework as a source for managers on how to influence trust creation and further success in interaction. By understanding the underlying forces and related schemes managers would be better aware of problems related to uncertainty, cultural distance and ethnocentrism. Instead of solely focusing on the outcome of the intercultural encounter, they could also aim at improving consistency for both parties and actively increase face-to-face encounters for a better working relationship. By assessing their interaction-related weaknesses and acknowledging their own drivers for consistency, managers could prepare better for intercultural encounters and avoid some of the challenges. In line with previous research (e.g. Thakker et al., 1999; Hong & Doz, 2013; Au & Fukuda, 2002), we expect transnational diaspora managers and mono-cultural managers to differ in their ability to apply their intercultural competences, their behavioral and motivational schemes in general, and in their intercultural competences. 

Our framework also indicates that there is a need to re-evaluate current training of intercultural competences. Although some issues can be trained and learned, our findings highlight that there are also limitations due to the psychological schemes. The individuals come to the training with their personal schemes which may or may not support intercultural interaction and learning. Some welcome the training and are interested in learning, others experience stress due to inability or unwillingness to learn. Furthermore, these schemes cannot be changed with a short training session purely based on codified knowledge transfer. Therefore, investments in training do not automatically result in positive consequences. Companies should take a more holistic assessment of intercultural competences, reconsider their way of training and allocate sufficient resources for developing the intercultural encounter processes, especially from the viewpoint of first-time encounters (cf. Levinthal, 2000). Hence, we agree with Obadia (2013) that novel “scheme-reflecting” ways need to be explored to organize intercultural training.

As all studies, our exploratory study has also some limitations. First, it would have been useful to dig deeper into the dynamics of interaction with empirical data. Unfortunately this aspect lies beyond the scope of this study, but we encourage future researchers to take up the challenge of advancing our knowledge in these areas. However, for the interested we would like to remind that the topic itself is a challenging and complex one (cf. Grawe, 1992, 1998, 2004). They would need to decide, for example, how to take into account the aspect of learning in the dynamic process. Learning is an elementary part of the development of a business relationship but inherent individual schemes may facilitate or hinder learning. Although training and experience may change some of them, others are more or less permanent, stemming from the person’s childhood. 

Additionally, in order to crystallize our message we have simplified the complex, dynamic process considerably. This means that we have, for example, ignored the existence of parallel, related mechanisms (cf. Mason, Easton, & Lenney, 2013). And yet, these mechanisms – particularly if linked with business tasks and objectives – are highly relevant part of the contextual setting of the interaction. Due to interconnectedness of the mechanisms even the slightest change in one of these parallel mechanisms may cause a domino effect which profoundly alters the impact of the four forces and the resulting schemes.

To conclude, we would like to highlight the pleasures and drawbacks of interdisciplinary research. The application of constructs from one discipline to another one demands a lot of work and also some flexibility in interpretations. The terminology, constructs and definitions create their own tensions, and so do methodological traditions. The object of analysis, the ontological and epistemological issues which are more straightforward in a single-discipline study need particular attention in this kind of an approach. Based on our experience the research tradition in psychology seemed to offer suitable tools for analyzing the dynamics and content of interaction (consistency, needs, etc.), whereas the research in interaction and intercultural competence was more helpful in understanding the context, such as cultural distance, structures and elements of interaction. In our opinion, interdisciplinary approach is particularly appropriate when a researcher is interested in the interplay between cognition, action and outcome of a business process as it enables a richer explanation of the process. 
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Appendix 1. Empirical research findings
	Authors
	Research context and topic of the study
	Theory and methods
	Results and findings
	Implications for intercultural encounters

	Tamcan, Özgür (2005) KULTUR, MIGRATION
UND MOTIVATIONALE ZIELE,
Eine Untersuchung zur Bedeutung motivationaler Ziele im Kontext von Kultur,
Migration und psychischer Gesundheit bei türkischen Immigranten in der
Schweiz,
Dissertation Universität Bern Selbstverlag
Bern, 2005
	Migration, Acculturation and Integration
with a sample of 
418 Turkish persons, 173 Turkish immigrants without psychological illnesses,  79 Turkish immigrants with psychological illnesses, and
707 Swiss persons
	A comparison of consistency theory’s constructs and perceptions between two cultures and an observation of their role in the migration context.
The core part of consistency theory, the motivational schemes and targets which are different for proximity and avoidance. 
Quantitative methods.
	The assumptions of consistency theory could be validated with by the empirical evidence. Although this theory has been applied dominantly in clinical context, there are now significant results illustrating that it can also be applied in the context of culture and migration. 

	Consistency theory and its motivational schemes (targets) were found valid in a bi-cultural context and population. The study suggests that motivational aspect should be applied in migration studies.
We consider intercultural encounters to be well suited as related field of interaction. There is a need to understand how monocultural and non-monocultural individuals behave in business encounters.

	Boysen, Folke (2011) Motivationale Ziele und Depression
Untersuchungen zum Zusammenhang
von motivationalen Zielen
und Depression
in Chile und Deutschland, Dissertation, Ruprecht-Karls-Universität Heidelberg
	Comparison of German and Chilean and German ambulant psychotherapy patients and respective control groups, 36 clinical and 72 non-clinical German persons and 28 clinical and 29 non-clinical Chilean persons.
 
	Comparison of the inconsistency experience  based on consistency theory between German and Chilean test persons regarding their experience of pain perception and  its linkage to depression to explain this with an emotional approach.
Quantitative methods

	Both in Chile and in Germany the inconsistency experience based on consistency theory as the mediator variable to depression could be validated. 
	There were culture- specific differences in the level of the inconsistency experience. The comparison of motivational targets regarding the lack of psychic wellbeing does not necessarily lead to higher importance of avoidance targets.
The assumptions on avoidance behavior need to be tested in IB encounter context.

	Grosse Holtforth, Martin; Grawe, Klaus; Fries, Alexander; Znoj, Hansjörg (2008)
Inconsistency as a criterion for differential indication in psychotherapy - A randomized controlled trial Zeitschrift für klinische Psychologie und Psychotherapie, 37(2), pp. 103-111.

	In a randomized controlled trial involving 67 outpatients with heterogeneous diagnoses, the combined psychotherapy was compared to CBT. Differential effects of inconsistency were examined using two different operationalizations of inconsistency.
	It is assumed that inconsistency in psychological functioning contributes to the development and maintenance of psychological disorders. Objective: Does the level of inconsistency differentially predict the outcome in a combined experiential and cognitive-behavioral psychotherapy (CBT) versus CBT alone?
Quantitative methods
	After 20 sessions the two therapies demonstrated equal outcomes. The predicted differential effects were observed for one measure of inconsistency (intensity of avoidance goals) and two outcome measures (reduction of interpersonal problems and retrospectively rated improvements).
	The results give first evidence for the differential prediction of treatment outcome by inconsistency that needs to be replicated in further research.
Research in business context required.

	Fries, Alexander; Grawe, Klaus (2006)
Inconsistency and mental health: A meta-analysis, Zeitschrift für Psychiatrie, Psychologie und Psychotherapie, 2006, 54 (2), 133-148

	Consistency within the psychological processes is accepted as a precondition for efficient functioning and good health. Inconsistency in contrast impairs meeting the requirements of environment and therefore impairs the satisfaction of human needs.
	Inconsistency in contrast impairs meeting the requirements of environment and therefore impairs the satisfaction of human needs. It is also seen as a stressor and as having the potential to increase the vulnerability for mental disorders. The present study includes a short overview of the conceptions of inconsistency in the psychological literature and a meta-analysis about the interrelations between forms of inconsistency and characteristics of health and disease.
Correlational studies with only one measuring time.
	The results support mostly the assumptions of Consistency Theory. Almost all forms of inconsistency are associated with characteristics of subjective well-being, health, and illness.
	The studies of the meta-analysis stem from Germany, Austria and Switzerland. The comparison results of the individual countries did not indicate any significant differences of inconsistency forms and indicators between health and illness. 
Consistency and inconsistency have universal characteristics and are thus applicable for IB. Testing and validating is required.




image1.png
Behavioral

Forces driving corsistency & momaional 07"
Sehemes imteraction
Success
eed for orentation
control s
23 Prosimity
Pia
eed for attachment]
ot s o NN
competence: — b5
Reed for seeseen] Jeratior
eed for sef-esteen]
increase protection pp A
Y B
[avoidanc
Need forpleasure/
lavoiding displeasurd
Faiture





