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Overview

Purpose

To utilize GlobeSmart as a platform for team dialogue, 

specifically:

• To increase awareness of individual business styles;

• To brainstorm inclusive team behaviors and norms in 

order to leverage the diverse potential of a team

• To build strategies for improving team effectiveness

Time Recommendation

Participant pre-work can be as quick as 15 minutes (profile 

only), or longer if additional preparation is requested..

Setup

This debrief guide is intended for a 3 hour session that can 

be delivered in both face-to-face and virtual formats.  The 

design can be flexible to accommodate teams of many 

sizes, but will work best with teams of less than 20 

participants.

You can find additional resources for using the GlobeSmart 

Profile to Improve Teamwork 

from inside the team 

comparison:
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Debrief Preparation

Creating a Team Profile

To get the most out of the session, ensure all participants 

complete the team profile prior to meeting with them.  You can 

set up the team yourself, or you can assign this task to the 

team leader.  You can find walkthrough instructions for setting 

up a team here:

https://www.iorad.com/player/1551509/Creating-a-GlobeSmart-

Profile-Team-#trysteps-1

Understanding the Dimensions of Culture

As an optional pre-work, we suggest having participants spend 

some time in the tool, acclimating themselves to the cultural 

dimensions.

Once completing their individual profile, participants can click 

on the “About My Profile” button to learn more about their 

profile results.

By clicking on the question text in blue (“How does this differ 

from…?”), users can access a video explaining each 

dimension.
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

Introduce participants to the objectives of the session, 

highlighting that the GlobeSmart Profile is a tool to help 

them understand style differences that have an impact in the 

workplace.  Our goal for the session is to better 

understanding our own style, our colleagues’ style, and 

develop ways to work together more effectively.

You may edit these objectives if you have additional ones 

you would like to add for the team.

Ask: What would make this session most valuable for you?

Flipchart or whiteboard responses and refer back to them 

throughout the session.

Transition

Before we look at our team’s profile together, let’s talk more 

generally about style differences and using the GlobeSmart 

Dimensions.
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

Ask: What are the most common challenges you 

experience in working on a global, and/or virtual team?  (If 

this is not applicable to the group, you may skip it).

Summarize with the key points on the slide.  The goal is to 

make participants feel like they are not alone in their 

challenges, and in fact many individuals at many 

organizations have a very similar experience.

Transition

These challenges force us to change our mindset when 

working with diverse colleagues, and try things that may be 

outside of our normal go-to behavior.



6

Facilitation Notes

Slide

Timing

5-10 Minutes

Key Points

This is an ad from the “Transport for London” organization.  

Can you count how many passes are made?

Play the video from: 

https://www.youtube.com/watch?v=Ahg6qcgoay4

Ask: How many passes were made?  Did you see the 

moonwalking bear?  What occurred for you?  What was the 

point of the ad?

“It’s easy to miss something you are not looking for.”

This is why working across differences can be so challenging. 

When you are so focused on one task (like counting), you can 

miss another piece of context that wasn’t in your view. 

• It’s what we don’t see or don’t even know to look for at the 

root of most cultural interactions. 

• We don’t know what’s going on outside of the frame we see.  

Context, Cultural Rules & Norms.

• Even if you do try to keep up, there is so much happening 

that our brains are not capable of processing the 

information.
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

Ask:  How do you define culture?

Summarize with quotes on the slide.  Highlight that culture is 

more than just national culture – we’ll touch on this more 

shortly.

Ask: What are some examples of cultural or style 

differences you have seen?

Transition

Let’s try to think through some of these examples a little 

more.
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

Culture can often be likened to a tree. The most visible part 

is what is on the surface, such as behavior. The less visible 

aspects of culture, the biggest and most important parts, are 

hidden below the surface (in the roots) and drives behavior. 

The invisible part is often what informs and shapes our 

perceptions of others. 

We are culturally programmed, conditioned or groomed to 

think and behave in certain ways from the time we are born. 

Most people are not aware of their own cultural 

programming, but it has a lifelong impact.

When you see these trees side by side, on the left hand 

side, you can see how culture impacts the way these people 

view each other. The more that you can leverage your 

knowledge of the unobservable parts of culture when you 

are working in a global environment, the more effectively 

you will work with your colleagues and counterparts. 
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

When talking about style or about culture, it is important to 

recognize that very few things are absolute.  How we 

behave in one setting may be different from how we behave 

in another.  So today we want to avoid making stereotypes, 

which are fixed, absolute statements that do not allow for 

more information (e.g. all employees in x office act like y).  

Instead, we’ll focus on generalizations, which are useful 

statements that allow for new information to be incorporate 

(e.g. many employees in x office act like y, but z sub-group 

is completely different).

Transition

Regardless if we come from different home cultures or not, 

we all have factors that influence our own personal style.
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Facilitation Notes

Slide

Timing

5-7 Minutes

Key Points

If you’ve looked at the country average profiles in the 

GlobeSmart tool, you may have noticed that your individual 

profile may look quite different.  That’s because we all have 

many factors that make us who we are – national culture, 

professional specialty, corporate culture, level of experience 

– all of these factors and more impact our personal style.

Ask: What would each of you say is the most influential 

factor in your personal style?  Is it one of these factors, or 

something different altogether?  (Note:  If facilitating virtually, 

allow participants to use chat or IM to share, if your platform 

allows).

Transition

So that brings us to the GlobeSmart Profile.
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Facilitation Notes

Slide

Timing

2 Minutes

Key Points

The GlobeSmart dimensions are aspect of culture that 

represent a range of work styles in a multicultural work 

environment.  In this slide we can see several countries 

compared against one another.  In addition to the personal 

and team profile you completed as pre-work, the country 

profiles represent another great resource available to you.

Transition

But what exactly are these country profiles?
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

The GlobeSmart Country Profiles are research based and 

come from three main data sets – merged data from several 

past pieces of research, GlobeSmart Profile user data from 

over 1,000,000 users, and expert anecdotal data.  The exact 

breakdown of data from each category does vary from 

culture to culture, but overall the tool is highly valid and 

reliable.

If participants are interested in learning more, they can view 

an in-depth technical report included in your resources.

Transition

So that brings us to the GlobeSmart Dimensions.



13

Facilitation Notes

Slide

Timing

3 Minutes

Key Points

Remember, the GlobeSmart Profile is an awareness-building 

tool that enables us to collaborate more effectively.  We want to 

always keep in mind three key points:

1. Dimensions are on a continuum.  By that we mean that all 

placements are relative to one another.  There is no 

absolute on any of the dimensions, rather it is many shades 

of “gray” in between.

2. There is no “right” or “wrong” style.  All profiles and styles 

have value and merit.

3. Profile results are not a predictor of success.  This is not an 

assessment tool to evaluate for “fit” - our ultimate goal is to 

be able to style switch effectively, not to change who we 

are.

Transition

Ask: How many of you were able to review the Dimension 

videos in the tool?  (Note:  If facilitating virtually, consider using 

a polling question if your platform allows).
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Facilitation Notes

Slide

Timing

5-10 Minutes

Key Points

Ask:  How do you derive your identity?

Each dimension has a central question that you’ll see along 

the top of the slide.  Pay attention to these as we discuss 

each dimension.

People with independent or individualistic work styles tend 

to take much more individual initiative.  They use individual 

decision-making styles, so the idea of brainstorming on a 

conference call, for example, is very natural and normal. 

Independent cultures also tend to reward or recognize 

people as individuals. Independent: faster to have an 

opinion; ask for quick input to make decision.

People with interdependent work styles tend to put the 

needs of the “group” first. To stand out is not seen as a 

positive thing. Harmony is emphasized

NOTE: Remember to point out this is a continuum, we have 

a work preference which falls somewhere along this arrow. It 

isn't an either/or. 
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Facilitation Notes

Slide

Timing

5-10 Minutes

Key Points

The second dimension is egalitarianism and status. 

In egalitarian cultures, people are not necessarily all equal, but 

they believe in equal opportunity.  They tend to be quite flexible 

in their roles, and it is ok to challenge the opinion of people in 

power.  In fact, it’s even expected that if you have an opinion 

different than your leader, then you would express it openly.

In more status-oriented cultures, it is much more important to 

enforce and follow guidelines.  Appropriate behavior is 

necessary for different roles.  And status and position is 

respected.

EXAMPLE: Titles and suffix are important in addressing people 

in Japan (Status) versus calling people by their first name in the 

US (egalitarian). Even if top management in the US is called by 

their first name, the difference in compensation between the top 

management and rank/title employees are much bigger than 

that of Japan. So, what appears to be “egalitarian” on the 

behavioral level does not mean equality on everything.
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Facilitation Notes

Slide

Timing

5-10 Minutes

Key Points

People with a risk-oriented style tend to focus on 

demonstrating quick results.  Flexibility and initiative are 

highly valued.  Speed in delivering is valued more than 

thoroughness.  Many organizational cultures have a 

tendency to favor risk-oriented people who are fast to 

deliver and quick to come with solutions.

People with a more restraint-oriented  or “certainty” style 

spend much more time on background research. 

Establishing proper processes and systems is very 

important.  And they take time before making a change. 

EXAMPLE:  Think of Nike's slogan: "Just do IT!"  What 

orientation does this suggest?  If a girl grows up with these 

values, she will naturally be the first to sign up when they 

are asking for volunteers at the school etc.  The opposite 

would be the French father telling his son to move his 

tongue 7 times before speaking—to think before he speaks. 



17

Facilitation Notes

Slide

Timing

5-10 Minutes

Key Points

In more direct-oriented cultures, people openly confront 

difficulties, and they believe in giving feedback in a constructive 

manner.  They expect others will be just as direct as they would 

be in expressing when they can or cannot deliver an outcome 

within a specific time frame.

Indirect cultures take care with how something is said, and they 

avoid difficulties. Personal dignity and ‘face’ are very critical.  

Because of that, if they want to discuss something that may be 

controversial, they will be much more likely to be open in a one-

to-one situation than in a large group conference call.

EXAMPLE:   In Asian cultures, the concept of face is an 

important one.  People neither want to embarrass themselves 

or others, so they will often be indirect in their answers, 

assuming that what is not said is being understood.  In more 

direct culture, attention is pointed out so that things can be 

handled and moved forward swiftly, avoiding the same 

mistake(s) in the future.  Both are rooted in good intentions, but 

a completely different way of addressing the issue.
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Facilitation Notes

Slide

Timing

5-10 Minutes

Key Points

Ask:  What is the first thing you do when you get to the office in 

the morning?

More task-oriented individuals may say “check my e-mail” or 

“start a to-do list for the day.”  More relationship-oriented 

individuals may say “I get a coffee and say hello to everyone.”

Task-oriented cultures tend to have an easier time in working in 

a virtual environment because there is less focus on really 

knowing the people that they are working with. Relationships 

with colleagues and customers develop quickly, and there is a 

focus on what you do and your achievements.

Relationship-oriented cultures feel that relationship building is 

critical to the success of getting the job done.  Therefore, there 

is a focus first on relationships, and then on what needs to be 

accomplished.  Relationships with colleagues and customers 

develop slowly over time, and there is a focus on who you are 

and who is in your network.

The dominant part of the world's population is relationship 

oriented!  (76%)



19

Facilitation Notes

Slide

Timing

3 Minutes

Key Points

When we stand centered, with equal weight on each of our 

feet - then we feel solid and comfortable. This is where we 

are most comfortable, this is also our default position (when 

we are stressed, insecure, upset, start a new project) - this 

is where we will choose the work style we most prefer. But if 

we can style switch - move our weight and footing a little to 

one side we may be able to reach our colleague in a more 

effective way, and it's easier for her to hear us. We have to 

move ourselves a bit out of our comfort zone (it can feel like 

a suit too loose on our bodies) but you will find that your 

counterpart most likely will see the gesture of moving closer 

to them as an invitation for dialogue/collaboration and will 

appreciate it and maybe even mirror your behavior. 

Transition

This is our ultimate goal – to be more flexible.  So let’s keep 

this in mind as we think about our own styles.



20

Facilitation Notes

Slide

Timing

15 Minutes

Key Points

The purpose of this activity to the think in terms of strengths 

and derailers, and then what to do about it.  If you can’t 

identify it, you can’t address it.

Activity: You can have participants take some time to 

complete this individually or with a partner on the team.  

Their overall analysis may vary depending on which you 

choose.  Ask participants to spend 5-10 minutes thinking 

about their profile, incorporating their new understanding of 

the dimensions.    You can share some examples on a 

hidden slide in your facilitation deck if participants are 

struggling to fill it out.

Transition

So how does this relate back to style-switching?  Ultimately 

be increasing our self-awareness, we can start to 

understand what changes will help us to be more effective in 

collaborating with others.
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Facilitation Notes

Slide

Timing

5 Minutes

Key Points

Share some examples of best practices in style switching for 

each of the dimensions of culture.

Ask: What else could you do to help you be more effective 

with someone having a different style?

Transition

Now that we understand the concepts and have a better 

understanding of our own style, it’s time to look at how we 

interact together as a team.
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Facilitation Notes

Slide

Timing

45 Minutes (This slide and the next together)

Key Points

Update this slide with the team profile for the group you are 

working with.  It may be helpful to have a print out available 

for participants if facilitating in person, or asking participants 

to have it open on their screen during a virtual facilitation.

Use this slide in conjunction with the questions on the 

following slide.

Transition

So, what do you all think about your team profile?  Any 

reactions so far?
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Facilitation Notes

Slide

Timing

45 Minutes (This slide and the previous together)

Key Points

Ask: Use the questions on the slide to guide the participant 

discussion.  You may want to include additional questions 

like:

• How can we leverage the similarities in our styles?

• What perspective, if any, might we be missing on our 

team?  What can we do to mitigate that?

• What is the impact of the Team Leader’s profile?

Capture key contributions video flipchart or whiteboard.  Our 

goal is to get participants to understand one another’s style 

better, and to develop strategies to work together more 

effectively.

Transition

We’ve started to come up with some great ideas, now let’s 

work on the commitments we would like to make.
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Facilitation Notes

Slide

Timing

10 Minutes

Key Points

Remember, one of our goals in using the profile is to 

strategize ways to collaborate more effectively.  We came 

up with some great actions we can take as a team when we 

were debriefing our profile.  But now, let’s think about the 

individual commitments we can make.

Take a few minutes to brainstorm at least 2 activities each 

that you can start doing, stop doing, and continue doing.  Be 

prepared to share one of your commitments before we close 

out.


