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In today’s Air Force, high operations tempo at home and abroad results in routine negotiations with members of sister services, international coalitions, private organizations, host-nations and, at times, our own units.  While other renowned negotiations books such as Roger Fisher and William Ury’s Getting to Yes
 provide excellent methods to reach wise, efficient and amicable agreements, Stella Ting-Toomey and John G. Oetzel take a multidisciplinary approach to the subject.  In Managing Intercultural Conflict Effectively, Ting-Toomey and Oetzel present their unique culture-based situational conflict model.  They analyze conflicts on several different levels--the intimate (or one on one), small-group conflicts, and conflicts between managers and employees in culturally diverse organizations--with the premise that “different culture-based, individual-based and situation-based factors shape an intercultural conflict episode.”

In the beginning of Chapter 1, the authors provide practical reasons for studying culture in the context of conflict management, including that today’s managers are members of both a diverse and global work force.  Throughout the remainder of the first chapter, the authors define foundational terms (culture, traditions, beliefs, values, norms, and symbols) and outline their working assumptions.  Some of these common sense assumptions include that individual biases, personal needs and the situation itself can all affect interactions between people of different cultures.  
After building this solid foundation, Ting-Toomey and Oetzel then present their culture-based situational model (“the model”) in Chapter 2.  Too complex for an in-depth discussion here, the model boils down to this:  an individual’s personality, including his cultural values, combined with the situation and his communication style, will influence the actual and perceived outcome of any conflict.  The authors provide extremely helpful examples from specific cultures to illustrate the various components of their model.  For example, research indicates that individualistic cultures, such as U.S. European-Americans, tend to use more “self-defensive, controlling, dominating and competitive styles” in conflict management than do collectivistic cultures, such as the Chinese or Taiwanese.
  These specific applications, replete throughout the book, make it a worthwhile read.
The authors apply their model to specific conflict situations for the remainder of the book.  Chapter 3, dedicated to intercultural-intimate conflicts focuses solely on “romantic relationship pairs,”
 specifically interracial couples.  Unless the reader is personally involved in such a romantic situation, this chapter has limited direct applicability to everyday interactions with people from different cultures (or who the authors coin “culturally dissimilar others”
).
The authors broaden their scope in Chapter 4, where they focus on diverse work groups.  In this chapter, we are introduced to the Ellis & Fisher “systems model of a small group.”
   Their model posits that inputs from the group influence the group’s processes, which, in turn, influence outputs.  In the context of the systems model, Ting-Toomey and Oetzel analogize and further examine four elements of their culture-based situational model (group composition, social identity and proportional representation, situational characteristics and cultural value patterns).  To explain these four elements, the authors again refer to specific cultural examples.  After reviewing three conflict management styles (avoiding, cooperating and competing) in the context of diverse work groups, the authors, not surprisingly, conclude cooperation is the most beneficial.
  The end of the chapter includes guidelines bordering on the self-evident.  These include:  be aware of group composition, allow the group sufficient time to develop, use culture as a bridge vice weapon and seek out common goals.

Chapter 5 focuses on conflicts between managers and employees in diverse organizations.  Whether in a domestic or an international dispute, individuals from different cultures take different managerial approaches.  The approach may be impartial (I am independent from you, yet not really different), status-achievement (I am independent and above you), communal (you are my equal) or benevolent (similar to impartial).  These styles tend to clash with each other, either creating or escalating conflict.  In this chapter we learn, for example, that the management style of Native Americans tends to closely track the benevolent approach.
  Through such specific illustrations, Ting-Toomey and Oetzel help raise cultural awareness.  The chapter ends with suggested guidelines for managers and employees regarding how to relate to culturally different others.

In the final chapter, the authors introduce the tools needed to manage intercultural conflicts:  knowledge, mindfulness and conflict skills.
  In other words, to effectively negotiate with someone from another culture we must have cultural knowledge and the ability to communicate both appropriately and creatively.  We must be aware of our own predispositions as well as those of the other side.   
Overall, this book benefits the negotiations student or practitioner through its plentiful illustrations of the values, beliefs, predispositions and management styles of different cultures.  Unfortunately, these golden nuggets are buried within pages of distracting and, at times confusing, technical jargon symptomatic of the entire work.  Further, some ideas, presented as novel, appear to consist of nothing more than reiterations of the works of others (e.g., Fisher and Ury’s “reframing” language used in the final chapter) and good ol’ common sense.  Despite these shortcomings, however, Ting-Toomey and Oetzel fulfill their goal:  helping the reader, “develop a more inclusive way of looking at the multicultural world.”
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