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Multinational and Multicultural Trauma Support Services

By Rensia Melles

Rensia Melles is a work place health and wellness expert with over 20 years of
international experience. She successfully pioneered the design and introduction of
global employee support programs and provides consultation services regarding
health and wellness trends, best practices, and impact of culture on the success and
compliance of health and wellness initiatives, employee relations, and the
management of troubled employees. Rensia holds an MA in Psychology from the
University of Amsterdam, the Netherlands. She has presented and published in
Canada, the U.S., Europe, and Asia.

HR professionalsare increasingly becoming familiar with the terms trauma and PTSD as the
frequency and severity of traumatic events escalate around the globe and impact individuals,
communities, and even workplaces. How employers respond after a traumatic event occurs can
affect the psychological impact of employees, the ability forthe organizationto return to
normal levels of productivity, and the company’s long-term reputation and engagement with
employees.

The authority and decision making to fund trauma support is often based in the head office HR
departmentthat may or may not have regional HR contacts. When a global subsidiaryis
affected by a traumatic eventeitherin the workplace or inthe community, caring head office
HR staff who offer support are often surprised by the reactions and even pushback from local
contacts. This reluctance to accept support is often based on a disconnect between the offering
and the local history, society, cultural values, and cultural behaviors.

This paper providesinsightinto the nature of trauma, cultural differencesinthe experience of
trauma, and tips for effective preparation and response so that HR professionals can be more
effective in conversation withinternational colleagues and service providers. Informed
decisions will help mitigate the impact of exposure to traumatic events on productivity and
support employees toward recovery while helping to maintain business continuity.

Understanding the Experience and Impact of Trauma

According to the American Psychiatric Association’s Diagnosticand Statistical Manual (DSM-1V),
a traumatic event occurs when “a person experiences, witnesses, oris confronted with actual
or threatened death or seriousinjury, or threat to the physical integrity of oneself or others. A
traumatic event may evoke intense feelings of fear, helplessness or horror. Frequently, fora
person exposed to a traumatic event, the meaningfulness of theirworldis challenged.”
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The traumatic nature of the eventliesnotin the eventitself, butin the interpretation and
meaninggiven by the person who experiences orwitnesses the event. The path to recovery
from such events should reflect the individual, social, and cultural meanings of the victims as
they rebuildindividual identities within theirsocial and cultural context.

There isno doubt that the majority people exposedto a traumatic event will be affectedin
some manner. Research shows that, for a limited period, most people experience either short-
lived symptoms of post-traumatic stress disorderor low level symptoms that are not severe
enoughto be diagnosed as post-traumatic stress. It isimportant to rememberthat whena
potentially traumatic event takes place, not everyone will experience the eventasa trauma or
give it the same meaning.

Literature on trauma cites a broad list of common symptomsthat people exhibit. These
symptoms are slotted into the broader categories of physical, cognitive, emotional, behavioral
and spiritual symptoms. The goal of these extensive overviewsistonormalize and destigmatize
common reactions to traumatic events. It also serves to legitimize symptoms as post-traumatic
stress instead of signs of weakness or malingering. Ultimately there are no right or wrong
symptoms.

The nature of the symptomsand how they are expressed by a traumatized individual will be
affected by individual traits as well as cultural and social context. These same factors will also
affect the individual’s, community’s and workplace’s paths to recovery.

Research shows that the extentto which people become symptomaticafter exposureto a
traumatic eventfollowsfourtrajectories:

e Resistance — characterized by no or only mild symptoms. There is no evidence that this
is denial or pathological repression. Resistant people have a healthy experience of
emotionsand strong supportive relationships. This groupis estimated at five to ten
percent of people exposedtoatraumatic event.

e Resilience —characterized by short-lived moderate or severe symptoms followed by a
return to stable functioning. This group is estimated at between 50 and 80 percent of
people exposed to trauma.

e Recovery -- characterized by moderate or severe symptoms followed by a gradual
decrease of symptoms over time. This group is estimated at between 15 and 35 percent
of people exposed to trauma.

e Chronicdysfunction— characterized by moderate or severe symptoms that continue
over time. People with PTSD fall into this category. Whileitis important to acknowledge
the existence and legitimacy of PTSD, it is equally important to bear in mind that the
percentage of individuals who develop PTSDis a minority. Estimates of the number of
people who will sufferfrom chronic dysfunction range from five to 20 percent.
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e Relapse or delayed symptoms —characterized by eitheran initial recovery with a relapse
in symptomsor a delayindisplay of any symptoms. Evidence and research into this
group is inconsistent. Thisgroup is estimated between five and ten percent.

Within any organization, there will be employeeswho can be described as resistantor resilient
as wellas individuals who will either need to recoverover time or who will develop
chronic/long-term symptoms of PTSD.

Intervention and support should be offeredina way that does not interfere with individual
natural resilience. Making decisions about whenand how to support employees needs to be
guided by the needs of the employees and the potential risks factors for PTSD.

A lack of social support correlates with a higher risk of developing PTSD while having strong
social connections servesas a protective factor. Studies have cited social support as the single
most important component of resilience and recovery. For most people, the workplace isan
anchor in daily life that provides relationships, routine, stability, and time management.
Support from the workplace on individual and organizational level can play a significantrolein
helping people back to normalcy and functioning.

Trauma in a Multinational and Multicultural Context

Many factors affecthow people indifferent parts of the world experience and react to trauma
and traumatic events. These include historical, geographical, and cultural differences.

Impact of History and Geography

The experience of natural disaster, war, and other violence are more commonplace in some
parts of the world than in others. The societal response and meaning of these events will be
shaped by this history. When a traumatic event happens, headquarters HR professionals should
not make assumptions about how to respond, but instead should gather information from local
counterparts and contacts to understand the event withinlocal contextand develop best
practices given the situation.

For example, followingthe 2011 tsunamiand earthquakesin Japan, the world was sensitive to
the trauma and suffering of the Japanese people. With the suffering caused by the tsunami in
mind, some North American-based HR departments wanted to offertrauma informationand
response to local employees. Eventhough this specificearthquake and tsunami caused much
pain and suffering, Japan has a long history of earthquakes that caused severe damage and loss
of life. Inthe 20t century alone there were at least 18 earthquakesin Japan with a magnitude
of 7 or greater. Additionally, smallerearthquakes are a relatively common occurrence there.
While these events are shocking and concerning for people who have had no exposure to
earthquakes or natural disaster, people inJapan have learned ways to cope resiliently aswell as
developed community response systems to deal with the damage and to support one another.
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Trauma support offered by companies could potentially be redundantand undermine cultural
resilience and recovery.

Impact of Culture

Culture can also impact how individuals react to traumatic events, as well as impact the type of
support that should be offered and how that support should be offered. In working across
cultures and providingassistance, it is essential to understand local cultural values and to adapt
support strategies accordingly. Culture affects how an eventis given meaning, how people will
tend to cope, and how they might express theirsuffering.

For example, afterthe 2004 tsunami, many caring and concerned psychologists and volunteers
flocked to Sri Lanka to offerhelp. Choosing not to disrespect outsiders and the supposed
expertise of the western helpers, local people reluctantly participated in interventions which
generally were not effective. Local people were diagnosed using western diagnosticcriteria.
Additionallylocal societal rules were ignored. People of differing social stature and genders
were treated togetherin a room which ran against local custom and expectations. Treatments
were aimed at rebuildingindividual identities in the western style and processing the event
through verbalizingemotions, none of which fit with the local social context.

Cultureis deeply programmed withinindividuals and in times of crisis cultural identity, values
and behaviors can become polarized. Indistress, even people who have beenlivinga way from
theirculture of origin (i.e. expats and immigrants) or have adopted the cultural behaviors of
theirmultinational employerinthe workplace, will revertto theirmost core cultural
programming.

Individualistic and collective cultures. People withinindividualisticcultures tend to believe
they are able and responsible to determine theirown destiny. Personal achievements may be
pursued at the expense of group goals or the relationships with the group. For people from
individualisticcultures rebuildingidentity after trauma involves regainingan internal sense of
self-determination, independence, and mastery over the environmentand oneself. Examples of
individualisticculturesinclude the U.S., Australia, Canada and most west European countries. In
these cultures, people, may also experience asense of guiltfor not beingable to preventor
affect the traumatic event. Individualistic cultures tend to turn inward to process events and
effortsto help others are driven by both altruismand a need to re-establish a sense of control
as wellas a needto act.

In collectivisticcultures, personal identity is rooted in relationships to others, a person’srole
and status withina group, and the feedback from significant others. People from collectivist
cultures do not considerthemselves the architects of theirown destiny. Traumatic eventsare
much more likelyto be experienced asinterpersonal in nature. In many collective cultures, itis
the norm to help others first before taking time to consider the impact on oneself. Ayumi
Nishikawa of Peacemind JEAP and alocal experton trauma responsein Japan describesJapan
4
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as a stratified society, however, when a disaster happens these social differences are set aside
and everyone works togetherfor the greater good. Additionally, collectivist cultures typically
have lowerverbal and nonverbal emotional disclosure thanindividualistic cultures. Examples of
countries with more collectivist culturesinclude Latin American countries, Japan, China, Korea,
India, Morocco and Poland.

Masculine and feminine cultures. Individualsina masculine culture demonstrate a preference
for achievement, assertiveness and material rewards for success. Individualsin feminine
cultures show a preference for cooperation, caring for the weak, nurturing, quality of life, and
modesty.

Research has found that masculinity is the most important cultural dimensionto predict lower
levels of verbal and nonverbal expression of emotion, particularly the emotions of joy, anger
and sadness. Examples of countries with a higher masculinity culturesinclude:Japan, Germany,
USA, U.K., Mexico and Italy. Countries with a more feminine culture include: Sweden, the
Netherlands, Spain, Korea, Thailand, and West Africa.

Many support services are predicated on the assumption that verbalizingand emotional
disclosure are good and needed for recovery from trauma. Consider whetherthis kind of
support is a good match for the local cultural context. Commonly applied psychological support
models for trauma include Critical Incident Debriefing, Eye Movement Desensitization and
Reprocessing (EMDR) and Exposure therapy. These are based on the belief thatitisgood to
expose the individual to memories, emotions, and situations related to the eventso that they
can process them effectively. Individuals from more masculine cultures may have more
difficulty respondingto these verbal and sensory techniques.

Psychological firstaid is a much less structured response and focuses on providing basic needs,
safety, a sounding board, and compassion and specifically aims to be non-intrusive. This might
be a more suited approach.

It can be difficultto adapt communication styles and to anticipate local cultural best practice.
Awareness of culture as a relevant factor is a good starting point, acknowledgementand
mutual respect of differences help openthe way for collaboration and clarity.

Cultural values such as individualism and masculinity affect communication patterns. Many
cultures have a more indirect style of communication than North Americans, who tend to say it
likeitis and ask for what they want. In consulting with stakeholders from cultures that tend
towards indirect communication and nonconfrontation, it is important to listen for silent
pauses and choice of words. Silence does not imply agreement and statementssuch as “that is
a good ideaand...” “we greatly appreciate and...” may be a compromise between
nonconfrontation and a gentle no in cultures with an indirect communcaitons style. HR
managers should take the time to listen and ask for stakeholders to share theirideasand
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suggestions for improvementon proposed initiatives. Rushingahead can lead to frustration
later on when local response stymiesimplementation efforts.

Best Practices: Effective Support for Multinational and Multicultural Workplaces

The three most important drivers for offering support to employees who have been exposedto
a traumatic eventare:

e The needfor business continuity,
e The needfor damage control, and
e The duty (and desire) for care.

Most if not all companies have some form of business continuity planningin case of a traumatic
event. Generally, these plans assume that employeeswill be able and willingto carry out the
protocols and needed activities. Often, they fail to incorporate psychological support services
and overlook the fact that after a traumatic event people’s ability tofunction, and to do so
safely, may be impaired and that in the face of devastation personal priorities shift.

The relationshipto people in the workplace and the relationship between employerand
employee playan important rolein the life of employees. Studies on engagementin the
workplace show time and again employees want trust, respect, acknowledgment, and
recognition from their employer. They can feel abandoned and betrayed by theiremployerin
the same way they might feel in family or friend relationships. The PWC 2017 CEO survey
indicates that people skills, such as leadership and emotional intelligence, continue to be
among the top six skills needed to manage a successful organization. In the age of technology,
people and culture continue to be competitive advantages for an organization. Mismanaging
human support after a traumatic eventcan have long term impact on employee trustand
relations.

Steps for Effective Support

Clarity of purpose. Providing psychological support to employeesis oftenreactive in crisis
situations. The need for urgent response overridesthe need to define the purpose or desired
outcome for the support and heightens the chance of mismanagement. Proactively definingthe
organizational intentand objectives forimplementing psychological supportat different phases
of disaster preparation are key to decision making.

Components that shouldinform clarity of purpose and serve as a touchstone for decision
making include:

e Needfor damage control;
e Needfor businesscontinuity;
e Corporate vision of care;
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e Desired corporate reputationas an employer of choice and the need for attraction,
retention, and engagement of employees;and

e Desired corporate reputationand values regarding community, global citizenship, and
social responsibility.

Identify stakeholders. When planningfor traumatic event preparation and psychological
support, it is key to identify and involve stakeholders early in the process. Furthermore,
stakeholders should be aware of each other and of each other’s mandate. Buildinga
complementary network of providers and stakeholders with corporate oversightallows the
organizationto identify strengths and gaps in support and facilitates a continuum of care
through mutual collaboration and cross referral. Roles and protocols should be clearly outlined
Rolesand protocols should also include back-up protocols, i.e., what happensif an important
decision maker is unable to effectively perform.

Internal stakeholders can include:

e Local HR and other country contacts,
e Security department,

e Training department,

e Medical department,

e Occupational health, and

e Management representatives.

Additionally, companies should considerwhetherorganized peersupport and connectivity
withinthe workplace is feasible and could bring value to employees.

External stakeholdercan include:

e Service providerssuch as benefitproviders, Employee Assistance Provider,
occupational health security and
e Local community resources and contacts.

Ideally, trauma response is offered with an integrated network of providersand resources
workingtowards a shared mandate while integratinglocal best practice and resourcesto
ensure relevance and effectiveness of the support services.

Proactive planningincludes:

e bringingtogether and consultingwith relevant stakeholders to establish protocols
and resources that ensure the organizational purpose will be met;

e consultation with local contacts and resourcesto understand cultural best practice
and existingresources (including community resources);
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e establishingclear protocols around communication to employees, what the message
should convey, what the role of senior management is, who will be responsible for
ongoing communication updates, and how communications will take place;

e establishingguidelinesregarding who may be eligible to participate intrauma
support, (doesit make sense to include spouses and other family membersin
trauma support services?);

e establishingauthorization protocolsfor support services;

e developingtrainingforresilience buildingand stress management for all employees;

e includingresilience and crisis skillsin recruitment criteria for key business continuity
and damage containment positions;

e recurring training of key employeesforresilience and crisis management skills;

e managementtraining for effective people managementduringcrisis; and

e arranging proactive agreements with service providers.

Acute intervention. At the time of a traumatic eventresponse should be based on a thorough
needsassessmentand priority of needs on the ground. Psychological services may not be
appropriate until later intime and must always tie in with local cultural best practice and
existing systems forsupport.

A response assessmentshouldinclude:

e Needsassessmentfor:
0 Shelter, water, food;
0 Connectivity with others (i.e. telecommunications, transportation);
0 Corporate reassurance and message of support;
0 Connectionwith management; and
0 Otherunique needs,i.e.security for female employees, accessto
medication, protection from disease following traumaticevent-i.e. cholera,
radiation).
e Status of existingresources and support systems
e Determination of psychological support:
0 Istherea needforimmediate intervention (defusing)toallow key employees
to function safely and control damage or harmful fall out?
How is the eventgiving meaning withinlocal history and culture?
0 How can the organization facilitate and support local societal and community
coping mechanisms?
0 What kind of psychological support would be most appropriate and when
shouldit be offered?
0 Check status of peersupport system.

o
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0 How can the organization provide support through community and memorial
ritualsand dedications?

0 What is theripple effect fallout throughout the corporate community —i.e.
international employees worried about family back home, virtual teams with
members who have beenimpacted, workplace community needto support
(i.e.charity drive, prayer service)?

0 Checkin withservice providers for viability and logistics of service delivery.

Response. Based on the assessment, response will include:

e Taking care of practical needsfor employees,

e Establishingclear ongoing communication from the company,
e Facilitating connectivity for employees and families,

e Activating peer supports, and

e |nitiatingsupport services.

NOTE: information communicated to employeesabouttrauma, shouldinclude a recognition of
difference and respect for how each individual experiences and expresses distress.

Review. Every traumatic eventshouldinclude a retrospective review of what happened and
how the company responded so that programs can be adjustedto better meetneedsin
emergency situations. Companies should address questions such as:

e Didthe response meetcorporate purpose and vision?

e Were timelinesappropriate and were they met?

e Was managementable to deal with the crisisand provided appropriate leadership for
staff?

e What was the uptake and feedback from employees?

e What can be improved for future eventsingeneral and specificto the affected country
and culture?

Conclusion

Providing employees psychological supportaftera traumatic event helps both employeesand
organizationrecover and return to normalcy. Employee support and psychological services
needto be includedin corporate trauma response planningand needto be delivered as part of
an integrated network of resources. In order to be relevantand effective supportservices
should not interfere with natural resilience and recovery and take into account cultural, social
and historical identity of the affected employees. Collaboration with local contacts and
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resources and understandingthe meaningand reactions to a traumatic event, within local
context can guide international HR to the most effective and meaningful support.

Bibliography

Bonnano, G.A., 2004, Loss, Trauma, and Human Resilience Have We Underestimated the
Human Capacity to Thrive After Extremely Aversive Events? American Psychologist, Vol.
59, No. 1, 20-28 DOI: 10.1037/0003-066X.59.1.20

Bonnano, G.A., 2005, Resilience inthe Face of Potential Trauma, Current Directionsin
Psychological Science, American Psychological Association, Vol. 14, No. 3

Bonnanno, G.A., Galea,S., Bucciarelli, A., Vlahov, D., 2007, What Predicts Psychological
Resilience After Disaster? The Role of Demographics, Resources, and Life Stress, Journal
of Consultingand Clinical Psychology Copyright 2007 by the American Psychological
Association 2007, Vol. 75, No. 5, 671-682

Bracken, P. (2003), Trauma, Culture, Meaning & Philosophy, Whurr Publishers Ltd., ISBN 1
86156280

Epfiney, 2008, Cultural Aspects of PTSD Narrative and Healing, Part 1, Neuroanthropology,
https://neuroanthropology.net/2008/06/22/cultural-aspects-of-ptsd-part-ii-narrative-
and-healing/#more-498

Fernandez,|., Carrera P.,Sanchez, F, Paez, D., Candia L., PsicothemalSSN 0214 - 9915 CODEN
PSOTEG, 2000. Vol. 12, Supl., pp. 83-92, Differences between culturesin emotional
verbal and non-verbal reactions. http://www.psicothema.com/pdf/401.pdf

Hinton, D.E. M.D. Ph.D., Lewis-Fernandez,R. M.D., 2010, Depression and Anxiety, The Cross-
Cultural Validity Of Posttraumatic Stress Disorder: Implications For Dsm-5

Hofstede, G., 2010, Culturesand Organizations: Software of the Mind, Third Edition, 2010
McGraw-Hill Education; 3 Ed., (May 24 2010), ISBN-10: 0071664181, ISBN-13: 978-
0071664189

International Critical Incident Stress Foundation Bernard, S.D. Ph.D./ Crisis Handout, Critical
Incident Stress, http://remscouncil.org/wp-content/uploads/2013/07/CISM-Crisis-
Handout.pdf

Intveld, R. LCSW, CEAP, 2015, EAP Critical Incident Response, Operationalizing Resilience, PPT
retrieved: https://www.easna.org/wp-content/uploads/2015/05/EAP-CIR-
Operationalizing-Resilience-2015-Institute.pdf

10
Copyright©2017 by The Bureau of National Affairs, Inc.


https://neuroanthropology.net/2008/06/22/cultural-aspects-of-ptsd-part-ii-narrative-and-healing/#more-498
https://neuroanthropology.net/2008/06/22/cultural-aspects-of-ptsd-part-ii-narrative-and-healing/#more-498
http://www.psicothema.com/pdf/401.pdf
http://remscouncil.org/wp-content/uploads/2013/07/CISM-Crisis-Handout.pdf
http://remscouncil.org/wp-content/uploads/2013/07/CISM-Crisis-Handout.pdf
https://www.easna.org/wp-content/uploads/2015/05/EAP-CIR-Operationalizing-Resilience-2015-Institute.pdf
https://www.easna.org/wp-content/uploads/2015/05/EAP-CIR-Operationalizing-Resilience-2015-Institute.pdf

Marsella, A.J., 2010, Ethnocultural Aspects of PTSD: An Overview of Concepts, Issues, and
Treatments, Traumatology,16 (4)

McNally, R.J, 2003, Progress and Controversy In The Study Of Posttraumatic Stress Disorder,
Annu. Rev. Psychol. 2003. 54:229-52, doi:10.1146/annurev.psych.54.101601.145112

Morris, D.J., 2013, How Much Does Culture Matter For P.T.S.D.?, The New Yorker,
http://www.newyorker.com/tech/elements/how-much-does-culture-matter-for-p-t-s-d

Muller, R.T., Ph.D., October 2014, Culture & PTSD: Lessons from the 2004 Tsunami,
https://www.psychologytoday.com/blog/talking-about-trauma/201310/culture-ptsd-
lessons-the-2004-tsunami

Price Waterhouse Cooper, 2017, 20 years inside the mind of the CEO...What’s next?
https://www.pwc.com/gx/en/ceo-agenda/ceosurvey/2017/gx.html

Roberts, A.R., PhD, DABFE. Everly, G.S. Jr., PhD, ABPP, 2006, A Meta-Analysis of 36 Crisis
Intervention Studies, Oxford University Press,
http://btci.edina.clockss.org/cgi/reprint/6/1/10.pdf

Seligman, M., 2011 Building Resilience, Harvard Business Review

Tol WA, Barbui C, BissonJ, CohenJ, Hijazi Z, et al. (2014) World Health Organization Guidelines
for Management of Acute Stress, PTSD, and Bereavement: Key Challenges onthe Road
Ahead. PLoS Med 11(12): e1001769. doi:10.1371/journal.pmed.1001769

Watters, E., 2011, Crazy Like Us, The Globalization of the American Psyche, Free Press, ISBN-10:
1416587098, ISBN-13: 978-1416587095

World Federation for Mental Health, 2016, Dignity In Mental Health Psychological & Mental
Health First Aid For All

World Health Organization, War Trauma Foundation, World Vision International, 2011,
Psychological first aid: Guide for field workers, ISBN 978 92 4 154820 5,
http://www.who.int/mental health/publications/guide field workers/en/

Wurtz, E., 2006, Intercultural Communication on Web sites: A Cross-Cultural Analysis of Web
sites from High-Context Cultures and Low-Context Cultures, Journal of Computer-
Mediated Communication 11, 274-299,
http://onlinelibrary.wiley.com/doi/10.1111/j.1083-6101.2006.tb 00313.x/pdf

11
Copyright©2017 by The Bureau of National Affairs, Inc.


http://www.newyorker.com/tech/elements/how-much-does-culture-matter-for-p-t-s-d
https://www.psychologytoday.com/blog/talking-about-trauma/201310/culture-ptsd-lessons-the-2004-tsunami
https://www.psychologytoday.com/blog/talking-about-trauma/201310/culture-ptsd-lessons-the-2004-tsunami
https://www.pwc.com/gx/en/ceo-agenda/ceosurvey/2017/gx.html
http://btci.edina.clockss.org/cgi/reprint/6/1/10.pdf
http://www.who.int/mental_health/publications/guide_field_workers/en/
http://onlinelibrary.wiley.com/doi/10.1111/j.1083-6101.2006.tb00313.x/pdf

Bloomber
BNA

International Human Resources
Decision Support Network |

Your compass to navigate

g

your global HR needs.

Get the right answers
to pressing questions
that you and your
department face
every day.

Whether it's through your

12 custom research questions,
searching the Country Primers,
or reviewing our collection of
white papers, Bloomberg BNA

is your source for answers in
every area of HR administration.
Get the best-practice information
you need for every member of
your department.

To learn more or to start your FREE trial, contact your
Bloomberg BNA Representative, call 800.372.1033,

or visit www.bna.com/inte

© 2017 The Bureau of National Affairs, Inc.

Train and advise
with best-practice
insights from around
the globe.

Our services are designed

to give you and your staff the
support you need. Use our
webinar program for training
and earn HRCI and SHRM
credits, research best practices
in international HR and global
mobility, and see what your
peers are asking as part of
custom research.

rnationalhrdsn

Stay current with

the latest global HR
developments that
affect your organization.

Get regular email updates on
legislative developments, court
decisions, and industry trends
in the countries where your
business operates. Use Chart
Builder to compare legal
requirements across the
countries where you operate.

1116-J021966



	First: Multinational and Multicultural
	Second: Trauma Support Services
	Subhead: 
	Subhead2: 


