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Abstract: The European Union is challenged nowadays by a dramatic multilevel
process of integration. The Europe 2020 strategy promoting smart, sustainable and
inclusive growth is defined by a set of ambitious objectives to be reached by 2020.
On the other hand, the turbulent times of the economic crisis put even more
pressure on the integration process. The success of this complex endeavor is 
heavily depending on the dimension of the cohesion specific to each of levels of the
process. The cohesion of the European Union (EU) is stronger at macro (societal) 
level with regard to institutional, political, and economical dimensions. The cohesion
of the European Union is less strong at micro level, the level of people, of the
common individual, of the citizen. In other words, EU system has less cohesion at
the level of individual and social fabric. An interesting hypothesis about EU
enlargement is that every new “wave” of countries is a collective cultural shock for
the European citizens. In conclusion, considering the history of the European Union,
their citizens were subject to a constant flow of “cultural shocks”, following each new
EU enlargement though admission of new member states: the big lot of 10 new
countries in 2004, Romania and Bulgaria in 2007. In this respect, immigrations 
waves from new member countries have preceded their country accession, and to
various extents, have made a first impact on the host countries culture. This paper 
is discussing the issue of increasing European cohesion based on a management
approach. It describes the positioning of Romania on the European map of cultures,
in order to identify the convergence and divergence of its societal culture with
various European cultural clusters. We are arguing that: a) European organizations
have a major role to play in the process of increasing cohesion within the European
Union (EU); b) Organizational Management and leadership are paramount to their 
success and to society welfare; c) Intercultural Knowledge Management is needed
for achieving the high performance of the European organizations; d) Intercultural
teams are one of the most effective ways to reduce the current cohesion-less of EU,
both at individual and organizational level.
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1. European Union enlargement as a cultural shock
The European Union is challenged nowadays by a dramatic multilevel process of
integration. The Europe 2020 strategy promoting smart, sustainable and inclusive
growth is defined by a set of ambitious objectives to be reached by 2020. On the
other hand, the turbulent times of the economic crisis put even more pressure on
the integration process. The success of this complex endeavor is heavily depending
on the dimension of the cohesion specific to each of levels of the process.
Cohesion is the feature of a whole system which has all the component subsystems 
closely united (Larousse, 2011). It is mostly considered a result of an action,
process. It is, also, an important characteristic of the structure of the system.
Cohesion is defined, also, as “The act or process of holding together firmly as parts 
of the same mass, of adhering one to each other, and of becoming united in ideas 
or interests” (Longman Dictionary, 1995). Cohesion is multiple foundations-based,
such as categories of links between component subsystems of society/organization:
technological, social, managerial, economical, legal, political, cultural. The opposite
of cohesion is cohesion-less, in which the links between subsystems are quite weak.
However, the links should be strong enough to allow the system to exist and function
as a whole. More cohesion means a stronger link between components of the
system that is more bonding and increased stickiness.
The cohesion of the European Union (EU) is stronger at macro (societal) level with
regard to institutional, political, and economical dimensions. The cohesion of the
European Union is less strong at micro level, the level of people, of the common
individual, of the citizen. In other words, EU system has less cohesion at the level
of individual and social fabric. In this respect, there are many barriers to cohesion
due to divergence on interests, to cultural differences, and to historical factors.
Based on the nature of factors considered, there are several types of cohesion. The
one that will be discussed here will be the cultural factor, which has been longtime
considered to be a secondary factor by the politicians and administrators of the
European Union.
There are strong arguments why the process of building the European Union, in the
historical context of the 1950’s in Europe and in the world, was very pragmatic,
starting at macro-economic level. Hard systems such these are easier to build and
reap positive outcomes as compared to soft systems, such as socio-cultural system.
An interesting hypothesis about EU enlargement is that every new “wave” of
countries is a collective cultural shock for the European citizens. Fink and Holden
(2002) pointed out a similar process when Central and Eastern European countries
experienced a collective cultural shock after the collapse of the communism in their
respective countries. It took EU member states several years to understand such
phenomenon and adopt the strategy of integration into EU in order to avoid the
marginalization of these former communist countries.
In conclusion, considering the history of the European Union, their citizens were
subject to a constant flow of “cultural shocks”, following each new EU enlargement
though admission of new member states: the big lot of 10 new countries in 2004,
Romania and Bulgaria in 2007. In this respect, immigrations waves from new
member countries have preceded their country accession, and to various extents,
have made a first impact on the host countries culture.
On the other hand, we point out that economic cooperation, local government
cooperation, nongovernmental organizations cooperation also have had a
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significant impact on increasing cultural awareness of people from various 
European cultures. Whatever would be the type of institution they are acting in,
individuals doing together very different activities, aiming at various outcomes, in
various forms, represent a very important way of improving European cohesiveness 
al social and cultural level.
The GLOBE studies findings point out that there is not a single common European
culture for Europe as a whole (House et al., 2004). Also, Hofstede (2001) reached
the same conclusion. The first differentiation considers two big regions in Europe:
the first one is North Western Europe from Great Britain to Austria, and the second
one is South Eastern Europe from Spain to Georgia, through Central Europe
(Koopman et al., 1999). The next level of differentiation indicates the existence of
several European cultural clusters, grouping countries based on cultural proximity,
such as: Anglo, Eastern Europe, German Europe, Latin Europe, Nordic Europe
cluster. Diversity exists in Europe, and it will exist for some time in the future, as the
societal values level indicates.
As demonstrated by Hofstede (2001), and GLOBE studies (House et al., 2004) there
is a convergence between European clusters at values level (Annex 1). The
Romanian GLOBE score (Bibu et al., 2007) for values is the result of the Romania
GLOBE research executed by a large group of Academics under the coordination
of GLOBE representatives in 2006. The European clusters common features are:
reduced power distance actually very low, increased in group collectivism to a very 
high level, increased humane orientation to a high level, increased performance
orientation to a very high level, (exception is Romania), increased Future orientation
to a high level, increased gender egalitarianism to a medium to high level, increased
Institutional collectivism, with exception of Nordic Europe. For the other two
dimensions: Assertiveness level is decreasing remaining still in the medium range,
exception is Eastern Europe and Romania, where it is highly increasing; Uncertainty 
Avoidance where Eastern Europe and to a slighter level, Latin Europe, desire more
of it, while the rest of Europe want less of it.

2. Looking for solutions
The preferred solution by European Union Commission is summed up in the axiom
“Unity in diversity”. We consider that unity in diversity could become a major source
and factor of progress, once and if it is acknowledged by more and more Europeans 
as desirable and positive.
Europe’s most spectacular achievements are tangible: the internal market, the Euro,
the agricultural policy. These are means to achieve a more cohesive and integrated
European Union, at the structural level. However, these things touch only the minds 
of EU citizens, not their hearts. As Jacques Delors, a former President of the
European Commission, said: “You can’t fall in love with the single market. We need
to bring Europe—its values, its debates and its policies—closer to the citizen.” The
leaders of the European Union are realizing that winning the hearts of the European
citizens, as much as their minds, is of main importance. They need to address the
“soul” of the Europeans. The return to cultural and political values in Europe will
avoid confusing means and ends.
The most important way to create European ownership is intercultural dialogue
between Europeans. Recognizing Europe’s cultural diversity lies at the foundation
of the European Union Commission’s idea of intercultural dialogue. The European
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Union’s increasing diversity is considered to represent an asset, not a threat or a
problem. It is clearly stated that “the fundamental challenge of our process of
[European Union] integration is in fact how to preserve distinct cultural identities
while developing a multicultural society.” (Figel, 2006).
Our main research question is the following: How to act to increase cohesion in
Europe, at individual and organizational level?
Our main assumptions are based on a managerial approach, based on the following
assumptions:
1.European organizations, including businesses, social economy organizations,
public organizations and various hybrid forms, play a major role in the process of
increasing European cohesion at group and individual level.
2.Intercultural teams are one of the most effective ways to reduce the current
cohesion-less of EU at individual and organizational level. (Bibu, 2007).
2. Organizational Management and Leadership knowledge are paramount to their 
success and to society’s welfare
3. Intercultural Knowledge Management is needed for achieving the high
performance of the European organizations.
4. Teams are organized networks supporting the organization’s mission, goals and
strategy through creating, acquiring and transferring knowledge. There are new
kinds of intercultural forms of teams such as intercultural project teams evolving
towards becoming “project teams-based organizations“. A relevant example is 
EMES, initially a project on the emergence of social enterprises in Europe, started
in 1996 by an international group of scholars, which nowadays is formally
established as a non-profit association.
There is also a shift from traditional model of building cross-cultural teams to
improved models of building multicultural virtual teams for knowledge creation (like
the committees organizing international academic conferences). Multicultural teams
are diverse and hence their potential for creativity is higher than culturally
homogenous teams. To maximize its use through synergistic effects, team
members should be encouraged and supported to create common solutions in a
collaborative manner to achieve their task effectively and efficiently.
Intercultural Knowledge management (IKM) is the collaborative knowledge creation,
knowledge sharing and organizational learning that happen in an intercultural
organizational setting, such as an international organization, international team or
among international organizations (Holden, 2002). It involves individuals belonging to
various cultures, national cultures mainly, working collectively, face to face or virtual,
to achieve a common purpose.
Intercultural Knowledge Management principles in teams are the following:
1. Knowledge originates and resides in people’s minds.
2. Teams are well suited to extract knowledge from the minds of members,
3. Maximizing explicit knowledge could be a measure of highly performing teams.
4. The creation, sharing and transfer of intercultural know-how through participative
competence is the key to reach high performance in intercultural teams, in addition
to all the other factors specific to homogenous teams.
5. Information Technology is well placed to support this process, if well designed
and used.
6. Technology enables Intercultural Knowledge Management. When “technology” is
associated with new forms of “organization” that fit to each other and both are fine
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tuned to “people”, than that organization is in harmony and fit for performing at high
level according to the anthropocentric model of organizations, “People-
Organization-Technology”.

3. Research methodology
The paper has explored the literature and formulated the main research questions,
its assumptions from a managerial perspective, and future research directions in the
field of the role of intercultural teams in increasing European identity.
A field research using a mixed research method, quantitative and qualitative, related
to intercultural teams in European financed multicultural projects, involving actors 
from various Europeans countries represents the next step.

4. Conclusions
Our final conclusions are the following:
1. Intercultural teams using modern information technology, including IKM Portals
are one of the modern forms of work organization for knowledge creation, sharing
and using within an organization, and among different organizations
2. In order to increase their cohesion, and to contribute to the increase of European
Union cohesion, European organizations should use extensively intercultural teams,
and learn in the process to amplify the potential existing in diversity in order to
increase European unity.
3. European organizations should use modern technology and modern forms of
knowledge creation, sharing and using co-creatively, such as Knowledge
Management Support Systems, mainly Intercultural Knowledge Management Portal
(Brandas, 2003).
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APPENDIX 1

Comparison between Romania and other clusters

Societal
Variable

Romani
a

Easter
n

Europe

Latin
Europ

e

Germa
n

Europe

Nordic
Europ

e

Anglo
cultur

e

World
averag

e
As is

(Practices)

1. Power
Distance 5.63 5.25 5.21 4.95 4.54 4.97 5.17

2.
Uncertainty
Avoidance

3.66 3.57 4.18 5.12 5.19 4.42 4.16

3.
Institutional
Collectivism

3.75 4.08 4.01 4.03 4.88 4.46 4.25

4. In group
Collectivism 5.43 5.53 4.80 4.21 3.75 4.30 5.13

5. Gender
Egalitarianis

m
3.88 3.84 3.36 3.14 3.71 3.40 3.37

6.
Assertivenes

s
4.14 3.51 3.99 4.55 3.66 4.14 4.14

7. Humane
Orientation 4.09 3.84 3.71 3.55 4.17 4.20 4.09

8.
Performance
Orientation

3.51 3.71 3.94 4.41 3.92 4.37 4.10

9. Future
Orientation 3.33 3.37 3.68 4.40 4.36 4.08 3.85

Should be
(Values)

1. Power
Distance 2.78 2.84 2.57 2.51 2.55 2.86 2.75

2.
Uncertainty
Avoidance

5.39 4.93 4.36 3.46 3.76 4.09 4.62

3.
Institutional
Collectivism

4.98 4.33 4.84 4.69 4.08 4.32 4.72

4. In group
Collectivism 6.12 5.56 5.66 5.16 5.65 5.84 5.66

5. Gender
Egalitarianis

m
4.63 4.46 4.77 4.91 4.82 4.90 4.51

6.
Assertivenes

s
4.53 3.88 3.72 3.07 3.56 3.89 3.82
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7. Humane
Orientation 5.30 5.41 5.58 5.48 5.64 5.40 5.42

8.
Performance
Orientation

4.92 5.81 5.94 5.90 5.84 6.03 5.94

9. Future
Orientation 5.56 5.37 5.33 5.01 4.76 5.33 5.48
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