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Abstract
In the present VUCA world, start-ups are known to perform to 
the best of their ability. The goal of this study is to learn more 
about how great multicultural start-ups may be a powerful and 
adaptable driver for economic progress which are started af-
ter covid-19. Both primary and secondary data are collected 
from various electronic sources and the method of the ques-
tionnaire has also been employed to understand the topic in a 
qualitative and explorative manner. It can be easily concluded 
that cross-cultural competencies help start-ups to understand 
the global market scenario and respond accordingly in an ap-
propriate way. This opens a new vertical of learning to make 
the business a better responsive organization. Although on the 
other hand, such start-ups are often seen to face issues in hiring 
and bureaucracy because of various reasons such as cultural is-
sues and unfair use of unpaid work. To overcome this, start-ups 
need to follow lean management and also focus on improving 
cross-cultural communication.
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1. Introduction
Start-ups are considered to be a major and power-

ful force in strengthening any nation’s economy, the 
same being evident through many of the Indian Gov-

ernment’s initiatives such as Start-up India Initiative, 
Start-up India Seed Fund, etc. Not only these start-
ups are of pivotal importance to the economy of any 
country, but they also promote innovation and new 
employment. 

Aside from that, start-ups are increasingly focusing 
on growing and expanding their businesses in order to 
compete in the worldwide market. To keep pace with 
the rapidly evolving global market, these start-ups are 
facilitating the exchange of not only technology and 
innovation but also human resources. The inclination 
towards globalization and internationalization has re-
sulted in the rise of demand for workforce that is com-
petent in communicating and working with people 
associated with various cultural identities.[1]

Because of the increased competition in the global 
economy, start-ups also need to gaze and understand 
the challenges of the globalized market better and then 
strategize on how to sustain in this business environ-
ment. Despite all these, starting a new business cannot 
be put equivalent to secured success, considering most 
of the start-ups fail after their primary years. Also, 
such start-ups are often seen to face issues in hiring 
and bureaucracy because of various reasons such as 
cultural issues and unfair use of unpaid work.

 The fundamental goal of this research study is to 
determine and investigate how cross-cultural skills 
might help these start-ups survive in this era of glo-
balisation and meet the ever-increasing demands of 
the global market. This paper tries to talk about how 
a workforce trained in cross-cultural competence can 
help emerging start-ups in understanding the global 
scenario and formulate their business strategies based 
on that. The paper primarily talks about the nature of 
start-ups and the kind of impact and contributions 
they have towards the economy. This study also looks 
at what cross-cultural competences are and why hav-
ing a varied and cross-culturally competent workforce 
is important in any firm. [2] The various types of issues 
that could be faced by any start-up in this demanding 
global market are also highlighted, along with how 
cross-cultural competencies can help to resolve these. 

Both primary and secondary data are collected 
through different electronic sources and the method 
of the questionnaire has also been employed to under-
stand the topic in a qualitative and explorative man-
ner. All the literature published regarding cross-cul-
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tural competence has been studied and reviewed. 
 Studies published in journals, conference papers, dis-
sertations, and theses relevant to cross-cultural skills 
or diverse personnel in start-ups, as well as those that 
emphasised the benefits of cross-cultural competence, 
were included in the literature review. The literature 
search was broad in order to find empirical research 
on the problems and solutions of having a workforce 
with cross-cultural competency training.

The findings of this study show that cross-cultur-
al competences help start-ups to benefit from a broad 
workforce’s expertise, assisting them in analysing and 
reacting to the global market’s circumstances and de-
mands. It unlocks a fresh domain of learning to make 
the business a better responsive organization. Supple-
mentary value addition of cross-cultural competent 
workforce includes better communication flow and 
more cordial relationships amongst staff members and 
their customers. [3]

In order to build the business as a globally viable 
and competent firm, start-ups should encourage and 
foster employees’ cross-cultural competences. Fur-
thermore, cultural competency provides any organisa-
tion and its workforce with the necessary knowledge, 
skill set, behaviour, perspectives, cognizance, moral 
values, capabilities, and adaptability to bridge the gap 
between developing more efficient, effective, and eq-
uitable business policies and strategies.

2. Literature Review

A. Start-ups in India & Their Importance:
Entrepreneurship today is one of the hottest issues 

in the business world and going ahead the significance 
of it is going to increase many folds. Many scholars 
believe that the term entrepreneur has lost its actual 
meaning over the last century, after getting mixed with 
excessive uses of phrases such as social entrepreneur-
ship or enterprise. Since the last decade, the meaning 
of entrepreneur is just not limited to someone who is 
exploiting opportunities to make profits, but it also in-
cludes the element of bringing a change to something. 
Today, Entrepreneurs are no longer just yield-cen-
tric risk takes but they today are radical, innovative 
change-makers. 

A start-up is a business founded and run by an en-
trepreneur with the goal of achieving a scalable societal 
goal. Start-ups are considered as a vital component for 
the growth of the economy and the creation of jobs in 

a country like India, which has enormous economic 
potential. India, at present, has more than 30,000 rec-
ognized start-ups and is known to be the third-largest 
tech start-up hub globally. Flipkart, which has been one 
of the earliest start-ups to have come in India is among 
the top 10 most valuable start-ups globally. On the oth-
er hand, various other start-ups from various sections 
of the world have realized India to be their most im-
portant Market. This has made Cross-Cultural Compe-
tency a very important factor in start-ups. [4]

Start-ups tend to bring a change in the living stan-
dards of the country’s people by creating ripples in the 
economy. The above-mentioned start-ups have had a 
significant impact on the country:

a) Technological Advancements & Innovation
Start-ups are known to be most suitable for im-

plementing inventions and thereby being the best 
mechanism for commercializing new technologies. 
Businesses like Paytm, Ola, Cred through their cut-
ting-edge innovation have brought huge advance-
ments. From hailing a cab through a smartphone, to 
making payments digitally and even managing finan-
cials, these start-ups have changed the way the entire 
country functions. 

b) Increased Employment
In the long-term scenario, start-ups tend to create 

a major portion of new jobs in the country. It is also 
deduced through various studies that the growth fac-
tor in start-ups over the last few years has been more 
than that of many well-established old companies. The 
primary reason behind this is that since start-ups are 
based primarily on innovations, they tend to represent 
the healthiest core of the country. [5]

c) Increasing competition in the market
Start-ups thrive by converting a certain opportuni-

ty into a successful business model. Once an opportu-
nity is explored by someone, a competition arises soon 
exploring the same opportunity and trying to provide 
better services to its consumers. This creates a nev-
er-ending competition in the market benefitting the 
consumers the most. 

Therefore, it can be concluded that start-ups 
through their innovation and technological advance-
ments can generate impactful solutions, thereby being 
the driving force for the socio-economic development 
of the country. 
B. Culture & Cultural Competence:

Culture can be defined as the traditions, beliefs, 
customs shared by a combined group of people. These 
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are mostly shared by people who belong to the same 
ethnicity, religion, geography, etc. Culture can be 
further elaborated as to a set system of rules which 
defines who a particular person is and how do they 
express themselves in front of others. Culture primar-
ily teaches us the way of living with others, and it is 
passed on from one generation to another creating a 
balanced environment. [6]

Culture in an organization refers to the set policies, 
processes, values defined by each one of them. When 
we talk about a culturally competent organization, it 
basically refers to how a business unit gathers knowl-
edge about different groups of people associated with 
it and amalgamates it to transform the organization’s 
policies and practices to align with its employees’ be-
liefs and standards. [7] 

Hofstede, in the year 1980 described the differences 
in culture through various variables which have been 
the most important factor in cross-cultural analysis. 
As per him, the various verticals to culture are
a) Power Distance, referring to inequality in social 

status
b) Individualism-Collectivism, which refers to the re-

lationship equation between an individual and a 
group.

c) Masculinity-Femininity, referring to certain social 
implications.

d) Uncertainty Avoidance, which refers to dealing with 
unexpected scenarios and control of aggression.
As per Fons Trompeaars, who was also renowned 

for research on culture, culture can be segregated into 
certain dimensions as follows
a) Universalism – Particularism
b) Collectivism – Individualism
c) Affective – Neutral relationships
d) Achievement – Ascription 
e) Orientation towards time
f) Internal – External control 

Both these theories, till date, are considered to be 
the most important cornerstone defining culture in an 
organization [8]. 

Over the years, the focus of the organization has 
shifted from improving its workforce’s environment 
from local-centric, static to dynamically changing and 
mobile environment [9]. This has primarily been due 
to the increased pace of globalization across the globe 
which has made the job market demand individuals 
who are flexible, adaptable, and effective in the fre-
quently changing work scenarios. [10]

Cultural competence in an organization is reached 
through a level of steps such as:
a. Cultural Knowledge, which focuses on knowing 

about the principles and belief systems of groups 
from different ethnicity in your business.

b. Cultural Awareness, which basically refers to wel-
coming beliefs of different groups and being open 
to the ideology of changing cultural attitudes in the 
organization.

c. Cultural Sensitivity refers to understanding the dif-
ferences between different cultures and not assign-
ing a higher level of importance to either. 

d. Cultural Competence is bringing operational effec-
tiveness to all the previous stages and aligning it 
with the organization’s goals. A culturally compe-
tent organization leads to better work efficiency 
leading to better results.
In a nutshell, Cross-Cultural Competency enables 

the employees to understand, interact and converse ef-
fectively with individuals from various cultural back-
grounds [11]. This helps a cross-cultural competent 
organization be
a. Competitive, by accessing the widest pool of talent 

and hiring the best of it.
b. Responsive, by reflecting its diversity
c. Innovative, by welcoming new and diverse per-

spectives.

3.  RESEARCH METHODOLOGY
A qualitative study was conducted to collect data 

for the research paper. The fundamental characteristic 
of qualitative research is that it cannot be measured 
or quantified easily but has the advantage of present-
ing a very comprehensive analysis and description of 
a topic of interest without limiting the scope of the 
study or the quality of the interviewee’s answers [12]. 
Qualitative research methods are inductive and focus 
on facts that cannot be categorised or portrayed in nu-
merical form. They are also known as Grounded The-
ory or Emergent Analysis. An additional advantage of 
a qualitative research method is that it includes and 
considers the problem statement and the stakeholders 
involved holistically. The primary aim of this research 
is to access how individuals behave in their day-to-day 
lives. The perspective of every stakeholder is taken 
into account and considered important, thereby mak-
ing it less generalizable. 

The goal of this study approach is to recognise 
the significance of cross-cultural abilities in start-up 
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firms. This talk will look into how senior executives 
and workers at such firms use cross-cultural compe-
tences in their day-to-day work. It also examines HR 
managers’ perspectives on the relevance of cross-cul-
tural competences in start-ups and covers the import-
ant characteristics of start-ups that are interested in 
their workforce’s cross-cultural abilities. [13]

In-depth interviews were conducted with HR 
managers of various start-ups, which were basical-
ly informal and unstructured conversations with the 
goal of gathering information regarding the advan-
tages of having a diverse workforce in any start-ups 
[14]. These in-depth interviews also helped to under-
stand the problems that any start-up might face in the 
process of fostering and maintaining cross-culturally 
competent staff. The platform used to conduct the 
interviews was Google Meet and telephonic conversa-
tions, wherein the duration of these calls was from 30 
minutes to 90 minutes. 

For the secondary research and literature review, 
the studies published regarding cross-cultural com-
petencies and their impact on start-ups have been 
studied and reviewed. Studies published in journals, 
conference papers, dissertations, and theses dealing 
with cross-cultural competent workforce and its val-
ue addition to any company make up the majority of 
these literature sources [15]. The literature search was 
wide and thorough in order to find empirical studies 
that looked at the influence of start-ups on the econo-
my or cross-cultural abilities and their impact on any 
start-up company. The data was collected using the 
following keywords: communication in a cross-cultur-
al environment, cross-cultural competence, start-ups 
in India, cross-cultural competencies in start-ups, and 
so on, from various electronic sources databases such 
as Scopus, Educational Resources Information Centre, 
Springer link, and EBSCO Host Research Database.

4. DISCUSSION
A. Misunderstanding in Cross-Cultural Environ-

ment
An individual’s perception, attitude, behaviour, 

and other personality traits are defined by a culture 
to a large extent. In a cross-cultural workspace, there 
might be scenarios where interactions are not always 
fruitful, leading to a negative perception of someone, 
ultimately ending in a cultural shock. Many employees 
who are new to the scenario can take it in a negative 
manner. 

B. Negative Perception of a New Culture
Such a scenario arises when an individual is not 

fully aware of the beliefs and values of a culture he/
she has recently been introduced to, which often leads 
to misunderstandings and negative perceptions. What 
acts as a catalyst here is the language barrier, which 
might further increase the negative perception. 
C. Ethnocentrism

At times, there are people who consider that their 
own culture is premiere in the entire world. Ethnocen-
trism is a type of mental pattern that is one of the main 
causes for employees’ lack of cross-cultural competen-
cy. Employees tend to underestimate any new culture 
they come across, thereby denying accepting any good 
values too. Instead, there should be a sense of Cultural 
Relativism which refers to accepting all cultures equally.
D. Diversified Habits & Etiquettes

Although in a start-up, only corporate etiquettes 
are acknowledged and acceptable, many a times em-
ployees tend to act as per the habits inculcated in them. 
This at times, tends to be a definite issue for start-ups 
when they hire a diverse pool of employees. 
E. Parochialism & Individualism

It refers to the scenario wherein employees might 
think that an organization that originates in a certain 
country and culture operates with the same scope 
and kind of operations for its international businesses 
as well. Such thoughts lead to employees being nar-
row-minded towards other cultures and treating them 
as insignificant. However, this is not the truth, as, in 
reality, such organizations tend to have a wider scope 
of responsibilities than in the domestic circuit. This 
aspect of Parochialism mostly leads to Individualism, 
where employees find it difficult to work in teams as 
their interest lies in self-gratification rather than team 
building. 

5. FINDINGS
A cross-cultural competent organization tends to 

thrive its business better. Some major benefits that an 
organization enjoys upon being cross-cultural compe-
tent are as follows:
• Ingenious Teams:

Culturally competent employees tend to be inno-
vative and creative team members. Every individual of 
the group tends to bring his or her unique ideas on the 
table. This diversity of opinions if utilized effectively 
can lead to significant changes and can drive efficient 
results. Since, in cross cultured teams all the difference 
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of opinions are very vocal and explicit, these are used 
to nurture the findings of the team in a much better 
way leading to even better implications. All these lead 
to developing positive synergy at the workplace and 
happy team to work with. Teams who are happy and 
stress free tend to be very creative and drive better 
profits. 
• Competent Workforce:

In a cross-cultural competent organization, employ-
ees are well aware of the strengths any particular indi-
vidual can draw upon and what impact can they have 
on any result. With ever-changing business demands, 
businesses must be prepared to compete on a global 
scale in order to maintain their position in front of their 
competitors. Cross cultured competent employees tend 
to be better at understanding the market needs and help 
in developing skills for their companies such as market 
positioning, new technologies etc. In a nutshell, when 
the employees are culturally competent, they tend to be 
competent at a global level also thus incrementing the 
level of communications and strategy. 
• Superior Organizational Performance:

Any organization that is cross-cultural competent, 
believes in valuing diversity at workplace and does ev-
ery possible attempt to inculcate all the ongoing cul-
tural changes. This helps in enriching the employee 
of values not just limited to them, thereby enhancing 
their skill set to compete in the global market. As a 
result, cross-culturally competent individuals imme-
diately contribute to the organization’s overall perfor-
mance and pave the path for efficient and successful 
goal achievement.
• Increased Levels of Profit

Employees that are culturally competent are always 
focused on the organization’s vision and values, and 
they are always aligned with the company’s goals. The 
constant positive approach of these employees leads to 
better success in the highly competent business world 
thereby leading to increased profits for the company. 
• The start-up Scenario

In a culturally competent organization, there is 
always high flexibility and mobility in the company 
structure, a flat hierarchy, and continuous free transfer 
of information amongst all the employees. This tends 
to be very beneficial in the long run as it helps iden-
tifying opportunities easily within the organization. 
Employees tend to have a sense of empowerment and 
are willing to put more effort to accomplish their fin-
est performance.

Apart from these, being cross-cultural competent, 
helps the organization and its employees in various 
other ways such as:

• It helps employees in accepting the views and 
perspectives of others, and thereby strengthen 
the unity within the organization.

• Different perspectives lead to different solu-
tions. So, if one solution doesn’t turn satisfacto-
ry, organizations can always turn to other ways 
of problem solving.

• It helps in developing listening skills among the 
employees and learn to interpret communica-
tions in a better and effective way. 

• At a cross-cultural competent workplace, em-
ployees tend to be empathetic, flexible, and 
adaptable. This helps in getting results in even 
the most demanding situations. 

• It helps employees recognize bias and similar 
vices at the workplace, thereby challenging un-
productive stereotyping, leading to increase in 
team morale and better performance. 

• Since, the employees tend to appreciate each 
other, there is a significant decrease in any 
sort of institutional racism and abuse which is 
probably one of the most important benefit of a 
cross-cultural competent organization. 

• Contribution of this Research Paper:
The research’s goal and contribution may be seen 

in how it identifies and characterises the many as-
pects of human resource management in start-ups, 
with a focus on globalisation and cross-cultural skills. 
This research paper provides a better understanding 
about the positive impact of cross-culturally proficient 
workforce in the sustainability and prosperity of start-
up companies.

6. CONCLUSION AND FUTURE 
RESEARCH DIRECTION

Cross cultured competences enable start ups to 
benefit from the contribution of its diverse workforce. 
As the firm adapts to the demands of its varied work-
force, behavioural and interpersonal traits such as flex-
ibility, adaptability, collaboration, and communication 
are enhanced inside the organisation. Understanding 
the elements that enable employees to perform well in 
diverse contexts is crucial because it lays the ground-
work for start-ups to enter the worldwide employment 
market and hire more talented workers. Cultural skills 
ensure that individuals not only respect and recognise 
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people from various cultures, but also collaborate ef-
fectively with them.

Start-ups upon being culturally competent can 
understand, adjust, and adapt better to foreign con-
ditions and markets. This helps them to understand 
their customers better and eventually increase their 
customer base to various diverse regions, which helps 
them directly to increase their market share at a global 
scale. Individuals who work in culturally competent 
organisations are also prepared to recognise the di-
verse demands of different people and are constantly 
eager to go outside their comfort zone to satisfy a vari-
ety of expectations.

Diversity invites with itself new ideas and new per-
spectives at a culturally competent organization. Di-
versity helps in generating of newer ideas which are 
valued and accepted by everyone. Due to the various 
possibilities and ideas supplied by different mem-
bers of a varied team, a team of multicultural persons 
working on a performance enhancement intervention, 
or just employed in maintaining present company 
strategies, will learn a great deal. They’d finally come 
up with brilliant inventive ideas and unique solutions. 
Cross-cultural competences contribute to the start-
ups by enhancing their ability to grasp information, by 
promoting employees to voice their opinions and con-
cern and even negotiate on work by raising questions, 
thereby integrating different views. 

Furthermore, culturally competent start-ups have 
been found to be more inventive, which is one of the 
most crucial criteria in gaining a competitive advan-
tage over competitors. The flow of information is con-
siderably faster, and there is a significant emphasis on 
team member relationships, which aids in the mainte-
nance of a peaceful workplace.

To sum up, it can be claimed that an organisation 
should build the cross cultural competency of its em-
ployees in order to increase the company’s worldwide 
performance and establish it as an efficient and suc-
cessful organisation. Furthermore, cultural competen-
cy equips people and organisations with the informa-
tion, potential, moral values, conscience, proficiency, 
and flexibility to bridge the gap between promoting a 
more efficient, productive, and equitable workplace.

7. FUTURE RESEARCH AGENDA:
Possible future agenda for researching about the 

topic could be by using additional methods such as 
conducting an exhaustive questionnaire to CEOs of 

various successful start-ups. Various case studies’ re-
search methodologies might be useful in uncovering 
the underlying crucial insights and further infor-
mation in the context of start-ups in India and how 
cross-cultural competences are applied in them.. 
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