MANAGEMENT AND ADMINISTRATIGN K
JOURNAL sy

1(62) + 2024

Agnieszka Knap-stefaniuk ORCID: 0000-0002-9201-9889 JEL Classification: F23, J8, Z19

lgnatianum University in Cracow e-mail: agnieszka.knap.stefaniuk@ignatianum.edu.pl

CHALLENGES IN CONTEMPORARY MANAGEMENT OF
MULTICULTURAL TEAMS: A COMPARATIVE ANALYSIS OF
THE FINDINGS OF INTERVIEWS WITH EUROPEAN MANAGERS

WYZWANIA WE WSPOtCZESNYM ZARZADZANIU WIELORULTUROWYMI
ZESPOtLAMI: ANALIZA POROWNAUICZA WYNIROW WyWIADOU
Z EUROPEJSKRIMI MENEDZERAMI

https://doi.org/10.34739/maj.2024.01.85

The increasing number of multinational companies has added complexity to tasks performed by multicultural teams.
While multiculturalism is common in many companies operating globally, it can impact goal achievement both positively and
negatively. However, the effective management of multicultural teams offers several benefits, such as access to employees’
unique knowledge and diverse experiences, improved communication with foreign contractors, and the possibility to intro-
duce innovative solutions. This article aims to identify the challenges in managing multicultural teams based on in-depth inte-
rviews conducted in 2024 with managers from Germany, Austria, Belgium, the Netherlands, and Greece. These challenges are
compared to those reported by managers from other European countries in the interviews conducted in 2023. The theoretical
section discusses the importance of multicultural teams in contemporary management. The empirical section presents the
results of the 2024 interviews and compares them to the 2023 findings. According to managers from Germany, Austria, Bel-
gium, the Netherlands, and Greece, the main challenges in managing multicultural teams include the substantive preparation
of managers, their level of cultural intelligence, effective communication within multicultural teams, and the continuous deve-
lopment of the knowledge and skills necessary for working in culturally diverse environments.
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Rosngaca liczba miedzynarodowych przedsiebiorstw oznacza wieksza ztozonos$¢ zadan, ktore sg realizowane przez
wielokulturowe zespoty. Cho¢ dzi$ wielokulturowos¢ jest powszechnym zjawiskiem w wielu firmach dziatajacych na globalnym
rynku, moze ona wptywaé zaréwno pozytywnie, jak i negatywnie na realizacje ich celdow. Jednak skuteczne zarzadzanie wielo-
kulturowymi zespotami przynosi szereg korzysci, takich jak dostep do unikalnej wiedzy pracownikéw i ich zréznicowanych
doswiadczen, sprawna komunikacja z zagranicznymi kontrahentami czy mozliwo$¢ wprowadzania nowych, oryginalnych roz-
wigzan. Celem artykutu jest wskazanie wyzwan w zarzadzaniu wielokulturowymi zespotami w oparciu o indywidualne wywiady
pogtebione z menedzerami z Niemiec, Austrii, Belgii, Holandii i Grecji, ktore zostaty przeprowadzone w roku 2024 i poréwnanie
ich do wyzwan wymienionych przez menedzeréw z innych krajéw europejskich w wywiadach z roku 2023. W czesci teoretycz-
nej artykutu przedstawiono znaczenie wielokulturowych zespotéw we wspétczesnym zarzadzaniu. W czesci badawczej zapre-
zentowano wyniki wywiaddw przeprowadzonych z menedzerami w roku 2024 i poréwnano je z wynikami wywiaddw z mene-
dzerami z innych krajéw europejskich z roku 2023. Zdaniem menedzerdw z Niemiec, Austrii, Belgii, Holandii i Grecji wspotcze-
sne wyzwania w zarzadzaniu wielokulturowymi zespotami to: przygotowanie merytoryczne menedzeréw do zarzadzania
wielokulturowymi zespotami, poziom inteligencji kulturowej menedzeréw, komunikacja w wielokulturowych zespotach i ciggty
rozwdj wiedzy i umiejetnosci niezbednych do pracy w sSrodowisku réznic kulturowych.

wielokulturowos¢, wielokulturowe zespoty, réznice kulturowe, menedzerowie, pracownicy
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Introduction

Multiculturalism has long been a challenge in human resource management, as the co-existence of diverse
cultures in a workplace significantly impacts team dynamics, employee cooperation, communication, conflict
resolution, and dealing with difficult situations. While multicultural teams often lead to greater creativity and
innovation, increased flexibility in decision-making, as well as higher efficiency and effectiveness in the global
market, they also pose challenges such as communication problems, language barriers, lack of trust, and
misunderstandings or conflicts arising from cultural differences.

Hence, modern managers must navigate numerous challenges related to working in a multicultural
environment, integrating culturally diverse employees, and managing multicultural teams effectively. The
successful creation and functioning of such teams largely depend on managers’ knowledge and experience,
willingness to learn about different cultures, and their ability to identify both differences and similarities in
work styles, task and goal accomplishment, and problem-solving approaches among employees from diverse
cultural backgrounds.

The article aims to identify the challenges to managing multicultural teams within contemporary orga-
nizations based on the opinions and experiences of managers from five European countries — Germany,
Austria, the Netherlands, Belgium, and Greece — who were interviewed in 2024 and to compare them to the
results from 2023 interviews with managers from the Czech Republic, Portugal, France, Spain, Italy, and Po-
land, as discussed in the article “Opinions of European Managers on the Challenges of Team Management in
Multicultural Work Environments” (Knap-Stefaniuk, 2023). All the respondents, i.e., the managers intervie-
wed in 2024 and in 2023, have extensive experience managing multicultural teams. To achieve the article’s
aim, the following research questions were formulated:

1. What are the most significant challenges in managing multicultural teams (in a multicultural work
environment) according to European managers (executives from Germany, Austria, Belgium, the
Netherlands, and Greece)?

2. Do the challenges in managing multicultural teams identified as the most important by the manag-
ers from Germany, Austria, Belgium, the Netherlands, and Greece in the interviews conducted in
2024 differ from the challenges identified as the most significant by the managers from the Czech
Republic, Portugal, France, Spain, Italy, and Poland in the 2023 interviews?

Literature review - multicultural teams and their importance for contemporary organizations

The area of management of multicultural teams is highly relevant today. With the increasing number of global
companies employing people from different cultures, managers face numerous challenges in integrating and
ensuring the smooth operation of culturally diverse groups, achieving set targets, and responding quickly to
environmental changes.

Based on the criterion of cultural diversity, teams can be categorised as culturally homogeneous or
multicultural. Multicultural teams can further be divided into three types: token teams, where only one mem-
ber comes from a different culture, bicultural teams, consisting of members from two different cultures, and
multicultural teams, composed of representatives from at least three different cultures (Adler, Gundersen,
2007).

Researchers have long been interested in multicultural teams. In numerous studies, they have analysed
their strengths, weaknesses, the challenges of managing them, and the benefits these teams bring to com-
panies, including enhanced creativity, innovation, competitiveness, organizational commitment, faster pro-
blem-solving, and more effective decision-making (Ali et al., 2019; Backmann et al., 2020; Ely, Thomas, 2001;
Han, Beyerlein, 2016; Jang, 2017; Jones et al., 2020; Neukam, 2017; Stahl et al., 2010a; Schoonhoven et al.,
2005; Stahl, Maznevski, 2021; Yasmeen et al., 2020).
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Following the widespread internationalization of business, large global companies have emerged and
their workforces have grown increasingly multicultural. The ability to understand and navigate different cul-
tures have become key to international management and business success (Cox, 2001; Allen et al., 2004).

In today’s increasingly heterogeneous work environments, there is a growing need for companies to
incorporate cultural diversity into their workforce (Gongalves et al., 2020). Consequently, multicultural teams
are frequently used as a key collaboration method to boost productivity (Choi et al., 2018; Ratasuk, Charoen-
sukmongkol, 2020) and achieve organizational goals (Hoever et al., 2012).

Cultural diversity in teams fosters the development and implementation of new solutions, leveraging
the creativity and innovation of employees. In multicultural teams, different cultures intersect, providing
a broader range of alternatives and ways to analyse problems (Adler, Gundersen, 2007). The diverse
knowledge and experience of team members promote non-standard thinking, increase flexibility, and im-
prove decision-making accuracy.

Multicultural teams contribute not only diverse knowledge and experiences to a company but also
invaluable skills. For many employees, cross-cultural interactions offer them opportunities to learn about
other cultures, different work styles, and new values; as well as to gain new experiences.

Multicultural teams are notably adept at adapting quickly. In an environment of constant change or
emerging challenges, diverse perspectives can accelerate the adaptation process, which is crucial in today’s
fast-paced world. Understanding and appreciating cultural differences enable companies to better identify
and meet the needs and expectations of global customers, and, consequently, offer products and services
tailored to their unique preferences.

Additionally, companies that promote cultural diversity attract talented employees from around the
world, benefiting from their uniqgue competencies, knowledge of various markets, and international expe-
rience. A multicultural working environment is also increasingly appealing to professionals seeking to develop
their skills and experience within a broader global context. “With global tensions around immigration, refu-
gees, prejudice, and pandemics at new heights, research on multicultural teams has never been more impor-
tant. At the same time, the potential benefits from multicultural teams, such as innovation, improved deci-
sion-making, and engagement in distributed working relationships, have never been more needed” (Stahl,
Maznevski, 2020, p. 18-19).

It is widely acknowledged that culturally diverse teams, or multicultural teams, are a key source of
organizational success and performance (Ho et al., 2017). Building effective multicultural teams requires ful-
filling several important conditions, such as the careful selection of team members (who should be highly
competent, knowledgeable, and experienced), effective recognition and understanding of cultural differen-
ces (team members must be aware of cultural differences from the very beginning and treat them with un-
derstanding), establishing and following a common vision of work (a team should agree on shared values and
goals), treating all team members equally, and providing regular feedback to all employees. It is vital that
members of multicultural teams should feel respected, appreciated, and understood (Stabon, 2019, p. 46).

The increasing complexity of cultural diversity in contemporary organizations has necessitated a new
approach to managing multicultural teams. Employees from different cultures seek such management styles
that include them in the process of sharing knowledge and experiences and offer opportunities to develop
their competencies in international work environments. Therefore, managers play a crucial role in developing
and implementing new solutions necessary for the successful management of multicultural teams.

A key element of integration in a multicultural work environment is respect and openness to differen-
ces, along with active efforts undertaken by managers to understand and enrich their teams through cultural
diversity.
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Research methodology

The study described in the article, i.e., the interviews with the managers from Germany, Austria, Belgium,
the Netherlands, and Greece, was conducted in 2024 using the snowball sampling method. This nonprobabi-
lity sampling technique is often employed in studies involving social groups that are challenging for resear-
chers to access. In the case of this study, the difficulty lay in finding managers of various nationalities who
met specific criteria.

In its most basic form, snowball sampling consists in asking each interviewee to recommend other
people who could be asked to participate in the study. This process gradually builds up the sample (Sek, 2015,
p. 60). The main advantage of this method is that it facilitates finding individuals who meet certain require-
ments when their complete list is unavailable or when it is challenging for a researcher to access them
(Szreder, 2004). In the study described in this article, at the end of each interview, respondents (i.e., mana-
gers from five European countries) were asked to recommend another person who also met the selection
criteria and could be interviewed.

The interviews were based on an individual in-depth interview technique. According to Boyce and
Neale (2006), in-depth interviewing is a qualitative method that involves intensive one-on-one interviews
with a small group of respondents to explore their personal viewpoints, feelings, and perspectives on specific
solutions, programmes, or situations (Minsky, 2017, p. 37). As noted by Michael Quinn Patton (2002), the
main advantage of qualitative interviews is that they allow researchers to explore the unobservable and to
gain access to respondents’ perspective, who — thanks to open-ended questions — construct data in their own
words (Gajda, 2019, p. 133).

For this study, the author used the same interview protocol she had developed for interviews conduc-
ted in 2023 with managers from the Czech Republic, Portugal, France, Spain, Italy, and Poland.

The in-depth interview scenario offers respondents greater flexibility, serving as both a guide for the
interviewer and a framework within which respondents can express their views freely. This approach avoids
pre-categorised answers and scales, enabling respondents to answer using their own words. The interviewer
can adapt the order and pace of asking questions based on a respondent’s engagement and communication
style and has the option to ask follow-up questions when needed (Minski, 2017, p. 39). This flexibility provi-
des the researcher with some latitude in conducting the study (Nicirska, 2000, p. 41).

The interviews with the managers from Germany, Austria, Belgium, the Netherlands, and Greece (con-
ducted in 2024) lasted between 40 and 45 minutes and were held online via Zoom. All participants were
informed about the aim of the study, the interview process, and data confidentiality. With respondents’ con-
sent, the interviews were recorded, and the author also took notes during the sessions. These interviews
were conducted in English.

The interviews conducted in 2023 with managers from the Czech Republic, Portugal, France, Spain,
Italy, and Poland lasted between 35 and 45 minutes. They were not recorded, but the author took notes.
Interviews with Polish managers were conducted in Polish, while those with managers from other countries
were conducted in English.

The empirical data collected in both the 2023 and 2024 interviews were subjected to qualitative ana-
lysis and, where applicable, quantitative analysis.

Managing multicultural teams - research findings

The interviews described in this article were conducted between January and April 2024. A total of 25 indivi-
dual in-depth interviews were held with managers from five European countries: Germany, Austria, Belgium,
the Netherlands, and Greece, with five interviews from each country. This was the first time the author con-
ducted interviews with managers from Germany, Austria, Belgium, and the Netherlands.

46



Agnieszka Knap-Stefaniuk:
| CHALLENGES IN CONTEMPORARY MANAGEMENT OF MULTICULTURAL TEAMS: A COMPARATIVE ANALYSIS OF THE FINDINGS OF INTERVIEWIS...

At the time, the author also attempted to arrange interviews with managers from Croatia to include
them in the study. Unfortunately, due to time and organizational constraints, these interviews could not be
completed.

The author references interviews conducted in 2023 with managers from six other European countries:
the Czech Republic, Portugal, France, Spain, Italy, and Poland. This involved five individual in-depth interviews
with managers from each of these countries, totalling 30 interviews. The results of these 2023 interviews are
compared with those of the 2024 interviews with managers from Germany, Austria, Belgium, the Nether-
lands, and Greece.

All interviews conducted in 2023 and 2024 involved managers from different European countries who
work in multinational companies, have a minimum of three years of experience in a managerial position, and
manage multicultural teams with employees from at least three different cultures or countries.

Table 1 shows the characteristics of the managers who participated in the interviews conducted be-
tween May and August 2023. Table 2 presents the characteristics of the managers who participated in the
interviews conducted between January and April 2024.

Table 1. Characteristics of managers who participated in the 2023 study

Criterion R(S;Z)zi)r;ic Portugal France Spain Italy Poland
Age 36-51 38-44 38-50 35-46 37-45 34-53
Female 1 1 2 2 1 2
Male 4 4 3 3 4 3
Number of years in a managerial position 4-13 5-10 4-11 4-11 5-11 4-15
Number of nationalities (cultures) in a team 3 5 4 4 4 3

managed by the manager

Source: own study based on the interviews with the European managers (in:) A. Knap-Stefaniuk, (2023), Opinions of European managers on
the challenges of team management in multicultural work environments, Zeszyty Naukowe Uniwersytetu Przyrodniczo-Humanistycznego
w Siedlcach, Series: Administracja i Zarzadzanie 134(61), p. 9.

Table 2. Characteristics of managers who participated in the 2024 study

Criterion Germany Austria Belgium Netherlands Greece
Age 42-50 40-44 39-47 39-45 38-47
Female 2 2 1 1 1
Male 3 3 4 4 4
Number of years in a managerial position 4-11 6-9 5-10 5-9 4-10

Number of nationalities (cultures) in a team

managed by the manager 4 4 4 4 3

Source: own study based on the interviews with the European managers from Germany, Austria, Belgium, Netherlands, and Greece (2023-2024).

The aim of the interviews conducted in 2023 and 2024 with managers from 11 European countries was
to obtain information regarding their knowledge and experiences in the area of multiculturalism in the
workplace and the management of multicultural teams. Specifically, the interviews sought to identify the
challenges that managers face in contemporary multicultural team management.

Managers’ responses to the questions regarding the challenges of managing multicultural teams
from the 2024 interviews are presented in Table 3. For comparison, Table 4 presents the responses to que-
stions regarding challenges in managing multicultural teams obtained from managers during the interviews
conducted in 2023.
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Table 3. Challenges in managing multicultural teams in the 2024 study

Challenges Germany Austria Belgium Netherlands Greece

Managers’ factual knowledge on and preparation

to manage teams in multicultural environments > > > > >
Managers’ level of cultural intelligence 5 5 5 5 5
Communication 5 5 5 5 5
Recruitment and selection 4 4 4 4 4
Remuneration 4 4 4 4 3
Employee motivation 4 4 4 4 4
Training and development 4 4 4 4 3
Performance appraisal (individual and team) 4 4 4 4 3
Conflict resolution 4 4 5 5 3
Competence management 4 4 4 4 4
Talent management 4 4 4 4 3
Change management 4 4 4 4 4
Time management 4 4 4 4 4
Stress management 4 4 4 4 4

Continuous development of knowledge and skills
necessary to work in an environment of cultural 5 5 5 5 5
differences

Source: own study based on the interviews with the European managers from Germany, Austria, Belgium, Netherlands, and Greece (2023-2024).

Table 4. Challenges in managing multicultural teams in the 2023 study

Czech

Chall
aflenges Republic

Portugal France Spain Italy Poland

Managers’ factual knowledge on and
preparation to manage teams in mul- 5 5 5 5 5 5
ticultural environments

Managers’ level of cultural intelligence 5 5 5 5 5 5
Communication 5 5 5 5 5 5
Recruitment and selection 4 3 4 4 3 3
Remuneration 4 4 4 4 4 4
Employee motivation 5 5 5 5 5 5
Training and development 4 4 4 4 4 4
(ndvidus and o) s o s s s
Conflict resolution 4 5 5 5 4 4
Competence management 4 4 4 4 4 4
Talent management 4 4 4 4 4 4
Change management 4 4 5 5 4 5

Source: own study based on the interviews with the European managers (in:) A. Knap-Stefaniuk, (2023), Opinions of European managers on
the challenges of team management in multicultural work environments, Zeszyty Naukowe Uniwersytetu Przyrodniczo-Humanistycznego
w Siedlcach, Series: Administracja i Zarzagdzanie 134(61), p. 9.
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Based on the 2024 interviews with managers from Germany, Austria, Belgium, the Netherlands, and
Greece, the author concludes that these managers understand the concept of multiculturalism and possess
knowledge (which, in their opinion, is insufficient) of and experience in managing multicultural teams. Simi-
larly, the 2023 interviews with managers from the Czech Republic, Portugal, France, Spain, Italy, and Poland
confirmed that managers from these countries also have significant knowledge and experience regarding
multiculturalism and managing multicultural teams.

The challenges identified by the managers in the 2024 interviews (from Germany, Austria, Belgium,
the Netherlands, and Greece) align with those identified in the 2023 interviews (from Czech Republic, Portu-
gal, France, Spain, Italy, and Poland). These challenges include: the substantive preparation of managers to
manage multicultural teams, managers’ level of cultural intelligence, communication, recruitment and selec-
tion, remuneration, employee motivation, development and training, performance appraisals, conflict resolu-
tion, competence management, talent management, and change management. Additionally, in the 2024 inte-
rviews, managers also mentioned time management, stress management, and the continuous development of
the knowledge and skills needed to work in an environment of cultural differences (see Tables 3 and 4).

The information obtained from the managers during the interviews carried out in 2024, made it possi-
ble to answer the research questions:

1. What are the most significant challenges in managing multicultural teams (in a multicultural work en-
vironment) according to European managers (executives from Germany, Austria, Belgium, the Nether-
lands, and Greece)?

In the opinion of the managers from Germany, Austria, Belgium, the Netherlands, and Greece, the
most significant challenges in managing multicultural teams are: the substantive preparation of managers to
manage teams in a multicultural environment (5 responses from managers from each country), managers’
level of cultural intelligence (5 responses from managers from each country), communication (5 responses
from managers from each country), and the continuous development of knowledge and skills necessary to
work in an environment of cultural differences (5 responses from managers from each country).

In the interviews, the managers emphasised that while they possess some knowledge and experience
in managing multicultural teams, they consider the same insufficient. They observed that their substantive
preparation for managing culturally diverse employees often results from their own efforts to seek out ne-
cessary information. Managers highlighted that their companies do not regularly provide updated training or
coaching, making the ongoing development of knowledge and skills a critical challenge.

2. Do the challenges in managing multicultural teams identified as the most important by the managers
from Germany, Austria, Belgium, the Netherlands, and Greece in interviews conducted in 2024 differ
from the challenges identified as the most significant by the managers from the Czech Republic, Portu-
gal, France, Spain, Italy, and Poland in the 2023 interviews?

The challenges in managing multicultural teams identified by managers from Germany, Austria, Bel-
gium, the Netherlands, and Greece in 2024 do not substantially differ from those identified by managers
from the Czech Republic, Portugal, France, Spain, Italy, and Poland in 2023.

In the interviews conducted in 2023, the respondents also mentioned the following as the most signi-
ficant challenges: the substantive preparation of managers to manage teams in a multicultural environment,
managers’ level of cultural intelligence, communication, and motivating employees (5 responses from mana-
gers from each country). In 2024, managers additionally listed the continuous development of the skills ne-
cessary to work in culturally diverse environments (5 responses from managers from each country).

Comparing the results of the 2024 interviews with those from 2023, it is evident that the challenges
remain consistent. Both sets of interviews underscore the need for organizational support for managers,
including substantive preparation, knowledge, skills, and continuous development — elements essential for
the efficient and effective management of multicultural teams.
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The cultural diversity of the workforce holds great potential for building open and creative teams
whose members respect the perspectives, knowledge, and experiences of their colleagues. However, it also
poses risks of conflicts and difficult situations due to differing values and attitudes. In the author’s opinion,
the literature review and the results of the interviews she has conducted provide a deeper understanding of
the challenges identified by the respondents, offering valuable insights into the factors that impact the effi-
cient and effective management of multicultural teams.

Discussion

Many researchers worldwide, spanning various disciplines and perspectives, have been analysing and study-
ing multicultural issues for years (e.g., Arciszewska, 2023; Johansson, 2022; Knap-Stefaniuk, Karna, 2019;
Kwiatkowska, 2019; Mahfud et al., 2018; Modood, 2021; Rozkwitalska, 2013; Sliz, Szczepanski, 2020; Villotti
et al., 2019; Zane, 2023). Studies in this area address cultural differences and the functioning of multicultural
teams as well as the challenges associated with managing them (e.g., Backmann et al., 2020; Bouncken et al.,
2016; Cheng et al., 2012; Glinkowska, 2016; Guzman-Rodriguez et al., 2023; Karna, Knap-Stefaniuk, 2019;
Kopertynska, 2018; Kowalczyk, 2015; Stahl et al., 2010; Wang et al., 2019).

For instance, in the study conducted by Kopertynska (2018, p. 21), managers indicated that managing
a multicultural team requires an extensive understanding of different cultures. Kopertyriska’s interviews
revealed that while cultural differences are not insurmountable barriers, they do necessitate significant effort
on the part of managers and their appropriate development. Similarly, in the studies conducted by the author
of this article, managers from 11 European countries identified the substantive preparation of managers to
manage teams under multicultural conditions as a significant challenge. This aligns with the broader consen-
sus in the literature that effective multicultural team management hinges on managers’ cultural competence
and continuous development.

Challenges related to communication in multicultural teams, identified by managers in the interviews
conducted by the author in 2023 and 2024, have also been found in studies by other researchers (e.g., Ko-
pertynska, 2018; Szpilko, Szydto, Samuel, 2022; Sogancilar, Ors, 2018). For example, in Velten and Lashley’s
(2018) study, nearly all interviewees reported that communication problems and conflicts arise particularly
when cultural differences between team members are too huge, especially regarding employees’ character,
values, attitudes, and mentality (Velten, Lashley, 2018, p. 109).

Researchers have also examined managers’ understanding of culture and cultural diversity. Studies
in this area have revealed that HR professionals often fail to implement processes that equip managers with
tools allowing them to handle multiculturalism effectively. Additionally, managers often lack opportunities
to develop the skills and experience necessary to integrate corporate policies and procedures with cultural
diversity (Baporikar, 2020).

Areiqat, Hamdan, Zamil, and Aldabbagh (2020) concluded that managers need the kind of managerial
knowledge that will allow them to operate effectively in culturally diverse environments, as multiculturalism
remains a critical issue for contemporary organizations. In their opinion, managers should be well-prepared
and motivated to educate themselves and their employees about cultural differences and appropriate re-
sponses in various situations (Areigat et al., 2020). Similarly, Celikdemir and Katrinli (2020) investigated
effective management practices concerning cultural diversity in the workplace and concluded that both em-
ployees and managers should enhance their skills in managing cultural diversity (Celikdemir, Katrinli, 2020).

Extensive research has delved into cross-cultural competences and cultural intelligence (CQ) (Bird et
al., 2010; Szkudlarek et al., 2020; Thomas et al., 2015), as well as the knowledge, skills, and abilities essential
for effective interactions with people from diverse cultures. In the interviews conducted by the author, the
respondents (European managers) also identified the managers’ level of cultural intelligence and the need
to develop this competence as significant challenges in managing multicultural teams.
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Common challenges highlighted in numerous studies include a lack of knowledge about multicultu-
ralism (cultural diversity), communication problems, low levels of skills necessary for effective work in a cul-
turally diverse environment (such as cultural intelligence), and the absence or insufficiency of formal policies
for managing cultural diversity within organizations.

Limitations and research perspectives

The study has several limitations that must be acknowledged. The qualitative study, consisting of individual
in-depth interviews, was conducted on a small sample size and does not provide any basis for broad genera-
lisations. This method is time-consuming and requires careful participant selection. The use of snowball sam-
pling technique restricted the potential to reach a wider range of interviewees. Moreover, in this type of
study, managing a large volume of verbal data poses a significant challenge for researchers, necessitating an
effective strategy for information selection to avoid data overload.

In the author’s opinion, future studies should continue to explore the challenges embedded in mana-
ging multicultural teams in other European countries. Also, because understanding and addressing multicul-
turalism, along with identifying cultural differences and similarities, is crucial in multinational companies,
future studies could focus on analysing and evaluating these areas from the perspectives of both managers
and employees.

Future empirical studies should also consider the role of demographic variables such as age, gender,
and socio-economic status in supporting multiculturalism and cultural integration. Additionally, examining
how these factors affect the attitudes of managers and employees in the workplace could provide valuable
insights.

Conclusions and practical implications

The functioning and cooperation of multicultural teams is a complex phenomenon, which is influenced by
numerous factors that modern managers must understand. The expansion of multinational companies has
led to an increase in the formation of multicultural teams, composed of members from diverse cultures and
nationalities. These cultural differences significantly impact team performance and results, particularly in
areas such as communication, working styles, employees’ needs and expectations, motivation and commit-
ment, problem-solving approaches, and decision-making processes.

Cultural differences within a team entail both opportunities and threats. Therefore, managers of
multicultural teams need to be fully aware of cultural differences in order to better understand and motivate
their team members, facilitate effective collaboration, achieve organizational goals, and skilfully address cul-
turally sensitive situations when disagreements arise.

A lack of awareness of the importance and relevance of multiculturalism among managers can result
in conflicts, decreased employee motivation, and diminished team morale. While numerous recommenda-
tions have been developed by researchers, there is no one-size-fits-all approach to managing multicultural
teams effectively. Success in this area often depends on a specific manager and their team.

When a manager values multiculturalism and fosters an environment where employees respect and
understand diverse cultural backgrounds, the team is more likely to appreciate varying perspectives, expe-
riences, and communication styles. This collective appreciation helps overcome challenges and promotes
collaboration.

In today’s world, managers are expected to possess competencies that allow them to adapt swiftly
in culturally diverse work environments. They need to be flexible in employing different management styles
and effective in communication within a multicultural setting. Additionally, they should be eager to gain
knowledge and experiences that enhance their ability to operate efficiently in the global marketplace. Mul-
ticultural teams bring diverse perspectives, experiences, and problem-solving approaches, which can lead to
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innovative ideas and solutions. The benefits of embracing multiculturalism and workforce diversity are sub-
stantial and positively impact employees, teams, and organizations as a whole.

The interviews conducted by the author in 2024, along with those from 2023, have provided key
insights into the challenges linked to managing multicultural teams. According to the 2024 interviews with
managers from Germany, Austria, Belgium, the Netherlands, and Greece, the primary challenges include: the
substantive preparation required for managing multicultural teams, the level of cultural intelligence among
managers, and effective communication within these teams. The same challenges were listed by managers
from the Czech Republic, Portugal, France, Spain, Italy, and Poland in the 2023 interviews.

The findings highlight the need for companies to enhance their efforts in planning and providing
targeted programmes, training, and coaching for managers. These initiatives should focus on providing sub-
stantive support in managing culturally diverse teams, developing cultural intelligence, and improving inter-
cultural communication. HR professionals must understand the specifics of these programmes and tailor
them to address managers’ knowledge, experience, needs, and expectations.

Managing a culturally diverse workforce is a significant challenge for any manager. Without adequate
knowledge, experience, and, crucially, organizational support, setting and achieving common goals within
multicultural teams can be difficult. Building a positive atmosphere of mutual understanding and cooperation
as well as fostering respect and tolerance in a diverse work environment requires intentional effort.

Multicultural teams are inherently prone to unique challenges and potential conflicts. Therefore,
their managers need to be well-prepared to handle these complexities. Essential qualities such as openness,
approachability, consideration, tolerance, and flexibility are crucial for preventing conflicts and creating
a work environment where multiculturalism becomes a source of employee satisfaction, new knowledge,
enriching experiences, and effective performance. By embracing these attributes, managers can turn cultural
diversity into a powerful asset for achieving company goals and supporting personal development.
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