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MANAGEMENT OF CROSS-CULTURAL TEAMS AS A WAY OF
INCREASING THE COMPETITIVENESS OF THE ORGANIZATION

The article has been grounded that in modern companies the talent
management system is one of the most important assets that combines
databases, documents, policies, procedures, previously unexplored
knowledge and experience of individual employees. The author prove that this
approach ensures sustainable socio-economic development and forms the
competitiveness of the organization. The article emphasizes the need for a
change in management technologies to address the challenges posed by
increased intercultural interactions, emphasizing the importance of
managing multicultural teams for organizational success. Despite the
challenges, effective cross-cultural management is presented as offering
advantages for both organizations and employees. The article suggests that
companies embracing diversity and inclusion efforts can increase employee
retention rates, enhance job satisfaction, and improve performance. Cross-
cultural interaction is identified as a source of competitive advantages,
fostering creativity, innovation, global market adaptation, improved talent
access, customer understanding, flexibility, cultural competence, employee
satisfaction, motivation, and expanded business networks.

Keywords: cross-cultural management; organization; team; talent;
competitiveness; management of organization; development; innovations.

Formulation of scientific problem and its significance.
Organizations function in a complex, externally and internally
contradictory multi-ethnic and multicultural environment. The
interaction of employees representing different ethnic groups is an
essential factor in the management of the organization. In modern
companies, especially international companies, the talent management
system is one of the most important assets that combine databases,
documents, policies, procedures, previously unexplored knowledge, and
the experience of individual employees. This approach ensures
sustainable socio-economic development and forms the competitiveness
of the organization. In conditions of limited resources, the possibility of
implementing a cross-cultural management system in the organization
is its main competitive advantage.
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Entrepreneurship goes beyond national boundaries, involving more
and more people belonging to different types of national cultures. The
influence of cross-cultural factors on the nature of interactions in
organizations is constantly increasing. Traditions, values, and norms of
one people influence the culture of another people. At the root of the
causes of conflicts or the achievement of consensus are not only
production factors but also circumstances caused by ethnic differences.
The influence of cross-cultural factors especially affects the business
activity of employees. Therefore, there is a need to identify cross-cultural
issues from the standpoint of increasing the competitiveness of the
organization.

Analysis of recent research and publications. Domestic and
foreign scientists such as Geert Hofstede, Fons Trompenaars, Erin Meyer,
Richard Lewis, Shalom Schwartz, Helen Spencer-Oatey, Nataliia
Todorova, Nataliia Zenchenko, Olena Arefeva, and others. were engaged
in the study of various problems of cross-cultural management. A
significant part of these works is devoted to the influence of cultural
differences on organizational dynamics and the influence of cultural
factors on business and communication. However, despite the complexity
of research in the field of cross-cultural management, to date, there is a
rather limited number of publications that investigate the issue of
managing cross-cultural teams.

The article aims to study the characteristics of cross-cultural
teams, problems, and mechanisms of cross-cultural workforce
management to ensure the growth of the organization’s competitiveness.

Presentation of the main material. In the context of worldwide
globalization, driven by economic reasons, a new phase of business
activity is being born, which breaks down national barriers to optimize
costs and maximize profits. Contrary to predictions, globalization does
not lead to the erasure of cultural differences, but, on the contrary,
enhances national and cultural diversity in the world. Taking cultural
differences into account is key to success in today’s highly competitive
business environment.

The active development of integration processes, the development
of new markets, strategic partnerships with international corporations,
and the attraction of foreign investors and shareholders determine the
conduct of business and the construction of company strategies. In this
regard, today there are changes and transformations in the management
system, and methods of managing international companies are being
improved. Management structures and connections of companies are
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less and less mononational;, the world operates in cross-cultural
conditions, at the intersection of cultures [1].

Anintegral feature of modern organizations is cross-cultural teams
that unite representatives of different national cultures. A culturally
diverse workforce can improve team performance and, consequently, the
performance of the entire organization. However, it is the cultural
diversity of the team that often causes cross-cultural conflicts that
reduce the level of efficiency of companies. Managing culturally diverse
teams is one of the key problems of modern research in the field of cross-
cultural management, the elimination of which is intended to help reduce
the risks associated with entering the global market and operating
effectively in it.

Recruiting people from diverse cultural backgrounds offers a lot to
business. It means you have access to a much wider pool of talent than
ever before. Such recruits can offer alternative ways of thinking and
doing that can revitalize the organization, open up new opportunities, and
take business in directions you might never have contemplated. However,
while the liberalization of international markets can remove legal and
regulatory obstacles, cultural differences remain. Such differences can
show up in work practices, expectations, etiquette, values, attitudes, and,
of course, language.

According to PWC, although 75% of organizations claim that
diversity is a priority or expressed value for them, 32% of these same
businesses consider diversity a hindrance to their growth [2]. This
discrepancy is likely due to the fact that even though many companies
pursue and appreciate diversity, they don’t have the necessary
knowledge to lead diverse teams or cultivate respect for cultural
differences in the workplace. Without properly managing employees
from diverse backgrounds, conflicts will always arise, and progress will
be impeded.

Today, the practice of hiring foreign specialists and managers to
work in domestic companies is generally accepted and very widespread,
and is also one of the ways to manage talent [3; 4]. For the transition to a
new economy, it is necessary to have workers capable of producing an
intellectual product and introducing innovative technologies into the real
production sphere [5].

The following categories of employees can work in the company’s
divisions: home country or local staff, i.e. local citizens of the country
where the enterprise operates; expatriates or parent country nationals,
i.e. expats representing the company’s nationality; third-country
nationals, cosmopolitan expatriates, i.e. any other expatriates from
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countries other than where the company’'s head office is based. If the
team contains representatives of all three groups, then such a
combination is called a personnel mix [6]. They imply how members of
various cultures affect one another, behave in particular situations, and
are a part of social interaction (Fig. 1). They can be associated with a

communication process since communication is perceived as a complex
system of behaviors [7].

e.g. giving orders via direct contact

Actual behavior of e.g. teamwork Actual behavior of
a person from : : : a person from
culture A e.g. reporting via e-mail culture B

Fig. 1. Cross-cultural relationships in organization

Culture provides patterns of cognition and behaviors shared by a
group that are reflected in social interaction processes and which form
the frames for such an interaction. However, behaviors are also
contingent on, so-called, genetic predispositions as well as situational
necessities and the environmental context (e.g. organizational system).
Moreover, individuals’ behaviors are also mentally programmed by
personality (Fig. 2) [7].

Levels of mental programming:

e culture
e human nature (genetic Expectation
predispositions) Perception Intentions ACtug[
e personality Attitudes behavior
Specific conditions and

environmental context

Fig. 2. Simplified model of human behavior [7]

The presence of expatriate employees on the staff of an
organization plays a role in improving the image and increasing its
reputation in the business community, since they are carriers of a
significant store of knowledge, passing on experience accumulated
abroad and in other regions, and, consequently, information about
markets and countries, where competing companies are represented,
which means the company has new opportunities. Expats usually
constitute a «special caste» within international companies. This is a
narrow number of specialists and managers who are mobile throughout
the world and ready for relocation to any region depending on the needs
of the company. Expats, who are professionals in their field and already
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have experience working with a variety of mentalities, cultures, and local
specificities, have exceptional knowledge and skills. Such specialists are
part of cross-cultural interaction, represent great value for the company,
and are a factor in increasing its competitiveness and development, both
in individual regions and abroad.

The consequences of increased intercultural interactions will be
processes of cultural hybridization caused by the creolization of domestic
culture («absorption» of the values of other cultures) and transcultural
convergence. All this requires a change in management technologies
since modern mechanisms are becoming inadequate to the current
circumstances. Neglecting cultural differences often leads to
«insurmountable management problems, costly mistakes, and even
business failures» [8].

Managing multicultural teams comes with its own set of challenges
due to the diverse backgrounds, perspectives, and communication styles
of team members. Here are some common challenges associated with
managing multicultural teams:

1. Communication barriers: Differences in language proficiency,
accents, and communication styles can lead to misunderstandings
and hinder effective communication within the team.

2. Cultural differences: Varied cultural values, beliefs, and norms
can impact how individuals approach work, problem-solving,
decision-making, and collaboration.

3. Conflict resolution: Cultural variations in approaches to conflict
resolution may pose challenges. Some cultures may prefer direct
confrontation, while others may prefer indirect or subtle
approaches.

4. Different work standards: Expectations regarding work hours,
punctuality, and productivity can differ across cultures, leading to
potential conflicts if not properly addressed.

5. Leadership styles: Different cultural backgrounds may influence
expectations and preferences regarding leadership styles, which
can impact the effectiveness of the team leader.

6. Inclusivity and diversity: Creating an inclusive environment where
everyone feels valued and included can be challenging. Team
members may feel marginalized or left out if their cultural
perspectives are not acknowledged.

7. Time zone differences: Geographical dispersion can result in
significant time zone differences, making real-time
communication and collaboration difficult.
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8. Lack of cultural awareness: If team members and leaders lack
awareness and understanding of each other’s cultures, it can lead
to misinterpretations, stereotypes, and biased judgments.

9. Team cohesion: Building a cohesive team may be challenging
when individuals come from diverse cultural backgrounds. Efforts
are needed to foster a sense of unity and shared goals.

10. Training and development: Providing effective training and
development opportunities for multicultural teams requires
consideration of diverse learning styles and preferences.

11. Remote work challenges: With the rise of remote work, managing
multicultural teams in virtual environments adds an additional
layer of complexity, including technological challenges and
potential feelings of isolation.

Taking into account all the above, cross-cultural management
provides advantages for organizations and employees alike. Cross-
cultural management makes a company globally competitive when
attracting new talent. About 76% of job seekers and employees believe
that a diverse workforce is important when evaluating job offers. Thus,
presenting the intentional ways in which your business fosters respect
for this diversity in the workplace can set the organization apart from
other competitors. Companies that utilize diversity and inclusion efforts
can increase employee retention rates. Specifically, creating a more
inclusive work environment results in organizations being 2.6 times more
likely to engage and retain their workforce. Also, businesses’ diversity
and inclusion endeavors enhance employee job satisfaction. According to
a study by The Workforce Happiness Index in 2021, employees from
organizations that fail to prioritize inclusion and diversity scored only 63
in satisfaction, while those from organizations that do score 75 [2].
Effective cross-cultural management can motivate employees at work.
According to a recent research study, diversity and inclusion practices
positively correlate to efficient performance and high-quality work.

Cross-cultural interaction in the organization can lead to a number
of competitive advantages. Taking into account the diversity of cultures
in the team, the company can receive some benefits: 1) Creativity and
innovation: diversity in cultural perspectives can stimulate the creative
process and promote innovation. Different perspectives can lead to
innovative ideas and approaches. 2) Global Market: Companies that have
experience working with different cultures can more easily adapt their
products and services to the global market and attract customers from
different cultural groups. Improved access to talent: A work environment
that values diversity can attract and retain talented professionals from
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different countries and cultures. 3) Increased customer understanding:
This enables a better understanding of the needs and expectations of
customers from different cultures, leading to improved service and
market ownership. 4) Improved flexibility and adaptability: Companies
with a diverse workforce can be more flexible and adaptable to changes
in the business environment and market. 5) Increasing cultural
competence: Diverse teams can develop the ability to adapt to different
cultures, which is an important asset in a globalized world. 6) Increase
employee satisfaction and motivation: Creating an open and inclusive
environment can increase the satisfaction and motivation of employees
who feel valued and cared for. 7) Expanding your business network:
Interacting with different cultures can help you expand your business
network, establish partnerships, and develop international relationships.

Conclusions. Thus, effectively implementing cross-cultural
management requires making a commitment to building an inclusive
environment to encourage meaningful relationships among employees.
In addition, the more diverse the team grows and the more varied their
needs become, the approach to diversity and inclusion must shift with it.
Despite these challenges, using the principles and practices of cross-
cultural management provides an opportunity to gain a competitive edge
in today’s globalized economy while also enhancing employee retention,
motivation, and satisfaction at work. From a business point of view,
cross-cultural interaction is the key to creating additional competitive
advantages for a company. In general, cross-cultural interaction can be
a key element of successful business in the context of globalization and
diversity.

1. €BTyweHko B. A.,, Jlicennn €. B., By 3iey JliHb. [ocnigXeHHs KpPOC-KyNbTypHOro
MEHEIKMEHTY AifNbHOCTI NiANPUEMCTB HA PpUHKax EBponu. BicHuk XapkiBcbKoro
HauioHanbHoro yHiBepcutety imeHi B.H. KapasiHa. Cep. EkoHomi4Ha. 2022. Bun. 103. C. 33—
40. 2. Global Diversity, Equity & Inclusion Survey. URL:
https://www.pwc.com/gx/en/services/workforce/global-diversity-and-inclusion-

survey.html (pata 3BepHeHHsi: 12.09.2023). 3.Topopoea H. 0. Kpoc-kKynbTypHwuii
meHemxmeHT. 2008. 330 c. 4. Aped’ea O0.B. Kpoc-kKynbTypHUIA MEHEOXMEHT $K
neTepMiHaHTa GOpMyBaHHSA KOHKYPEHTOCNPOMOXHOCTI NiaNnpueMcTBa. HayKoBui BiCHUK
YroponcbKkoro HauioHanbHoro yHisepcuteTy. Cep. Mi>kHapoaHi eKOHOMIYHI BiAHOCUHYM Ta
csitoBe rocrnogapctso. 2018. Bun. 20. Y. 1. C. 19-22. 5.bycapera T.T. lNopiBHsANbHA
XapaKTepUCTUKaA KPOC-KYyNbTYpHUX 0cO6nMBOCTEN GOPMYBaHHS CUCTEM YMpPaBiHHA
3HaHHaMU THK. IHHoBauiiHa ekoHomika. 2019. Bun. 5-6. C.101-105. 6. Expatriate
(Expat): Definition, With Pros/Cons of Living Abroad. URL:
https://www.investopedia.com/terms/e/expatriate.asp (nata 3sepHeHHs: 08.09.2023).
7. Malgorzata Rozkwitalska-Welenc. Effective Cross-Cultural Relationships in
Multinational Corporations. Foreign Subsidiaries’ Viewpoint. 3rd Annual International
Conference on Business Strategy and Organizational Behaviour. 2013. P. 65-74. 8. Mary

330



BicHuk
HYBIM

Glowacka. Mastering cross-cultural management: 10 ways to enhance your skills. URL:
https://preply.com/en/blog/b2b-10-ways-cross-cultural-management-workplace/
(nata 3BepHeHHs: 10.09.2023).

REFERENCES:

1. Yevtushenko V. A., Lisenyi Ye. V., Vu Zieu Lin. Doslidzhennia kros-kulturnoho
menedzhmentu diialnosti pidpryiemstv na rynkakh Yevropy. Visnyk Kharkivskoho
natsionalnoho universytetu imeni V.N. Karazina. Ser. Ekonomichna. 2022. Vyp. 103. S. 33-
40. 2. Global Diversity, Equity & Inclusion Survey. URL:
https://www.pwc.com/gx/en/services/workforce/global-diversity-and-inclusion-
survey.html (data zvernennia: 12.09.2023). 3. Todorova N. Yu. Kros-kulturnyi
menedzhment. 2008. 330 s. 4. Arefieva 0. V. Kros-kulturnyi menedzhment yak
determinanta formuvannia konkurentospromozhnosti pidpryiemstva. Naukovyi visnyk
Uzhhorodskoho natsionalnoho universytetu. Ser. Mizhnarodni ekonomichni vidnosyny ta
svitove hospodarstvo. 2018. Vyp. 20. Ch. 1. S. 19-22. 5. Busarieva T. H. Porivnialna
kharakterystyka kros-kulturnykh osoblyvostei formuvannia system upravlinnia
znanniamy TNK. Innovatsiina ekonomika. 2019. Vyp. 5-6. S. 101-105. 6. Expatriate
(Expat): Definition, With Pros/Cons of Living Abroad. URL:
https://www.investopedia.com/terms/e/expatriate.asp (data zvernennia: 08.09.2023).
7. Malgorzata Rozkwitalska-Welenc. Effective Cross-Cultural Relationships in
Multinational Corporations. Foreign Subsidiaries’ Viewpoint. 3rd Annual International
Conference on Business Strategy and Organizational Behaviour. 2013. P. 65-74. 8. Mary
Glowacka. Mastering cross-cultural management: 10 ways to enhance your skills. URL:
https://preply.com/en/blog/b2b-10-ways-cross-cultural-management-workplace/
(data zvernennia: 10.09.2023).

U.l,epﬁaKOBaA c [1; ORCID ID: 0000-0003-0972-821X]
K.€.H., OOLEeHT

"HauioHanbHWit yHiBEPCUTET BOAHOIO rocriofapcTsa 1a npupoAoKOPUCTyBaHHS, M. PiBHe

YNMPABJIIHHA MDKKYJIbTYPHUMU KONTIEKTUBAMU AK LLNAX
NIABULLEEHHA KOHKYPEHTOCNPOMOXXHOCTI OPTAHI3ALYI

Y cyvyacHoMy opraHisauilHoMy cepefoBuMlli, siIKe XapaKTepU3YETbCS
CKNnagHuM, 6araToHauioOHaJIbBHUM Ta MYJbTUKYJIbTYPHUM CepefoBULLEM,
edeKTUBHE ynpaBfiHHA noTpebye Po3yMiHHA Ta MOCUNEHHS B3aEMOAII MiX
npauiBHUKAMM Pi3HOro eTHIYHOro NoXomKeHHA. Y cTaTTi 06rpyHTOBaHO, WO B
Cy4yacHMX KOMMaHiAX cucTeMa YynpaBJliHHA TaNaHTaMM € OAHUM i3
HaMBaXKNUBILUMX aKTUBIB, AKUN NOEAHYE 6a3n AaHUX, JOKYMEHTHU, NONITUKMY,
npoueaypu, paHiwe He Aocnip)XeHi 3HaHHA Ta AOCBIA OKpeMUX cniBpo6iTHUKIB.
ABTOPOM [0BEeAEHO, WO NOCWJIEHHS BMJIMBY MDKKYNbTYpHUX ¢aKTopiB Ha
opraHisauiiHi B3aemopii nigKkpecniwe HeobXigHiICTL BUpilleHHA npob6nem
3aNyyYyeHHs nwAen 3 Ppi3HUX HaUiOHANIbHUX KYNbTyp ANA NiABULLEHHSA
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KOHKYPEHTOCNPOMOXKHOCTi opradizauii. Y cratri HarosowyeTbca Ha
HeoOxigHOCTi 3MiHM TexHonorin ynpaBniHHA [ONA BUpilleHHA npo6nem,
noB’sA3aHMX i3 306iNblIEeHHAM MiKKYNbTYpHOiI B3aemopgii, nigKpecnowun
BaXUIMBICTb YNpPaBJliHHA MYJAbTUKYJIbTYPHUMM KOMaHAAMM AAs  ycnixy
opraHizaudii. B crartti o6rpyHToBaHO npo6neMu, WO BMHMKAKTL Nig 4ac
ynpaBniHHAM KPOC-KYJIbTYPHUMU KOJIEKTUBAMM, 30KPeMa: KOMYHiKaTUBHI
6ap’epn, KynbTypHi BigMiHHOCTI, BupilleHHA KOHO}NIKTIB, pi3Hi cTaHpapTm
pobotn Ta cTuni ninepcrtBa, iHKAW3UBHICTb, Pi3HMUA B 4acoBMX nosicax,
BiACYTHICTb KyNbTypHOi 06i3HAHOCTi, 3rypToBaHiCTb KOMaHAMW, HaB4YaHHA Ta
PO3BUTOK, a TAaKOXX NpobnemMu BigaaneHoi po6oTn. Heszpa)kaloum Ha BUKJIMKMY,
edpeKTMBHE MiXKYNbTypHe ynpaBiiHHA NMPeAcTaB/IeHO AK nepeBaru K gnA
opraHisauin, Tak i Ana npauiBHUKIB. Y CTaTTi CTBepAXKYETbCS, WO KOMMaHii, AKi
BXXVUBaKOTb 3aXOAiB LWO0A0 PiSHOMAHITHOCTI Ta iHKAK3ii, MOXYTb NiABMLLUTK
piBeHb yTPUMaHHA cniBpo6iTHMKIB, NiABMIWIMTU 3aQ0BOJIeHICTbL poboTol Ta
NiABULUMTU NPOAYKTUBHICTb. MiXKKynbTypHa B3aeMopfis BM3HAYa€ETbCA SAK
MKepeno KOHKYPEeHTHUX nepeBar, CMPUSAHHA KpeaTMBHOCTI, IHHOBaLIMN,
apanTauii oo rno6anbHOro PUHKY, MOKPALWleHHA [OCTYNy [0 TaJlaHTiB,
PO3YMiHHA KNIEHTIB, rHYYKOCTI, Ky/IbTYPHOI KOMMETEHTHOCTi, 3a40BOJIEHOCTI
npauiBHUKIB, MOTUBALIl Ta PO3LLUMPEHHS AiNOBUX MEpPeXK.

Knw4oBi cnoBa: Kpoc-KynbTYPHUIA MEHEeO)XMEeHT; opraHi3auis; KoMaHaa;
TaNaHT, KOHKYPEHTOCMPOMOXHICTb; YMPaBfiHHA OpraHi3auiel; pPO3BUTOK;
iHHOBaUiT.
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