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ABSTRACT: 

The multicultural project team has become a strategic concern in an organization that 
aims at capitalizing on the multi-faceted viewpoints to drive innovations in a world that 
is ever more globalizing. These teams, however, have a strong performance conditioned 
by their capability to cope with the difficulties of communication across the borders of 
various cultures as one of their strong points and at the same time a serious challenge. 
The research seeks to fill the gap in existing literature by combining the sources that 
research the strong connections between communication, team performance, trust and 
management strategies. A systematic literature review (SLR) study was conducted in this 
study as there were five steps offered by Denyer and Tranfield (2009). In the Scopus, 
Web of Science, and EBSCO databases, a strict search and screening procedure was per-
formed to identify 27 core studies used in the thematic analysis that were published 
between 2015 and 2025. Three major findings were made in the analysis. To begin with, 
multicultural teams require various mechanisms, such as adaptation to various ver-
bal/nonverbal styles, a carefully selected communication media in virtual communica-
tion, and cultural intelligence (CQ) as an adaptability process, which is effective commu-
nication. Second, communication influences performance in a dual profound manner: 
proper communication is known to improve creativity and cohesion, whereas improper 
communication causes conflict, reduced productivity, and project failure. Third, trust as 
a mediating variable is a direct relationship between the quality of communication and 
the cohesion of the team; at the same time, management-led approach is proactive, and 
strategies to deal with the cultural complexity are necessary. The author concludes that 
to attain high performance of multicultural teams, more than simplistic solutions should 
be applied. Organizational leaders and project managers are advised to use systematic 
and culturally sensitive communications plans, engage in an active creation of an atmos-
phere of trust, and encourage the growth of cultural intelligence to suppress the barriers 
that can occur in communication and fully utilize creative potential of multifaceted work-
force. 
 

KEYWORDS: Communication Adaptation Theory (CAT), Cross-cultural communication, 
Cultural diversity, Cultural intelligence (CQ), Hofstede Model, Multicultural project 
teams, Multi-national corporations (MNC), Systematic Literature Review (SLR), Trust, 
Team Performance 
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1 Introduction 

1.1 Background of the Study 

This growing globalization of business processes has increased the number of 

multicultural project teams in which individuals of different cultural and language 

backgrounds come together to accomplish the goals of the organization. These teams 

not only have considerable benefits, including variety of views, creativity, and sharing of 

knowledge, but also have considerable hurdles, especially communication (Tenzer, 

Terjesen, and Harzing, 2017). As a result, cross-cultural communication has become a 

defining factor of multicultural project team performance affecting the efficiency with 

which people organize, innovate and establish trust (Lauring and Klitmoller, 2017). Under 

such circumstances, communication is not merely a matter of practical requirements but 

strategic proficiency that defines the possibility of knowledge and creativity integration 

across cultural lines. 

The multicultural project team is not just an organizational trend but a strategic necessity. 

Multinational companies (MNCs) are turning to such teams to take advantage of a wider 

range of knowledge, views, and approaches to problem solving (Tenzer & Pudelko, 2017). 

Cultural diversity, in this case, is broadly understood as a resourceful organizational asset, 

which can introduce various viewpoints, promote creativity, and drive innovation (Sayed, 

2023). This potential of higher results of the synthesis of heterogeneous knowledge and 

skills is the theoretical promise of multicultural project teams. 

However,  there is also a confusing paradox in this diversity. These differences which form 

the strategic value of multicultural project teams are also the ones that pose serious 

obstacles to the successful operation of these groups (Lauring & Klitmoller, 2017). The 

core issue in this problem is the complexity of cross-cultural communication. The process 

of interaction is the cornerstone to team cohesion, sharing of knowledge, and goal 

accomplishment. However, when dealing with multicultural situations, communication 

is fraught with possible obstacles that go well beyond mere language proficiency. These 

obstacles consist of significant differences in communication styles, interpretation of 

nonverbal messages, and cultural values and assumptions that lie deep within people 
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(Lauring and Klitmoller, 2017; Yu et al., 2021). These differences can easily cause 

misunderstandings, friction, and conflict between the parties, which results in a negative 

influence on project schedules, project outcomes, and team performance 

(Almashhadani and Almashhadani, 2023). 

The interplay of language differences, cultural norms, and communication styles in 

multicultural project teams can positively and negatively affect the final results of the 

team (Lauring et al., 2024). As an example, although the efficiency of tasks can be 

achieved by using a corporate lingua franca, e.g., English, it may also introduce 

imbalances in the involvement and influence, stifling creativity or demotivating less 

skilled speakers (Tenzer and Pudelko, 2017). Equally, communication tools like shared 

meaning-making, a common language, and clarity of feedback are necessary to promote 

team coherence and reduce misunderstanding (Fiset, Bhave, and Jha, 2024). 

In addition to communication mechanics, interpersonal trust is also an essential factor 

that connects the quality of communication to the performance of the team. Trust 

facilitates openness, perceived risk of misunderstanding decreases, and co-operation is 

fostered among different teams (Yu et a., 2021). Nevertheless, empirical data is split on 

the working of trust as a mediating factor in the relationship between cross-cultural 

communication and particular results, including task accomplishment or creative 

problem-solving. 

Nevertheless, empirical data indicate that the performance and innovation of 

multicultural project team heavily depends on the internal team diversity climate that is 

collective attitude towards mentality and openness to differences (Lauring & Selmer, 

2012). Such climate includes openness to linguistic diversity (e.g., tolerance to varying 

accents and levels of proficiency) and openness to value diversity (e.g., tolerance to 

various cultural views) (Lauring et al., 2024). Moreover, the idea of cultural intelligence 

(CQ), which can be described as the ability of a group to work effectively in multicultural 

environments, has also become a very important competency that can be acquired 

during the same process of cross-cultural teamwork (Iskhakova and Ott, 2020). 

In its conceptualization, cross-cultural communication involves the depiction of 

processes through which people with diverse cultural and linguistic backgrounds convey 
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information, bargain meaning, and coordinate action (Tenzer et al., 2017). In the context 

of organizational research, it is frequently presented as the quality of clarity in 

communication accuracy and mutual understanding as well as the Timeliness together 

with the mechanisms that enable or impede such quality (Lauring & Klitmoller, 2017). 

The performance of multicultural teams, in its turn, is multidimensional, including task 

performance (e.g. efficiency, goal achievement), creativity (e.g. idea 

generation/innovation) and team cohesion (e.g. collaboration, mutual support) 

(Iskhakova and Ott, 2020). 

The nexus of these ideas such as communication, trust, management approaches, and 

performance is the central focus of the current research. To determine not simply 

whether cross-cultural communication is important to the outcomes of project team 

activity, but also how, and under which circumstances, the latter has its effects, there is 

a need to have a clear conceptual mapping. 

 

1.2  Problem Statement and Rationale for the Present Study 

Although the strategic role of effective cross-cultural communication is appreciated 

across all the literature on the topic in international business and management, a critical 

synthesis of the available body of knowledge has indicated that there are a lot of 

theoretical and conceptual gaps that require a systematic review. Recent studies prove 

that communication obstacles represent a significant obstacle to project success, yet do 

not tend to offer an empirically-based holistic view of the underlying processes. This gap 

is observed in a study by Lauring and Klitmoller (2017) who prove that the regular use of 

a common corporate language by the management is linked to team performance, but 

does not always result in creativity. On the other hand, organizational openness to 

linguistic variety is closely related to creativity and performance of a team. It indicates 

that various factors associated with communication cause different mechanisms and 

affect the outcomes differently, which should be investigated. 

Moreover, trust an essential aspect of interpersonal relationships and a prerequisite of 

efficient communication is an ambiguous and underdeveloped concept in this particular 

setting. Whereas such aspects as interaction and transparency are known to be the 
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forces behind trust, explicit models on how to measure and utilize it in multicultural 

project teams are particularly missing (Yu et al., 2021). Unless people have a more insight 

into the ways in which trust is created and maintained, the processes through which 

communication practices translate into performance are unclear and no theoretical 

model will ever be complete. 

Thus, the most important research question is that there is yet to be synthesized a 

theoretical framework that elucidates the interaction of management-level 

communication policies and team-level communication processes meditated by trust in 

order to affect the performance results of multicultural project teams. A cross-cultural 

communication mechanism, trust, and management strategies are the specific areas of 

systematic literature review that offer a possibility to exclude fragmented findings, to 

present a clearer conceptual framework, and to identify promising areas of empirical 

research. 

 

1.3 Significance of the Research 

This research project is going to address the specified knowledge gap by synthesizing 

and reviewing the existing literature. The study will offer a stronger and integrated 

conceptual framework to the academicians that explain the multi-faceted relationships 

between cross-cultural communication strategies, trust, and performance. The findings 

will provide evidence-based knowledge to the organizational leaders and project 

managers, offering them the way to create effective strategies that are no longer based 

on one-size-fits-all methods (Sayed, 2023). It will enable the organizations to utilize the 

innovative potential of the diversified workforce more effectively because this study will 

shed light on the path between the successful communication and the improved 

performance of the team (Almashhadani and Almashhadani, 2023). 
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1.4 Aim and  Research Question 

The study aims to synthesize empirical and theoretical evidence on the impact of cross-

cultural communication on multicultural project team performance, with particular 

attention to the roles of trust and management-directed communication strategies. 

To achieve this aim, the study will be guided by the following research questions: 

RQ1: What are the cross-cultural communication mechanisms adopted in multicultural 

project teams? 

RQ2: What are the impacts of cross-cultural communication on task performance, 

creativity, and cohesion in multicultural project teams? 

RQ3: How do trust and management-directed communication strategies foster or hinder 

the performance of multicultural project teams?  

 

1.5 Structure of Thesis 

This thesis is organized into six chapters.  

Chapter 1 introduced the research background, presented the research problem, as well 

as the aim and questions guiding the present study.  

Chapter 2 will provide a preliminary overview of the key concepts in literature, including 

multinational teams, cross-cultural communication, and team performance.  

Chapter 3 will detail the systematic literature review (SLR) methodology, including the 

search strategy, selection criteria, and data analysis procedures.  

Chapter 4 will present the results and findings from the systematic review.  

Chapter 5 will discuss these findings in depth and will also conclude the study by 

summarizing the key insights, discussing theoretical and practical implications, 

acknowledging limitations, and suggesting avenues for future research. This chapter will 

also present the synthesized conceptual framework developed from the analysis.  
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2 Literature Review 

2.1 Multinational team 

To understand the impact of intercultural communication on the performance of 

multicultural project teams, it is necessary to have a clear understanding of the nature, 

challenges, and advantages of multinational teams, as well as the behavioral and 

cognitive abilities that facilitate effective collaboration, such as a global mindset and 

cultural intelligence. Previous research has provided empirical and theoretical insights 

into the dynamics of multicultural teams. 

Multinational or multicultural teams are conceptualized as interdependent groups 

composed of members from diverse cultural, linguistic, and national backgrounds who 

collaborate to achieve common goals (Stahl et al., 2009; Backmann et al., 2020). A 

multinational team can be defined as a work group composed of members from different 

countries and/or cultural backgrounds, whose task is to achieve common organizational 

objectives. This definition encompasses teams at all levels, from top management teams 

formulating overall corporate innovation strategies (Boone et al., 2019) to operational 

project teams focused on specific deliverables (Stahl and Maznevski, 2021). Similarly, 

Mockaitis et al. (2018) conceptualize global teams as organizational units that span 

national, cultural, and linguistic boundaries, and which often operate virtually. These 

teams are increasingly being used as flexible mechanisms for organizing international 

work. 

Overall, these studies confirm that multinational teams are characterized by cross-

border collaboration and cultural diversity, which necessitates complex communication 

and coordination strategies. The performance of these teams largely depends on their 

ability to manage the complexities inherent in their cultural diversity. Diversity within 

teams manifests itself at two levels: surface-level diversity (e.g., nationality, language) 

and deep-level diversity (e.g., values, beliefs, cognitive models) (Stahl et al., 2009). These 

dimensions jointly influence team interactions and performance outcomes. A consistent 

finding across all studies is that, while cultural diversity presents challenges, it can 
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become a valuable resource for innovation if managed through effective communication 

(Stahl et al., 2009; Backmann et al., 2020). 

 

2.1.1 Global mindset 

An international mind is rapidly becoming a major high performance determinant. Such 

attitude is essential to the successful work of cross-cultural communication and 

teamwork. It can be described as a mental and practice construct that can help 

individuals and teams to successfully appreciate and incorporate various cultural 

orientations. It is also equivalent to the so-called geocentric perspective suggested by 

Boone et al. (2019) and founded on notions like cultural intelligence (CQ) mentioned by 

Stahl and Maznevski (2021). The interpretation of global mindset provided by Mockaitis 

et al. (2018) is more straightforward, as it is defined as the capacity to work in the 

international environment successfully by comprehending cultural complexity and 

encouraging inclusive cooperation. They contend that human resources (HR) 

departments should make an effort in developing global minded leaders by employing 

specific recruitment techniques, training and career development strategies. According 

to Ponomareva et al. (2022), the concept of global mindset is associated with flexibility 

and strategic openness, especially within culturally diverse teams of leaders. Their study 

implies that culturally sensitive international executives are better placed to add value 

to the performance of an organization. 

The research by Seo et al. (2020) implies that the global mindset is significant as the 

elements of team composition moderately influence multicultural team effectiveness. 

Such attitude creates the atmosphere of allowing knowledge to be shared, and 

communication is not restricted by national or cultural borders. Thus, according to the 

past studies a global mindset seems to be a multidimensional concept, which entails 

cultural intelligence, strategic flexibility, and interpersonal competence. 
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2.1.2 Challenges of culturally diverse teams 

The past literature has indicated that cultural diversity poses a great number of 

challenges. Although culturally different teams can bring a lot of potential, they may also 

be subjected to numerous challenges unless handled correctly and thus adversely affect 

the performance of the team. Another significant issue is the tension and disagreements 

that the cultural differences may cause (Stahl and Maznevski, 2021). This may result in 

low team cohesion and a lot of task related conflicts. Boone et al. (2019) include an 

important structural aspect, though, stating that inequalities may worsen these 

interpersonal challenges, including social hierarchies and cultures with high power 

distance. These conditions may lead to the formation of nationality-based fault-lines that 

will strengthen the differences between in-groups and out-groups, impede 

communication and the ability to integrate effectively in a team. 

According to Stahl et al. (2009), multicultural teams are usually characterized by 

heightened conflict, communication challenges as well as low social integration, 

particularly where there is high task interdependence. These findings were verified by 

Backmann et al. (2020), who stated that language barriers, emotional 

misunderstandings, and variations in communication norms may become a source of 

friction and need to be actively mediated. Presbitero et al. (2024) also pointed out that 

the poor cross-cultural competence among leaders increases turnover and intentions to 

leave among employees, which proves that poor cross-cultural communication causes 

instability in the team. To conclude, these study outcomes imply that communication is 

one of the primary challenges and a lever of the diversity management process. 

Coordination problems were found by Seo et al. (2020) to be a significant issue, 

especially in geographically separated teams. The time zone disparity, lack of in-person 

communication, and asynchronous communication may cause an information overload 

and decrease of synergy. Moreover, there are engagement problems because of the 

absence of values and norms that interfere with teamwork and goal harmonization. 

Similar concerns were voiced by Mockaitis et al. (2018), who noted that the language 

barriers and interpersonal conflicts are a significant barrier on the way to successful 

communication. Their research also observed that diversity also had a tendency to 
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create distortions and lack of cohesiveness particularly where human resources policies 

were not flexible to cross-border working. Ponomareva et al. (2022) highlighted the 

possibility of the fragmentation of groups and challenges in behavioral integration in 

culturally diverse management teams. Their study indicates that diversity raises the cost 

and chances of information processing, as well as, the chance of opportunism, especially 

within a complex organizational context. These complications explain why proper team 

structuring, early teamwork, and supportive human resources interventions are 

essential in enhancing team cohesion and minimizing conflict. 

 

2.1.3 Advantages of culturally diverse teams 

Nevertheless, the available literature constantly notes that diversity can be quite 

beneficial, though it needs to be managed accordingly. Stahl et al. (2009) discovered that 

cultural diversity expands the problem solving methods and perspectives thus leading to 

creativity and innovation. The variety of teams creates a broader set of ideas and 

opinions, which results in more innovative solutions (Stahl and Maznevski, 2021). This 

creativity is translated at the strategic level into actual performance in the areas of 

innovation and entrepreneurship because through various management teams, the 

different teams can comprehend and take advantage of the opportunities in the global 

market (Boone et al., 2019). 

According to Seo et al. (2020), an intermediate geographical variety can be beneficial in 

terms of innovation by offering various intellectual resources and promoting the 

combination of knowledge. The most effective teams who are able to get new 

perspectives include those with diverse technical backgrounds and new team members. 

According to Mockaitis et al. (2018), global teams enhance the flexibility, responsiveness, 

and integration of organizations. They are used in managing global talent, developing 

leaders and training in cross-culture hence empowering strategic agility of an 

organization. As Ponomareva et al. (2022) prove, culturally diverse leadership teams help 

to make better strategic decisions, facilitate innovativeness, and increase the legitimacy 

of stakeholders. They propose that diversity leads to divergent thinking and better 

learning in the team and gives rise to special resources, hence competitive advantage. 
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Such complementary results indicate that the benefits of multicultural teams are not out 

of what diversity is, but rather it is effective cross-cultural communication that helps the 

members to transcend differences rather than be separated by them. Thus, the key to 

the success of multicultural teams rests on management practices that are proactive in 

dealing with the challenges to unlock the creative potential held in diversity. 

2.2 Cross-cultural communication 

Earlier studies have theorized cross-cultural communication as not simply an information 

flow, but as a complex experiential process, which involves the management of the 

differences in culture. It is stated that cross-cultural communication is the process of 

information and meaning exchange between people who belong to different cultural 

backgrounds, and their understanding between themselves depends on their social 

norms, values, beliefs, and patterns of communication (Keer Anand, 2014). This 

definition relates to high-context and low-context model of communication developed 

by Edward Hall (1976). Anand stressed that culture defines the degree to which 

communication depends on the explicit language or implicit context. Therefore, high-

context cultures (like Japan) use implicit information as a key element, whereas low-

context cultures (like the United States) emphasize more on verbal information. 

Conversely, Ochieng and Price (2010) define cross-cultural communication as a social 

process which takes place in a project set up, information is exchanged by use of tools, 

procedures and interpersonal interaction mechanisms. According to their study, 

intercultural communication will be more efficient when the project managers develop 

empathy, trust, and collective responsibility that will help them overcome linguistic and 

cultural barriers so that they can understand each other. 

This knowledge on cross-cultural communication is furthered by Kelemen et al. (2025) 

who address cross-cultural communication in the deployment of international IT 

projects. Their interpretive phenomenological research found out that there were six 

cross-cultural barriers, as mentioned as follows: language, implicit assumptions, work-

life balance, conflict management, time management and the perception of dishonesty. 

These results imply that cross cultural communication does not only entail verbal 

communication, but also a learning process of deep rooted cultural assumptions and 
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behavioral expectations. Xia et al. (2024) state that cross-cultural communication is a 

process that is not limited to the level of language proficiency but also implies knowledge 

of the cultural context within which a particular language is applied. According to their 

study, the artificial intelligence can be used to promote more natural and culturally 

sensitive communication, especially in schools and other collaborative environments. 

All these studies underline that cross-cultural communication is not only a linguistic one, 

but cognitive, relationship and a procedural one, the meaning of which relies on the 

awareness of culture and adaptive behavior. They have always concurred that cross-

cultural communication is a multidimensional phenomenon that entails language, 

cultural norms and contextual interpretation. It is important to encourage understanding 

and collaboration in multicultural teams. These researches also emphasize the notion 

that the process of effective communication within multicultural teams presupposes the 

knowledge of cultural backgrounds and the capacity to identify underlying meanings in 

intercourse. 

This current research paper therefore constructs the cross-cultural communication as a 

social process that occurs within project teams necessitating a complicated skill of 

effectively and suitably interacting with individuals of diverse cultural backgrounds. 

 

2.2.1 Organizational Communication in cross-cultural context 

Organizational communication is viewed as a strategic necessity of coordination, control, 

and knowledge transfer in multinational corporations in the cross-cultural setting 

(Abugre and Debrah, 2019). Past studies underline the role played by organizations in 

ensuring that the process of cross cultural communication is supported. Lifintsev et al. 

(2024) discovered that young professionals highly attach importance to the support 

measures provided by their employers, the most popular ones are their involvement in 

real cross-cultural negotiations, language courses, and professional training. This implies 

that the communication strategies adopted by the organization cannot be merely 

sharing information but should incorporate systematic support system that facilitate 

organizational culture intelligence of the employees. 
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Keer Anand (2014) considers organizational communication as the diversity 

management tool and the diversity-inclusive practice. The study suggests the adoption 

of policies in writing, training and the on-going monitoring as an approach to integrate 

cultural sensitivity in the organizational framework. Here, organizational communication 

is an influential instrument that can accommodate various attitudes and opinions to 

shared interests and reduce intercultural conflicts. 

Kelemen et al. (2025) suggest a closer, project-related approach, stating that 

organizational communication in the global IT projects should take into consideration 

the cultural variations in terms of hierarchy, decision-making, and conflict resolution. Xia 

et al. (2024) pay attention to institutions of learning. They indicate their findings that 

cross-cultural communication in organizations must be dynamic and flexible to utilize 

technology to overcome cultural differences, as well as to increase interaction. According 

to Eyiah et al. (2025), the organizational communication barriers in multicultural 

construction teams are in the form of delays in arriving at decisions and intermittent 

workflows. This implies that the conventional communication protocols do not hold 

much water. In this regard, the proactive strategies to achieve effective organizational 

communication are to provide such guidelines (such as clear communication guidelines, 

and effective communication channels) and to consider the cultural diversity 

comprehensively. 

Thus, by joining the insights of the aforementioned studies, the organizational 

communication within a multicultural environment is defined in this study as an 

intended, intentional and leadership-oriented process that is geared towards aligning 

various opinions in order to enhance the project unity. 

 

2.2.2 Verbal communication: Language and cross-cultural teams 

Verbal communication is defined by Kurniadi and Mahaputra (2021) as the passage of 

information and ideas verbally and it is one of the largest sources of conflict that occur 

in multicultural teams. In different works about the cross-cultural communication, 

language is one of the main themes. Eyiah et al. (2025) stress that language barriers are 

a rather serious negative aspect as they represent an immediate cause of 
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misunderstanding and misunderstandings. Their case studies demonstrate that there are 

practical challenges, including the fact that it is difficult to make sure that there is the 

correct transmission of information even when it is a common language, such as lingua 

franca. As Kelemen et al. (2025) state, the interpretation and expression of information 

may cause serious misunderstandings even when the same business language is applied 

by IT project teams. This study emphasizes the need to identify linguistic peculiarities 

and adjust the way of communication to the team diversity. 

According to Keer Anand (2014), language and culture are inseparable, as without 

knowing cultural values represented in a language, one cannot use it fluently. The 

research recognizes language diversity as a resource and a challenge of multicultural 

teams, which has an impact on clarity, trust, and performance. The article by Stock and 

Edelson (2025) goes further to suggest that despite a common project language, the 

process of experiential learning in students entails the overcoming of communication 

obstacles, which are verbal in nature. The acquisition of skills of cross-cultural 

communication as one of the major goals of their project, in its turn, presupposes 

learning to express ideas, feedback, and conflict resolution in a clear and respectful way 

towards members of the team who represent different linguistic and cultural groups.  

This set of results of the study indicates that linguistic communication in multicultural 

teams is not constrained to the language proficiency only, but also entails 

comprehension and assimilation of the setting. Language is also a communication 

facilitator and an obstacle at the same time, and there must be specific tactics to provide 

clarity and acceptability. Thus, linguistic communication requires proper knowledge of 

the culture to interact without complications (Lifintsev et al., 2024). 

 

2.2.3 Non-verbal communication and cross-cultural teams 

Nonverbal communication is another very important and yet unaware aspect of human 

contact, that is closely connected with culture. The current studies emphasize a number 

of important issues. Lifintsev et al. (2024) include in the list of core cross-cultural 

competence aspects nonverbal codes and behavioral norms. Colleagues in the project 

teams should be especially attentive to nonverbal messages and implicit information due 
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to disposition towards expressing opinions directly (Lifintsev et al., 2024). Such 

misunderstandings of these cues are based on some secret or unconscious aspects of a 

culture, and they are the primary source of misunderstandings and the rupture of trust 

(Lifintsev et al., 2024).  

This is the view of Keer Anand (2014), who explains a nonverbal cue as the language of 

culture that is silent, but can support or contradict verbal cues. What is considered a 

polite gesture in one culture can be taken away as disrespectful in another culture and 

cause an offense or misunderstanding. The paper cautions against misunderstanding 

nonverbal cues, which will create division and negatively affect team integration. 

Kelemen et al. (2025) discovered that failing to identify such nonverbal responses may 

cause tremendous workplace conflicts and unproductive projects. The research proposal 

is the enhancement of the nonverbal communication skills among multicultural teams 

by means of training and awareness programs. 

Kurniadi and Mahaputra (2021) contend that nonverbal communication is important in 

order to support and decipher verbal messages. Nonetheless, such cues may be the 

grounds of severe misinterpretations in cross-cultural situations. Eyiah et al. (2025) 

admit that the differences in professional ethics and practices are based on the cultural 

norms that are not necessarily explicit. It was discovered that despite the lack of 

traditional body language, students are prompted to consider cultural preconceptions 

or stereotypes that are usually activated by the interpretation of underlying information 

like written tone or reaction time, a type of nonverbal communication (Stock and 

Edelson, 2025). 

 

2.2.4 Cross-cultural theories: Hofstede model 

The model developed by Hofstede establishes a theoretical platform upon which the 

differences existing in different societies and cultures are understood. The model 

theorizes culture into a collective programming of the mind which distinguishes various 

groups (Hofstede, 2011). It gives six measurable dimensions in which it explains the 

national differences of difference over a long period of time: power distance, uncertainty 

avoidance, individualism versus collectivism, masculinity versus femininity, long-term 
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versus short-term orientation and indulgence versus restrain. These dimensions are the 

issues of the profoundly ingrained societal values that affect the behavior of people, 

communication, and the organizational practices. What Hofstede points out is that these 

dimensions are at societal level and cannot be equated with the characters of an 

individual which most cross-cultural studies fail to appreciate (Hofstede, 2011; Tung and 

Verbeke, 2010). 

The model proposed by Hofstede is still one of the most significant theoretical models 

used to explain the pattern of communication in multicultural teams. Its scales can be 

interpreted to determine how the cultural orientations determine the norms of 

communication including hierarchical interaction (power distance), sharing information 

(uncertainty avoidance) and interpersonal collaboration (individualism-collectivism) (Shi 

and Wang, 2011). Cross-examination of Hofstede and the GLOBE model indicate that the 

Hofstede model has remained empirically sound and relevant in the international 

business especially in how cultural expectations variations lead to communication 

barrier (Tung and Verbeke, 2010). These variations directly affect the communication 

patterns, goal-setting and conflict management in multicultural groups (Hong, 2012). 

Thus, the dimensions by Hofstede provide an organized approach of predicting and 

controlling cultural dissimilarities in the interactions of teams. 

The current research paper is based on the cultural dimensions model developed by 

Hofstede as a theoretical background, which connects cultural values of the nation to 

the effectiveness of communication and the team performance. The study will develop 

a conceptual model that takes cultural di-mensions as independent variables that affect 

certain communication behaviors (e.g., open-ness, trust and conflict resolution), which 

in turn affect the performance of a project team. Through a combination of cultural 

dimensions by Hofstede, this research methodologically analyzes the role of cul-tural 

differences or similarities on team cohesion and team performance, thereby 

guaranteeing the theoretical rigor and similarity to the existing cross-cultural studies 

(Hofstede, 2011; Tung and Verbeke, 2010). 
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2.3 Team Performance  

Team performance is used to refer to the overall effectiveness of a team consisting of co-

ordinated efforts, communication and collaboration in accomplishing task related goals 

effectively. According to Brewer and Holmes (2016), team performance is described as 

the ability of the team members to coordinate, communicate, cooperate, and be aware 

among themselves, in particular, to have a common understanding of terms and 

communication patterns. According to Kochert et al. (2022), team performance is 

characterized by a set of observable behavioural patterns that help make tasks succeed 

during multicultural interactions, including the creation of trust, conflict management, 

and successful cross-cultural collaboration. Caligiuri et al. (2022) go on to explain this 

idea by outlining team performance as the successful manifestation of cultural agility. 

This includes cognitive and behavioral aspects of situational need cognitions and 

application of situational culture related responses (adaptation, minimization or 

integration) to resolve task goals.  

When a multicultural project team is considered, the best possible definition of 

performance is the strength of the team to meet the formulated goals without 

compromising the social and psychological welfare of the members, which subsequently 

guarantees the possibility of collaboration in the future (Nederveen Pieterse et al., 2013). 

This is not only the quality and efficiency of the work of the team but also the degree of 

innovation created and the satisfaction of team members. This strategy was validated by 

Misoc (2017) who implemented different performance metrics, such as the number of 

monthly goals met, creativity, the quality of internal communication and collaboration. 

Thus, an effective multicultural project team is one that makes the most out of its 

diversity of skills through effective integration and as a result, a well-knit and conducive 

atmosphere and allows members to improve their abilities in future projects. 

These studies have described performance of a multicultural project team as a 

multidimensional concept that cannot be reduced to just accomplishing technical work. 

Concisely, the performance of a multicultural team is defined as the capability of the 

team members to embrace certain, culturally sensitive behaviors which allow the team 

to handle cultural diversity and successfully attain its strategic goals. 
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2.3.1 Team performance and cultural diversity 

Team performance and cultural diversity are interconnected in a complex and multi-

faceted way. Pieterse et al. (2013) explain that cultural diversity is a two-sided sword, as 

it can both enhance and disorient the work of a team. On the one hand, diversity 

introduces a broader source of knowledge, views, and solutions to problems. Conversely, 

it may cause an intergroup bias and social categorization which inhibits cooperation and 

information sharing. Pieterse et al. (2013) propose that cultural diversity positively 

influences performance when the team members seem to demonstrate a high learning 

orientation since this creates an open-mindedness to different views and reduces the 

tendency to resort to stereotypes. The greatest benefit of cultural diversity is that it 

introduces a broader set of resources, views, and cognitive approaches to a team. The 

presence of a diverse team composition may trigger creativity, innovation, and problem-

solving skills (Misoc, 2017). When the team members are diverse, they may add their 

different perspectives and worldviews and thereby prevent the occurrence of groupthink 

and result in better and more inclusive decisions. This opinion is supported by Bui et al. 

(2019), who also stress that social diversity (e.g., age, ethnicity) tends to promote free 

communication and, thus, enhance team performance. But they warn that in the 

absence of proper communication systems diversity may cause rifts and discord. 

On the other hand, those same differences, which contribute to innovation, can become 

a major process challenge. According to social categorization and similarity-attraction 

theory, people are predisposed to seek individuals, who they consider similar to 

themselves and are more eager to engage them in communication (Misoc, 2017). This 

may result in the creation of subgroups, which destroys team cohesion and causes 

conflict (Cherian, Vilas and Raj, 2020). Such intergroup biases have the potential to 

disruption of essential information-building processes because team members might 

feel less inclined to provide information to or receive the input of colleagues with 

different cultural backgrounds (Pieterse et al., 2013). 
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2.3.2 Team performance and cross-cultural communication 

Cross-cultural communication is found to be a key factor that dictates the performance 

of a team in a multicultural environment. Brewer and Holmes (2016) present persuasive 

arguments that miscommunication, which is a result of different interpretation of 

ordinary words, may seriously affect the coordination and performance of the team. To 

resolve the challenge of diversity, it is necessary to use effective communication in order 

to unlock the potential benefits of diversity. The main cause of the conflict in a 

multicultural team is miscommunication, which is the difference in language, norms, 

values, and communication styles (Cherian, Vilas and Raj, 2020). The past studies have 

viewed cross-cultural communication as a core part of performance, and not a lesser 

competency. Cross cultural communication is not restricted to language proficiency but 

also entails comprehending and accommodating the other cultures. Kochert et al. (2022) 

highlighted it explicitly using such dimensions as "using nonverbal communication" and 

"collaborating with interpreters" and focused on practical and behavioral challenges 

related to communication barriers. Caligiuri et al. (2022) put the concept of 

communication in the context of the overall possibility to read and comprehend the 

environment. The study claims that to comprehend the environment, the individual 

should be culture sensitive and curious to interpret verbal and nonverbal messages 

properly. In its turn, effective management involves the use of communication style that 

has to be adjusted to align with other people (adaptation), impose common norms 

(minimize differences), or build new team communication norms (integration). When it 

is not managed, these differences may result in a lot of misunderstanding, mistrust, and 

less collaboration, thereby affecting performance (Misoc, 2017). Finally, the 

effectiveness of the diverse team in the meaningful exchange of information is 

determined by the motivation of the team members and their communication skills to 

transcend the cultural differences (Pieterse et al., 2013). Based on the available literature, 

effective cross-cultural communication has the ability to facilitate team cohesion, 

conflict reduction, and lead to better performance. Bui et al. (2019) mention that open 

and frequent communication is the key to making teams ever more diverse. Their study 

reveals that when the teams are diverse, they undertake communication in a more open 
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way when they are involved in a task that involves external collaboration. This 

transparency allows the information flow and makes the industry more resilient 

especially in small and medium-sized teams in the manufacturing sector. The research 

claims that communication is not only a process, a way to develop resilience in the 

organization through enhancing team performance. Equally, Pieterse et al. (2013) 

instilled a psychological aspect that connects the cross-cultural communication with goal 

orientation. They proposed that highly learning-oriented team members have a higher 

chance of processing information in a more in-depth manner and that less likely to have 

superficial categorization. This would aid in decreasing intergroup prejudice and 

encouraging successful cross-cultural communication which would be critical in 

incorporating different views and performance enhancement. 
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3 Research Methodology 

This chapter will discuss in detail the underlying methodology that is applied for this 

study as it relates to research philosophy, research method, sampling and data collection, 

and data analysis. This chapter provides a clear understanding of the planned data 

collection and analysis strategy which is used to evaluate the established research 

questions of this present study. This chapter also presents the ethical consideration 

associated with the data collection in this current research.  

 

3.1 Research Philosophy 

Research philosophy, also known as research paradigm, refers to a set of basic beliefs 

that guides the design and conduct of a particular research. These beliefs relate to the 

nature of reality (ontology) and how knowledge is created (epistemology).  There are 

different types of research philosophies, and each offers different ways of understanding 

scientific research (Creswell, 2013). A research philosophy is fundamental to conducting 

and evaluating research and it is embedded in all forms of research. Five major research 

philosophies have been identified in literature namely, positivism, post-positivism, 

constructivism, advocacy/participatory, and pragmatism. The research philosophy 

chosen for particular research shapes the research questions, design and interpretation 

of findings. Thus, it is crucial to select the right research philosophy that directs the 

research methodology and entire research project.  

The research philosophy of this study is interpretivism, a research method applicable to 

understanding the construction of meaning in texts and synthesizing qualitative research 

findings (Alharahsheh & Pius, 2020). Interpretivism posits that reality is socially 

constructed, and knowledge arises through the interpretation of subjective experiences 

within specific contexts (Antwi and Hamza, 2015).  

Interpretivism philosophy is crucial in organizational and management research because 

many aspects in business context are inherently social and complex. Human behavior 

with organizations cannot always be predicted or guided by universal laws, rather it is 

shaped by culture, context, and individual interpretations (Antwi and Hamza, 2015). 
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Interpretivism is considered appropriate in this systematic literature review (SLR) 

because this study aims to synthesize the interpretations and implications reported in 

previous research, rather than to test hypotheses or establish statistical generalizations. 

The analytical methodology includes qualitative coding of textual data to extract themes 

related to intercultural communication mechanisms, trust, and management strategies. 

This approach directly addresses the research questions by identifying the patterns and 

mechanisms that explain how cross-cultural communication influences the performance 

of multicultural project teams. It would provide the adequate framework for conducting 

research that enables a deeper and better understanding of the effect of cross-cultural 

communication on the performance of multicultural project teams.  

 

3.2 Research Method 

In this current research, qualitative research methods are used to investigate the 

research questions and hypotheses developed for the research. According to (Tamminen 

and Poucher, 2020) empirical studies that adopt a qualitative research method use 

textual, audio, or visual data to understand the way that people experience a given 

phenomenon as well as the meanings that they attribute to these experiences. 

Qualitative research method applies an interpretive approach to examine a subject 

matter. Unlike quantitative research, qualitative research does not include the use of 

statistical, mathematical, or computational methods to capture information about a 

phenomenon.  

This study employs a qualitative research method to answer the research questions. 

Qualitative research methods enable a deeper understanding of how cross-cultural 

communication, trust, and management strategies are conceptualized and 

operationalized in the literature. This study does not formulate any hypotheses but is 

guided by the research question, aiming to synthesize existing empirical evidence. 
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3.3 Systemetic Literature Review 

Systematic Literature Review (SLR) is a form of qualitative research which incorporates 

non-statistical data collection and data analysis methods. Systematic literature reviews 

treat the review process as a form of empirical research, and it involves a scientific and 

rigorous methodology for synthesizing extant literature on a specific research question 

(Lame, 2019). Systematic literature reviews are relevant in identifying, evaluating, and 

interpreting all research that are available and relevant to a particular research question 

or phenomena. In business and management research, SLR is crucial for providing a 

structured method to answer important questions by building upon and synthesizing 

empirical evidence (Lame, 2019) in addition to the development of evidence-informed 

management practices as advocated by scholars (Tranfield et al., 2003).  

A SLR is applied in this present study to investigate previous empirical studies to identify 

the impact of cross-cultural communication on multicultural project team performance. 

The aim of the SLR in this research is to collect outcomes from existing studies to achieve 

the established research objectives of the study in the field of multicultural project 

teams. This study uses the SLR methodology proposed by Denyer and Tranfield (2009). 

According to Denyer and Tranfield (2009), there are five steps to be followed in 

conducting an SLR. These steps include formulation of the research question, 

identification of studies, selection and evaluation of studies, analysis and synthesis, and 

presentation of results and discussion. This five-step SLR methodology allows for a 

systematic, structured, and explicit selection of studies related to cross-cultural 

communication and multicultural project team performance. By following Denyer and 

Tranfield (2009) SLR protocol, this study aims to achieve three objectives. First, to 

provide insights for researchers and practitioners to identify the different nature of 

cross-cultural communication mechanisms that have been addressed. Second, to 

contribute to further research in the area of trust and its role within multicultural project 

teams. Third, to present and discuss the critical management-directed communication 

strategies which enable better outcomes within multicultural project teams.  

Each step taken to conduct the SLR in this study is presented in the five-step 

methodology framework in figure (1) 
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Figure1: SLR Methodology (Denyer and Tranfield, 2009) 

 

3.3.1 Formulation of the Research Question 

The initial step in this review process is the formulation of research questions. This 

involves defining clear, focused, and answerable research questions that direct the entire 

SLR process. The research questions establish the foundation that can highlight different 

trends in cross-cultural communication and multicultural project teams. Consequently, 

answering the research questions enables the study to meet its aims. This present review 

aims to investigate the impact of cross-cultural communication on multicultural project 

team performance that have been reported in previous studies thus, there are 3 research 

questions as stated in chapter 1 that guide the present study. 

RQ1: What are the cross-cultural communication mechanisms adopted in multicultural 

project teams? 

RQ2: What are the impacts of cross-cultural communication on task performance, 

creativity, and cohesion in multicultural project teams? 

RQ3: How do trust and management-directed communication strategies foster or hinder 

the performance of multicultural project teams?  

3.3.2 Identification of studies 

The next step in this SLR is the search and identification of relevant articles on academic 

databases. Access to these databases was provided by Tritonia which is the joint 

academic library of the University of Vaasa and partner institutions.  

Databases 

Three main databases were selected for the literature search, and they are Scopus, Web 

of Science, and Business Source (EBSCO). The rationale for using these databases is that 
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they cover a wide range of records across various fields (Chadegani et al., 2013). 

Therefore, combining results from the three databases will increase the number of 

citations and possibility of locating a proportion of the published literature on cross-

cultural communication and multicultural project teams.  

 

Search terms and Search strategy 

The identification of studies to be included in the SLR was done using keyword-based 

database searches. The keywords were defined using the PICO (Population, Intervention, 

Comparison, Outcome) to ensure a broad and unbiased identification of literature that 

is relevant to the research questions. For this study, the Population (P) is studies focusing 

on multicultural project teams within an organizational setting. The Intervention (I) is 

cross-cultural communication including language, communication strategies and styles. 

The Outcome (O) is team performance including aspects as task performance, project 

success, creativity, and team cohesion. Initially, single keywords of the PICO were used 

to filter the search results. Keyword combinations were then entered to conduct the 

actual search on the selected databases. The keywords were then combined using 

Boolean operators (AND, OR) for an advanced search. The keyword combinations used 

on the databases are as follows: “cross-cultural communication AND multicultural team 

AND performance”, “cross-cultural communication AND project team”, “cross-cultural 

communication AND multicultural teams AND trust”, “cross-cultural communication 

AND language AND multicultural project team”. The search was then limited to the 

criteria stated in Table 1. 

On the three selected databases Scopus, Business Source Ultimate (EBSCO), and Web of 

Science, an initial search of the key word “multicultural project team” was conducted. 

The search produced a cumulative total of 804 results across the 3 databases (415, 336, 

and 53 respectively). The search was then continued using keyword combinations and 

limited to the pre-established conditions in the inclusion criteria.  

Table 1: Inclusion and Exclusion Criteria 

Criteria Inclusion Exclusion 

Year of publication 2015 - 2025 Prior to 2015 
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Language English language Other languages 

Research area • Business, 

management, and 

accounting 

• Project 

management 

• Global studies 

Other research areas 

Type of publication Peer-reviewed articles Conference papers, 

review papers, gray 

literature. 

Study population Project teams, teams in 

organizational setting 

Studies not focused on 

team level of analysis, 

teams in other settings 

like educational context 

 

On Scopus, the initial search with keyword combinations produced a total search result 

of 179 papers. The search for each keyword combination was then limited to the 

inclusion and exclusion criteria. Similarly, on EBSCO, the initial search yielded a total of 

38 papers for the keyword combinations while on Web of Science, the initial search 

result was a total of 409 papers. 

Table 2: Scopus, Business Source Ultimate (EBSCO), and Web of Science Search 

Results 

Keyword Combination Initial search result Search result after filter 

Multicultural project team 

AND cross-cultural 

communication 

24 (Scopus), 4 (EBSCO), 68 

(Web of Science) 

17 (S:2, E:2, W:13) 

Multicultural project team 

AND performance 

63 (Scopus), 13 (EBSCO), 

153 (Web of Science) 

84 (S:17, E:9, W:58) 



30 

Cross-cultural 

communication AND team 

performance 

92 (Scopus), 21 (EBSCO), 

188 (Web of Science) 

102 (S:29, E:6, W:67) 

 

In order to focus on enhancing the quality of the studies included in this present 

systematic literature review, only published peer-reviewed journal articles were 

considered by using the filter for ‘Article’ on the Document section of the databases. 

Other document types like conference papers or proceedings, editorials, book series, 

book or book chapter, articles in press, and trade publications were excluded from the 

review.  

In addition, the year of publication was filtered out to include studies published between 

2015 and 2025. This time represents a period of increased proliferation of global and 

virtual project teams as well as increased interest in multicultural team management 

and cross-cultural communication research. The COVID-19 pandemic significantly 

transformed how people work as well as the nature of work. It saw to the surge of 

remote work. This change redefined how projects are managed and it led to the 

requirement of novel approaches to adequately manage the challenges associated with 

remote project teams (Chernogorova et al., 2021). These and other challenges that are 

related to cross-border teams and culture has led to an increased research interest in 

the subject of multicultural team management. Therefore, as global teams continue to 

make a headway in the field of international business, this review considers it necessary 

to review studies within a 10-year period to understand the research findings before and 

after the disruptions introduced by the COVID-19 pandemic.  

The search result based on these criteria produced a filtered result of 203 articles. This 

total number of studies was identified from the three databases (Scopus, Business 

Source Ultimate -EBSCO, and Web of Science). Due to the similarities in the search 

strategy across the databases, the searches produced a significant overlap of the results. 

This indicates that there is a substantial level of consistency in the keyword combinations 

used for the search. While Business Source Ultimate (EBSCO) yielded the lowest search 

result, Scopus and Web of Science had high number of results per keyword search. This 
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can be explained by the different listings of literature and literature types in the 

databases. 151 duplicate articles were excluded leaving a total of 52 papers to be 

included in the review process.  

 

Figure 2: Flow diagram of Literature search using Preferred Reporting Items for 

Systematic Reviews and Meta-Analysis (PRISMA) guideline (Source: Created for this study) 

 

3.3.3 Selection and Evaluation of the Studies 

The next step in this SLR is the selection and evaluation of relevant studies. This step is 

conducted to ensure that only high-quality studies that are relevant to the predefined 

research questions are included in the review. The existing studies which are retrieved 

from the search based on the inclusion and exclusion criteria are screened on two levels. 

First is the title or abstract review, and second is the full-text review. 
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After the removal of duplicate studies (151) from the search results, 52 articles appeared 

to be relevant to the research objectives of this present study. These studies were then 

evaluated through title and abstract analysis. This step is relevant to the synthesis of 

studies to be included in the current literature review. The 52 studies were examined 

based on their abstract to ascertain their relevance to the formulated research question. 

This led to the removal of 5 studies which were not conducted in business project 

environment. 20 studies were further excluded from the review because the either failed 

to robustly discuss concepts related to cross-cultural communication and multicultural 

project teams. Some of the studies used research methodologies which do not 

adequately address the research objectives of this present study. After the exclusion of 

these studies, a total of 27 articles seemed relevant to the research objectives. The 

selection process followed the Preferred Reporting Items for Systematic Reviews and 

Meta-Analysis (PRISMA) guideline (Figure 2). These selected studies are further closely 

examined based on the full text or research findings of the study. Each of the selected 

studies were manually read and assessed in terms of its relevance to the 3 main research 

questions of this present study.  
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4 Results/Analysis of Literature 

This chapter provides an analysis of the 27 reviewed studies for this present systematic 

literature review. The analysis is in two sections. The descriptive analysis of the reviewed 

literature and the thematic analysis.  

 

4.1 Descriptive Result of the Literature 

4.1.1 Year of Publication 

Regarding the year of publication, the reviewed works are ten years old, between 2015 

and 2025, which demonstrates the changing academic interest in cross-cultural 

communication in multicultural project teams. The initial work of Thakur (2015) provides 

conceptual information with practitioner experience in mind, but recent literature, 

including Eyiah et al. (2025) and Borges et al. (2025), proves that the approach has 

shifted to empirical rigor and sector-focused analysis. Although a continuous flow of 

studies was released during 2015-2021, the strongest density of researches is observed 

in the latest time frame of 2023-2025. This spike indicates the growing topicality of the 

topic in the post-COVID19 environment, where virtual and multicultural cooperation 

turns into a matter of default mode of operation of most global organizations. This 

chronological dissemination allows a longitudinal sense of the way theoretical and 

methodological viewpoints have grown up. 

 

4.1.2 Research Methodologies 

The articles incorporated in this SLR use various research designs. A large part of the 

studies takes quantitative, survey-based designs, which have been validated and are 

tested with the help of validated instruments and advanced statistics, including 

Structural Equation Modelling (SEM) and regression analysis (e.g., Liu et al., 2020; Mazur 

et al., 2025; Schreiber et al., 2025). In addition, there are quasi-experimental studies that 

provide more controlled studies of a certain intervention (Zhan and Hample, 2023). The 

lived experience and sensemaking of team members are studied using such 
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methodologies as an interpretive ethnography (Means and Mackenzie Davey, 2023; 

Bartel-Radic and Munch, 2023), phenomenological approaches (Kelemen et al., 2025), 

and in-depth case studies (Eyiah et al., 2025). These techniques offer deep context-

sensitive data on the team processes and cultural dynamics. Mixed-method research is 

not widespread but can be found in such studies as Eisenberg et al. (2021), where the 

researchers integrate survey data with media richness theory to determine how well 

communication can be performed in virtual teams. All in all, the methodological variety 

of the 27 reviewed studies can be attributed to cross-cultural communication being such 

a complex and multifaceted discipline that requires depth and breadth in its analysis. 

 

4.1.3 Theoretical Perspectives 

The theoretical perspectives on which the studies are based are diverse and oriented 

mostly on communication, leadership and cultural intelligence. Some of the studies use 

the Categorization-Elaboration Model (Zhan and Hample, 2023), which is the 

explanation of how diversity can affect the team performance based on the information 

sharing and the social categorization. This model is useful especially to capture both 

positive and negative effects of cultural diversity. 

The concept of trust becomes one of the focal points in various studies, including Yu et 

al. (2021), who explore its antecedents in intercultural communication. Emotional 

intelligence and empathy are examined as well as enablers of trust but there are mixed 

results on their role. Thakur (2015) and Schreiber et al. (2025) highlight the importance 

of soft skills, transformational leadership as a way of dealing with cultural complexity. 

Social psychology offers the principal ideas on the relationships in teams, and they 

include trust development, cohesion in a team, and the theory of social identity (Yu et 

al., 2021; Mach and Baruch, 2015). The concept of leadership is commonly applied to 

attitude the role of management as an important moderator of team processes, through 

the use of leadership theories, specifically transformational leadership (Schreiber et al., 

2025). The more recent ones assume a critical and interpretive approach, applying the 

dialogical theory to power relations in language, (Beeler and Lecomte, 2017), or a 

sensemaking approach to challenge the static, essentialist notions of culture, (Means 
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and Mackenzie Davey, 2023). In most recent articles, cultural intelligence (CQ) has 

become one of the prevailing theoretical frameworks, which is presented as a critical 

ability to reduce conflict and improve the effectiveness of communication (Balbinot et 

al., 2024). 

 

4.2 Thematic Analysis 

A review of these 27 studies indicated that there are three themes that are broad and 

directly involved in answering the research questions. These themes addressed the 

communication processes used within the teams and their dual effect on the 

performance of the team as well as how trust and management are critical in moderating 

the effects of these processes. 

 

4.2.1 Theme 1: Cross-cultural communication Mechanisms in Multicultural Project 

Teams 

The analysis of the 27 studies shows that there are a variety of mechanisms that are 

embraced to ensure successful cross-cultural communication that can be sub-divided 

into the following sub-themes. 

Verbal and Non-verbal Communication Styles. 

One of the fundamental mechanisms is the dissimilarity in verbal and nonverbal modes 

of communication, which is significantly different in each and every culture. This 

difference is emphasized by Thakur (2015), who states that Finnish culture is more 

focused on being straight and direct, whereas some cultures in the East might be more 

open and indirect, and a professional discussion can become a part of a larger social one. 

Planning is directly affected by these various forms of communication as well as 

expectations and interpretation of commitments. The significance of nonverbal 

communication is also hard to overestimate, as it could help identify possible 

misunderstandings that could be concealed by verbal communication, thereby 

empowering knowledgeable leaders to keep the team members on track (Thakur, 2015). 

Likewise, Kelemen, Malota, and Lendvai (2025) identify language and listening habits as 
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one of the primary sources of cross-cultural issues, they argue that even the process of 

speaking and interpreting is a culturally coded mechanism that can lead to the 

communication barrier. In its turn, Beeler and Lecomte (2017) simplify the dialogical 

processes of addressability, polyphony, and heterogeneity to overcome the linguistic 

hegemony and foster an inclusive cooperation. 

The difference between high and low-context cultures is a valuable model to explain 

such differences in the language of interaction. Mazur, Chukhray, and Dronyuk (2025) 

discovered that it is important to make changes to communication protocols depending 

on these preferences. According to their study, the application of context-appropriate 

communication models is capable of minimizing the number of misunderstandings by 

47%. Teams from high power distance cultures (often associated with high-context 

communication) benefit from formal, hierarchical communication channels that 

enhance clarity of information. In contrast, teams from low power distance cultures 

prefer direct, horizontal communication (Mazur, Chukhray, and Dronyuk, 2025).  

Communication Media and Virtual Context 

The choice of communication media is another key mechanism, particularly within 

virtual teams. Eisenberg, Glikson, and Lisak (2021) studied the interaction between the 

choice of communication mode (simultaneous oral and written communication) and 

English language proficiency (ELP) diversity within teams. Their results suggest that oral 

communication is more effective in teams with low English language proficiency diversity, 

as it strengthens the sense of closeness among members and improves team 

performance. Conversely, written communication is more effective in teams with high 

English language proficiency diversity, as it mitigates language-related power imbalances 

and fosters psychological closeness. This indicates that the choice of communication 

media is not a neutral behavior, but a strategic choice that can either reduce or 

accentuate cultural and linguistic differences. 

The virtual set-ups have their own issues. Cizmaș and Feder (2024) note that in online 

community settings, non-verbal communication is lacking, which predisposes 

misunderstandings, so the direct cross-cultural communication is especially significant. 

Nonetheless, they also emphasize its possible benefits: asynchronous communication 
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allows staying longer without haste, which will allow team members to cross the 

language barrier. This highlights the nature of trade-offs in virtual communication 

systems, i.e. the richness of face-to-face communication versus the reflection capability 

that asynchronous media provides. 

 

Adaptive Mechanism and Cultural Intelligence 

In addition to intrinsic communication patterns and media preferences, the teams also 

introduce some adaptation mechanisms to address the cultural differences. Bartel-Radic 

and Munch (2023) have coined a theory of the so-called boundary spanning activities, 

underlining the role of effective leaders who, at the same time, perform both structural 

(task-based) and cultural (relations between people of different cultures) connectivity 

that helps to minimize the barriers and build the cross-cultural understanding. This active 

participation aids in eliminating the gaps that exist between the cultures through 

different communication styles and cultural misinterpretations.  

The issue of adaptability is strongly dependent upon the cultural intelligence (CQ) of the 

team. Zhan and Hample (2023) established that high level of CQ moderates cultural 

diversity on communication. It improves the beneficial effect of diversity through 

increasing the contribution of unusual views (uniqueness of information sharing) and 

reducing the harmful effect on open dialogue (openness of information sharing). On the 

same note, Balbinot et al. (2024) have found out that one single member of a team who 

possesses a high cultural intelli-gence (MaxCQ) is able to make a strong contribution to 

the team communication, which will decrease conflict and increase performance. It 

means that CQ is not a personal quality, and it is a system that can enhance the 

communicative competence of the whole team. Poortinga (2024) also suggests that 

cross-cultural training should be reorientated, taking away the focus on cultural 

differences and instead being aware of the universal psychological mechanisms and the 

threats posed by stereotypes. According to him, a stronger and thoughtful 

communication is a more valid mechanism. 
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4.2.2 Theme 2: The Impact of Cross-cultural Communication on Team Performance 

The reviewed studies showed that cross-cultural communication has a profound dual 

impact on the performance of multicultural project teams; it is both an important source 

of value and a potential source of dysfunction. This impact is reflected in aspects such as 

task execution, creativity, and team cohesion. 

Positive Impacts of Cross-cultural Communication 

The findings of the reviewed studies show that intercultural communication has a 

significant positive impact on performance, particularly in terms of creativity and 

problem-solving. Cultural diversity, by its very nature, enriches perspectives, experiences, 

and expertise. Zhan and Hample (2023) conceptualize it as "uniqueness in information 

sharing," meaning that the diversity of viewpoints enhances creativity and problem-

solving abilities. Effective communication is essential to fully harness this potential. 

Cizmas et al. (2020) assert that multicultural teams, when managed effectively, are 

capable of generating more ideas and solutions; high-quality interaction and 

collaboration foster more effective communication and increased performance, as the 

exchange of different perspectives is crucial for the emergence of new ideas. Borges et 

al. (2025) consider effective communication and trust to be the most important success 

factors for international construction projects. 

A positive work environment, fostered by effective communication, is crucial for 

achieving high performance. Eyiah et al. (2025) found that such an environment 

enhances decision-making flexibility, and successful management depends on factors 

such as "effective communication, team building, mutual respect, and strong 

relationships." This virtuous cycle where good communication improves team cohesion 

and trust enables teams to leverage their diversity and achieve better results. Yu et al. 

(2021) and Schreiber et al. (2025) emphasize that trust built through transparency and 

interaction is essential for the cohesion of multicultural teams. Latukha and Panibratov 

(2015) also confirmed this, noting that cross-cultural skills closely related to 

communication enhance team cohesion and improve strategic decision-making in 

multicultural contexts. Tingvold and Munkejord (2021) showed that structured 
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communication promotes shared goals and mutual respect, thereby strengthening team 

cohesion. 

Negative Impacts of Cross-Cultural Communication 

The studies revealed that ineffective cross-cultural communication could be a major 

cause of poor team performance. Based on the findings of the studies, communication 

barriers can lead to numerous negative consequences. Kuoribo et al. (2024) found that 

these barriers, particularly language differences and misunderstandings, directly lead to 

misinterpretations, decreased productivity, and escalating conflicts. Kelemen, Malotta, 

and Lendvai (2025) in line with this linked communication barriers to "costly delays, 

stressful work environments, and risks of project failure." Borysov (2024) quantified this 

negative relationship through a regression model. The study highlights a negative 

correlation between "cultural factors" related to language barriers and differences in 

work styles. 

These issues directly undermine team cohesion. Tingvold and Munkejord (2021), in their 

study of nursing homes, found that a lack of structured communication leads to a scar-

city of shared knowledge, a reduction in common goals, and a decline in mutual respect, 

ultimately resulting in unresolved disagreements and a poor work environment. Similarly, 

Mach and Baruch (2015) also pointed out that difficulties in interpersonel communica-

tion among heterogeneous team members can cause misunderstandings, leading to a 

"decrease in team trust," which is a key factor affecting performance. When communi-

cation breaks down, the social structure of the team disintegrates, hindering the colla-

boration necessary for effective task completion. An empirical study by Liu, Cui, Feng, 

Perera, and Han (2020) confirmed this finding, showing that a higher degree of national 

cultural differences (one indicator of communication difficulties) has a significant nega-

tive impact on project team performance because it exacerbates conflict and hinders 

knowledge exchange. 
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4.2.3 Theme 3: The Role of Trust and Management-directed Communication 

Strategies 

The reviewed studies demonstrate that trust and management-driven communication 

strategies are essential to the performance of multicultural project teams. Their impact 

can be either an asset or a hindrance, depending on their implementation and the 

consideration given to cultural differences. 

The Role of Trust 

Trust has consistently been identified as a key element for the success of multicultural 

teams, and its development is closely linked to the quality of communication. Yu et al. 

(2021) noted that trust is a "determining factor in cross-cultural communication," and a 

lack of trust can lead to communication barriers and project failure. Their research 

showed that interaction and transparency have a significant positive impact on trust. The 

study by Borges et al. (2025) also confirmed this finding. In their case study of a 

construction project, "effective relationships characterized by high levels of trust, 

commitment, and communication among project team members" were listed as the 

second most important success factor. The study further explained that trust in a cross-

cultural context depends on cultural empathy, high-quality interaction, and transparency, 

thus reinforcing the direct link between communication practices and trust development.  

Conversely, a lack of trust exacerbates communication difficulties. According to Mach 

and Baruch (2015) the negative impact of intercultural differences translates into a 

weakening of trust within teams. Cultural misunderstandings create a feeling of a lack of 

shared cognitive ground, which reduces trust and harms performance. Schreiber, Van 

Dijk, and Drory (2025) found that cultural diversity, particularly with regard to 

individualism and hedonism, negatively affects trust among team members. This 

underscores the fragility of trust in diverse environments and highlights the need for 

targeted interventions to build and maintain it. 

The Role of Management-Directed Strategies 

The reviewed literature points to the fact that a proactive approach to management 

practices should be adopted with cultural peculiarities. A number of these methods are 

conducive to effective communication that fosters trust and performance respectively. 
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Some of the studies reviewed support the use of structured communication as a tool of 

management. Mazur et al. (2025) suggested the CROSS cycle framework, which brings 

together communication protocols that are modified to various cultural dimensions in 

an effort to enhance communication effectiveness. Tingvold and Munkejord (2021) 

discovered that communication challenges may be eliminated through proactive 

strategies of management, like scheduling frequent meetings to exchange knowledge 

and show mutual respect. The structured communication strategies were also 

highlighted as a critical success factor in increasing the team cohesion, especially in 

remote teams where cultural differences can be increased (Leite and Duarte 2025). 

According to research results, in multicultural teams conflicts are an unavoidable 

phenomenon, yet the way the conflict will be managed is highly dependent on the 

conflict management style used. In East Asian culture, including Malaysia, Tabassi, 

Abdullah, and Bryde (2019) discovered that the conflict management style that is 

unanimously viewed negatively in Western literature, to the point of being avoidant, can 

have a positive effect on team performance because of the cultural norms that value 

harmony. Together with the study by Liu et al. (2020) that indicates the negative impact 

of cultural differences can be addressed by adopting a collaborative style, this result 

indicates that managers must utilize conflict resolution techniques that are culturally 

relevant and not indiscriminate. The purpose of training programs to formulate cultural 

intelligence and reduce biases is promoted by Poortinga (2024) and Balbinot et al. (2024), 

who state that such programs will help the managers to establish an inclusive 

environment in communication. 

Moreover, the reviewed studies focus on the fact that leadership is an important 

component of communication dynamics. According to Thakur (2015), the success of a 

project is not related to the conventional key performance indicators but to the level of 

emotional intelligence and cultural sensitivity as well as trust building capacity of a leader. 

In specific, transformational leadership has been effective. As Schreiber, Van Dijk, and 

Drory (2025) discovered, transformational leadership softens the adverse effects of 

cultural diversity on trust, as it promotes an inclusive communication channel and 

collective goals. In addition to this, the management can strive to acquire skills to 
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enhance communication. According to Eyiah et al. (2025), the project managers can also 

enhance the dynamics within the team by training them in interpersonal, linguistic, and 

intercultural skills, thereby giving the teams with the tools they need to effectively 

handle their diversity. 
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5 Discussion And Conclusion 

This systematic literature review identified and presented findings from 27 primary stu-

dies that employed both qualitative and quantitative research methods to investigate 

the impact of cross-cultural communication on multicultural project team performance. 

The review aimed to identify the cross-cultural communication mechanisms within mul-

ticultural project teams and understand the roles of trust and management-directed 

communication strategies as factors that affect multicultural project team performance. 

 

5.1 Discussion of Findings 

The findings revealed that cross-cultural communication plays a central role in 

determining the effectiveness of multicultural project teams.  

 

5.1.1 RQ1: What are the cross-cultural communication mechanisms adopted in 

multicultural project teams? 

The reviewed studies revealed that multicultural project teams employ three major 

cross-cultural mechanisms namely verbal and non-verbal communication styles, 

strategic selection of communication mediums in virtual environments, and adaptive 

behaviors including cultural intelligence (CQ). These mechanisms align with Hofstede's 

cultural dimensions, particularly uncertainty avoidance and power distance, which 

influence communication preferences (Hofstede, 2001). In line with Hofstede's cultural 

dimensions, the studies indicate that norms of direct and indirect communication differ 

considerably across cultures (Thakur, 2015; Kelemen et al., 2025). These cultural norms 

influence individuals' expectations regarding hierarchy, uncertainty aversion, and power 

distance, all of which are factors that determine how team members handle 

disagreements or express their opinions. This supports Hofstede's idea that 

communication is embedded in cultural value systems.  

Moreover, Communication Adaptation Theory (CAT) represents another useful theory 

that can be used to explain how people seek to modify their communication patterns 
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with the aim of encouraging the exchange of meanings (Giles, 2016). It describes the 

process of team members modifying the verbal, tone, and nonverbal messages and 

adjusting them to fit other group members or to stand out. Empirical evidence is offered 

in such studies as Bartel-Radic and Munch (2023) and Zhan and Hample (2023). 

demonstrating that highly CQ members have adaptive talk, employing adaptive 

communication strategies, using either speeding up or slowing down the speech, 

modulation of expression, or focusing on relational communication when 

misunderstandings could emerge. The results indicate that media choice in virtual 

project teams is a cultural difference management mechanism. Written communication 

is a more effective way of neutralizing linguistic differences in linguistically diverse teams, 

whereas synchronous oral communication works better when language proficiency is 

not highly different (Eisenberg et al., 2021; Cizmas and Feder, 2024). These results 

further broaden the current communication-media theories by showing that it is not 

only the complexity of technology that influences the effectiveness of media; rather, it 

is the cultural diversity. 

 

5.1.2 RQ2: What are the impacts of cross-cultural communication on task 

performance, creativity, and cohesion in multicultural project teams? 

The analysis of the 27 studies reviewed shows a two-fold effect of cross-cultural 

communication. The reason is that on the one hand, effective communication was 

shown to have an impact of improving the team performance and on the other hand, 

poor communication diminishes the performance results. First, the review demonstrates 

that communication helps to enhance the integration, exchange of information, and 

joint resolution of issues, thus enhancing performance and creativity (Wisesa et al., 2021; 

Zhan and Hample, 2023). It has also been shown to increase cohesion, as well as task 

efficiency (Lauring and Klitmoller, 2017; Fiset, Bhave, and Jha, 2024). With high CQ and 

adaptive communication style, the teams will be in a better position to incorporate 

different viewpoints, a fact that is consistent with earlier studies that revealed that 

diversity provokes creativity where knowledge sharing processes are encouraged by the 

communication (Stahl et al., 2009). 
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On the other hand, the review confirms that poor communication can lead to fragmen-

tation within a team. The study indicates that misunderstandings related to nonverbal 

communication and language barriers are directly associated with conflict, costly de-lays, 

and decreased cohesion (Kuoribo et al., 2024; Kelemen et al., 2025). From a social clas-

sification perspective, these communication barriers can generate divisions based on na-

tionality (Boone et al., 2019), causing team disintegration rather than conver-gence. This 

finding is aligned with previous empirical studies which highlights language differences, 

divergent communication norms, and the misinterpretation of non-verbal cues as per-

sistent obstacles to team performance (Lauring and Klitmøller, 2017; Ochieng and Price, 

2010). Therefore, the quality of communication is a determining factor in whether diver-

sity fosters creativity (a positive impact) or conflict (a negative impact). 

 

5.1.3 RQ3: How do trust and management-directed communication strategies foster 

or hinder the performance of multicultural project teams? 

Based on the findings of this review, trust plays a crucial role in the relationship between 

communication and performance. Cohesion and collaboration are promoted by trust 

that is built through high-quality communication (Yu et al., 2021). The groups that had 

interpersonal trust of higher levels were more open and less feared misunderstandings.  

A lack of trust builds up when there is ambiguity in communication, or one that is con-

tradictory, especially when dealing with teams that are highly culturally heterogeneous 

(Mach and Baruch, 2015). 

The results of the 27 articles reviewed point to the significance of leadership as a mana-

gement technique influencing team climate mediating cultural differences and leading 

to engagement and trust (Bartel-Radic and Munch, 2023; Balbinot et al., 2024). The 

research studies demonstrate that special managerial and team abilities with the Culture 

Intelligence (CQ) factor being the most prominent in them are inevitable in navigating 

the complexities that multicultural project team involves. Also, the strategies imple-

mented by management, such as structured meetings, proactive conflict management, 

and targeted cross-cultural training, play a decisive role in the quality of communication 

(Tingvold and Munkejord, 2021; Balbinot et al., 2024). The findings from the 27 reviewed 
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studies are largely consistent with previous studies. Wisesa et al. (2021) identify virtual 

transformational leadership and cultural intelligence as key moderators of virtual team 

performance, a finding echoed in the reviewed studies, which repeatedly cite leadership 

style, cultural intelligence, and trust as critical success factors. However, the findings 

from this present review show that the efficacy of management strategies is profoundly 

dependent on context. Tabassi et al. (2019) showed that an "avoiding" conflict manage-

ment style can be beneficial in the Malaysian construction industry, where cultural 

norms favor harmony. This finding contrasts with the principles of agile management 

according to Abadir et al. (2019), which thrive on direct communication and rapid con-

flict resolution. 

 

5.2 Theoretical Contribuitions 

The work paper is relevant to the existing theories that prove that communication is not 

the functional activity but the strategic ability that unites the knowledge, balances the 

cultures and has the direct effects on team integration, creativity and performance of 

the tasks. Regarding the contribution to the body of knowledge, this research combines 

the results of 27 empirical and conceptual studies published since 2015, which is a strong 

contribution to the theoretical knowledge about cross-cultural communication within 

multicultural project teams.  

The results of this review are in line with Hofstede model and Communication 

Adaptation Theory (CAT) that serves as the theory behind this current study. According 

to the outcome of the thematic analysis, Cross-cultural communication Mechanisms, is 

directly defined by both theories. The model by Hofstede gives the macro-level 

environment that clarifies the existence of various mechanisms. As an example, a direct 

product of this cultural dimension is the discovery that formal, hierarchical 

communication can be useful to high power-distance teams (Mazur et al., 2025). 

Likewise, the variation between the high-context and low-contexts communication is 

based on the wider cultural values such as individualism versus collectivism (Thakur, 

2015). The latter is followed by CAT explaining how people at the micro-level negotiated 

such differences by changing their communication styles to either converge, reducing 
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social distance or diverge to retain group identity. Second, cross-cultural communication 

can influence the performance of multicultural project teams, which is the direct 

consequence of this process of adaptation. The adverse effects, i.e., conflict, 

misunderstandings, and decreased productivity (Kuoribo et al., 2024) occur when 

conflicts between the dimensions of Hofstede are not effectively handled and 

communication adjustment does not work. On the other hand, the beneficial effects, 

such as increased creativity and problem-solving (Zhan and Hample, 2023) are achieved 

when the teams manage to adjust, with the help of the communication to overcome 

cultural differences and capitalise on various views. Lastly, on the role of trust and 

management-led strategies, the results indicate the causes that allow successful 

adaptation. The outcome of efficient communication adaptation is trust; effective 

convergence creates trust and cohesion as CAT proposes. Strategies and leadership skills, 

which are guided by management, such as cultural intelligence (CQ) are essential as they 

help to provide the environment under which such adaptation can take place. Good 

leaders take advantage of their knowledge about the cultural differences (Hofstede) to 

implement communication strategies that promote positive adaptation (CAT), which will 

lead to the trust required to perform highly. 

Altogether, the work contributes to the existing literature because it offers a theoretically 

and empirically consistent framework that elucidates the mechanisms, which connect 

cross-cultural communication to team-performance, and emphasizes the importance of 

trust and management approach in multicultural settings. 

 

5.3 Managerial Implications of the Study 

The outcome of this 27 studies SLR has implications on multicultural project teams 

working in the global business environment. In the case of multicultural project teams 

and global business management, the practical implications of the findings in this study 

will be far-reaching since they offer evidence-based and actionable strategies to the lea-

ders and organizations. The background of the research provides the strategic impor-

tance behind multinational corporations relying on the ability to use their diverse teams 

in an effective manner, as opposed to a one-size-fits-all approach. To begin with, the 
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research concludes the essential relevance of the skills of cross-cultural communication 

to the success of international projects. What this entails is that organizations should be 

aware that communication is not an insignificant issue but part and parcel of perfor-

mance that has a direct influence on the levels of cohesion, trust, sharing of knowledge 

and speed of execution. In the case of multicultural teams, the results derived in this 

study indicate that diversity can only be converted into high creativity and good problem 

solving abilities when it is reinforced by an efficient communication system. Therefore, 

managers should introduce systematic communication measures such as frequent mee-

tings, sharing platforms, and transparent communication channels that were mentioned 

in the studies as vital in the prevention of misunderstanding and development of mutual 

respect. Their second concern should also be to establish trust because open communi-

cation, cultural understanding, and continual engagement also help to establish trust in 

multicultural teams. 

 

5.4 Strengths 

This current SLR offers an in-depth review of 27 researches which touched upon the ef-

fects of cross-cultural communication on the project teams that are multi-cultural. The 

present SLR has a Systematic Literature Review (SLR) protocol that follows Denyer and 

Tranfield (2009) protocol, which provides the structure of the review process, reprodu-

cibility, and auditability. In addition, this paper synthesizes both the cultural dimensions 

of Hofstede at a macro level with the micro level Communication Adaptation Theory 

(CAT) to give an effective theoretical framework in explaining the thematic findings and 

not just describing them but giving a more explanatory synthesis. This theoretical under-

pinning strengthens the conceptual structure of the study and solidifies its role in the 

research in the field of international business management. Also, employs a broader 

search methodology, making use of three leading academic databases (Scopus, Web of 

Science, and EBSCO) that have very specific inclusion and exclusion criteria. This will fa-

cilitate the fact that the review will be having a wide and pertinent foundation of current, 

peer reviewed literature. In addition, this paper involves the dynamic nature of virtual 

communication in the post-pandemic period and evaluates the transformation of 
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modern structures of team collaboration across the globe, which makes it more relevant 

nowadays. 

 

5.5 Limitations 

While this study makes significant contributions, it has several limitations. First, this 

systematic literature review was restricted to studies published between 2015 and 2025. 

This eligibility criteria may exclude relevant earlier studies published before 2015. 

Second, the search terms used may not have captured all the possible alternative terms 

for cross-cultural communication and multicultural project teams. Third, this present 

review included studies with varying research methods. While the heterogeneous 

methodology enriches the synthesis, it also introduces challenges of comparability 

across studies, potentially weakening the uniformity of the conclusions. The studies also 

varied in their sample sizes and contexts which may limit the generalizability of the 

findings. Furthermore, tb he inclusion of only studies published in English language 

might have introduced some publication bias, potentially overlooking relevant studies 

published in other languages. Finally, the exclusion of conference papers and studies 

outside business project environments may narrow the generalizability of findings, 

particularly for organizations operating in hybrid or educational contexts.  

 

5.6 Future Research 

Such constraints imply that further studies are advisable to include more sources, 

longitudinal study designs, and quantitative synthesis to make them stronger and more 

applicable. Structural and organizational factors like leadership power dynamics, reward 

systems, team composition strategies and cultural integration of organizations and 

interaction with the cross-cultural communication mechanisms should be studied to 

identify their influence on cross-cultural communication in the future. Lastly, considering 

the emergence of remote work and virtual teamwork, research in the future ought to be 

conducted on the specific communication challenges and opportunities that digital 

settings offer, such as the use of technology to achieve cross-cultural understanding. 
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Appendix 1: Metadata of 27 Reviewed Studies 

Author–Year Context Sector Team 

type/virtuality 

Method Sample size Focal constructs Key findings 

relevant to 

research 

questions 

Eyiah et al. 

(2025) 

Ghana Construction Multinational 

project teams 

Qualitative 8 managers 

from 3 

teams 

Cultural diversity 

management, 

work 

environment, 

communication, 

team building 

A positive work 

environment, 

effective 

communication, 

team building, 

and mutual 

respect are vital 

for managing 

cultural diversity. 

Kelemen, 

Malota, and 

Lendvai 

(2025) 

Global IT Global, 

multicultural 

Qualitative 10 expert 

global 

professional

s 

Cross-cultural 

communication 

barriers, 

Identified six 

communication 

barriers (e.g., 

language, hidden 
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language, hidden 

assumptions 

assumptions, time 

management) 

that negatively 

impact team 

performance. 

Thakur (2015) Not 

specified 

(author's 

experience) 

Project 

Managemen

t 

Multicultural 

project teams 

Qualitative 

(Conceptual) 

Not 

specified 

Emotional 

intelligence, 

cultural 

sensitivity, trust-

building, 

communication 

styles 

Project success 

hinges more on 

soft skills like 

emotional 

intelligence and 

cultural sensitivity 

than on 

traditional KPIs; 

communication 

style differences 

significantly 

impact outcomes. 

Yu et al. 

(2021) 

Not 

specified 

Information 

Systems & 

Multicultural 

project teams 

Quantitative 117 project 

managers 

Trust, 

intercultural 

Interaction and 

transparency are 



60 

Project 

Managemen

t 

communication, 

emotional 

intelligence, 

transparency 

critical factors that 

positively 

influence trust in 

intercultural 

communication, 

which is tightly 

linked to project 

success. 

Tingvold and 

Munkejord 

(2021) 

Norway Healthcare 

(Nursing) 

Multicultural 

staff teams 

Qualitative 31 staff 

members 

Communication 

challenges, 

shared goals, 

mutual respect, 

proactive 

management 

Proactive 

management 

strategies, such as 

frequent 

meetings, are 

crucial for 

mitigating 

communication 

challenges and 

fostering team 
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cohesion and 

trust. 

Zhan and 

Hample 

(2023) 

Lab setting N/A Culturally 

heterogeneous 

teams 

Quantitative 

(Quasi-

experimental) 

416 

participants 

(104 teams) 

Cultural diversity, 

information 

sharing, cultural 

intelligence 

Cultural diversity 

enhances unique 

information 

sharing but can 

hinder openness; 

team cultural 

intelligence 

moderates these 

effects, leading to 

better 

performance. 

Bartel-Radic 

and Munch 

(2023) 

Global (3 

continents) 

R&D Global project 

team 

Qualitative 

(Ethnographic

) 

Up to 50 

members (1 

team) 

Boundary 

spanning, 

leadership, 

conflict 

resolution, 

Leaders can 

mitigate 

communication 

challenges 

(language 

barriers, differing 
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structural/cultura

l coupling 

styles) through 

boundary-

spanning 

activities, 

fostering 

understanding 

and enhancing 

performance. 

Means and 

Mackenzie 

Davey (2023) 

Indian-

German 

team 

Not specified Multicultural 

project team 

Qualitative 

(Ethnographic

) 

13 core 

participants 

Sensemaking, 

cultural 

stereotypes, 

performance 

ambiguity 

Team members 

used cultural 

stereotypes to 

explain 

performance 

issues, which 

avoided conflict 

but also hindered 

reflection, 

learning, and 

innovation. 
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Leite and 

Duarte (2025) 

Global B2B 

Company 

Coffee 

Industry 

Remote project 

teams 

Mixed-

methods 

~60 

employees 

Critical success 

factors, remote 

work, trust, 

leadership, 

communication 

Cultural 

differences can 

hinder interaction 

in global remote 

teams; cultural 

awareness, 

training, and 

structured 

communication 

are critical success 

factors. 

Tabassi, 

Abdullah, and 

Bryde (2019) 

Malaysia Construction Multicultural 

temporary 

project teams 

Quantitative 126 teams Conflict 

management 

styles, team 

coordination, 

performance 

Cultural context 

shapes the 

effectiveness of 

conflict 

management 

styles; an 

'avoiding' style 

can be positive in 
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East Asian 

contexts that 

prioritize 

harmony. 

Mazur, 

Chukhray, and 

Dronyuk 

(2025) 

Global (23 

countries) 

IT Multicultural 

and virtual 

teams 

Mixed-

methods 

127 IT 

professional

s 

Cultural 

dimensions, 

communication 

effectiveness 

Communication 

quality is a key 

mediator between 

cultural 

dimensions and 

team 

performance; 

adapting 

communication 

protocols to 

cultural 

preferences is 

critical. 
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Borysov 

(2024) 

Not 

specified 

IT IT project teams 

(remote/hybrid) 

Quantitative "Limited 

number of IT 

teams" 

HRM, 

communication, 

cultural factors, 

leadership 

Cultural 

differences (e.g., 

language barriers) 

have a significant 

negative impact 

on team 

performance, 

while effective 

communication 

has the highest 

positive impact. 

Borges et al. 

(2025) 

Guyana Construction Multicultural 

project team 

Mixed-

methods 

44 

respondents 

Critical success 

factors, team 

integration, trust, 

communication 

An effective 

relationship 

among team 

members (built on 

trust, 

commitment, and 

communication) is 

the second most 
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critical success 

factor for projects. 

Liu et al. 

(2020) 

Internationa

l joint 

ventures 

(with 

Chinese 

partners) 

Construction International 

joint ventures 

Quantitative 143 

respondents 

National cultural 

differences, 

conflict 

management, 

performance 

A high degree of 

national cultural 

difference is a 

source of conflict 

and 

communication 

problems that 

negatively impact 

project 

performance. 

Kappagomtul

a (2017) 

China and 

India 

Large 

projects 

Multi- or cross-

cultural teams 

Quantitative 39 project 

teams 

Socio-cultural 

factors, trust, 

cultural 

awareness 

Socio-cultural 

factors like 

personal 

connections 

significantly affect 

outcomes; 

effective 
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communication is 

key to overcoming 

barriers and 

fostering 

cohesion. 

Kuoribo et al. 

(2024) 

Ghana Construction Multicultural 

workforce/team

s 

Mixed-

philosophy 

(Survey) 

61 

respondents 

Communication 

barriers, cultural 

tolerance, 

teamwork, 

productivity 

Communication 

barriers, including 

language 

differences and 

lack of cultural 

tolerance, lead to 

misunderstanding

s and negatively 

impact 

productivity. 

Tavoletti, 

Stephens, and 

Dong (2019) 

Global (130 

countries) 

Academia Global virtual 

teams 

Quantitative 

(Quasi-

experimental) 

895 teams Peer evaluation, 

team effort, 

motivation, 

performance 

Acknowledges 

existing research 

that identifies 

cross-cultural 
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communication 

style as a 

significant factor 

in the 

performance of 

global virtual 

teams. 

Eisenberg, 

Glikson, and 

Lisak (2021) 

Global (5 

countries) 

Academia 

(MBA 

students) 

Multicultural 

virtual teams 

Quantitative 

(Field 

experiment) 

45 teams Media choice, 

language 

diversity, 

perceived 

proximity 

The effectiveness 

of communication 

media (verbal vs. 

written) depends 

on the team's 

diversity in 

language 

proficiency. 

Cizmaș and 

Feder (2024) 

Romania & 

Czech 

Republic 

IT Virtual and face-

to-face 

multicultural 

teams 

Quantitative 159 

respondents 

(23 teams) 

Team 

effectiveness, 

virtuality, 

Treats effective 

cross-cultural 

communication as 

a necessary 
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competency 

development 

precondition for 

competency 

development, 

relational links, 

and team 

cohesion. 

Mach and 

Baruch (2015) 

UK Academia Cross-cultural 

project teams 

Quantitative 323 

individuals 

(73 teams) 

Team trust, 

consensus, 

heterogeneity, 

faultlines 

Interpersonal 

communication 

difficulties arising 

from cultural 

heterogeneity 

erode team trust, 

which is a critical 

mediator for 

achieving high 

performance. 

Hartono, 

Dzulfikar, and 

Indonesia Start-ups Project teams Quantitative 102 teams 

(395 

individuals) 

Team diversity 

(ideological), 

conflict 

Speculates that a 

strong collectivist 

culture may 
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Damayanti 

(2020) 

mitigate conflicts 

arising from social 

diversity, implying 

cultural context 

shapes team 

dynamics. 

Cizmaș et al. 

(2020) 

Romania & 

Czech 

Republic 

IT Multicultural 

teams 

Quantitative 189 

respondents 

(28 teams) 

Management 

functions, cultural 

diversity, 

performance 

While cultural 

diversity can 

cause 

communication 

problems, 

effective 

communication in 

such teams can be 

a source of 

knowledge and 

improved 

performance 
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when managed 

well. 

Beeler and 

Lecomte 

(2017) 

Not 

specified 

Managemen

t Training 

Cross-cultural 

teams 

Qualitative 25 managers Language use, 

linguistic 

hegemony, 

dialogical 

practices 

Language-based 

power dynamics 

significantly 

impact 

performance; 

linguistic 

dominance leads 

to exclusion, while 

dialogical 

practices foster 

inclusive 

collaboration. 

Balbinot et al. 

(2024) 

Global Academia Global virtual 

teams (GVTs) 

Quantitative 3,385 

participants 

(686 teams) 

Cultural 

intelligence (CQ), 

communication, 

conflict 

management 

A team member 

with high cultural 

intelligence 

significantly 

improves team 
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communication, 

thereby reducing 

conflict and 

enhancing overall 

team 

performance. 

Latukha and 

Panibratov 

(2015) 

Russia International 

Operations 

Top 

management 

teams (TMTs) 

Mixed-

methods 

54 managers 

(21 

companies) 

TMT 

competencies, 

multicultural 

interaction skills 

Emphasizes that 

multicultural 

competencies, 

such as cultural 

sensitivity, are 

critical for top 

management and 

positively 

influence 

performance 

abroad. 
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Schreiber, Van 

Dijk, and 

Drory (2025) 

Global High-tech Global virtual 

teams 

Quantitative 384 

employees 

Cultural diversity, 

trust, 

transformational 

leadership 

Cultural diversity 

can hinder trust 

due to differences 

in values and 

communication 

styles; 

transformational 

leadership 

mitigates these 

challenges by 

fostering inclusive 

communication. 

Poortinga 

(2024) 

Netherlands Military / 

Intercultural 

training 

Multicultural 

teams 

Qualitative 

(Conceptual) 

Not 

specified 

Intercultural 

training, 

overgeneralizatio

n 

Implies that 

traditional cross-

cultural training 

may hinder 

effective 

interaction; a new 

model focusing on 
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universal human 

processes could 

foster better 

dynamics. 

 

Appendix 2: Identified Themes 

Theme 1: Cross-cultural Communication Mechanisms in Multicultural Project Teams 

Subtheme Main Finding/Insight Evidence  Reviewed Studies 

Verbal and Non-

verbal 

Communication 

Styles 

Communication styles (verbal/non-verbal) 

differ by culture and impact team planning, 

expectations, and cohesion. 

Direct vs. indirect communication and 

nonverbal cues can cause 

misunderstandings or maintain 

cohesion, depending on cultural 

context. 

Thakur (2015); Kelemen 

et al. (2025); Beeler and 

Lecomte (2017); Mazur 

et al. (2025) 

Communication 

Media and Virtual 

Context 

Choice of communication medium 

(oral/written, synchronous/asynchronous) 

affects team performance and inclusion. 

Oral communication is better for teams 

with similar language proficiency; 

written modes help mitigate power 

imbalances in diverse teams. 

Eisenberg et al. (2021); 

Cizmaș and Feder (2024) 
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Adaptive 

Mechanisms & 

Cultural Intelligence 

Adaptation strategies and high cultural 

intelligence (CQ) enhance communication 

and reduce conflict in diverse teams. 

Leaders who engage in both task and 

relationship-building activities, and 

teams with high CQ, communicate 

more effectively. 

Bartel-Radic and Munch 

(2023); Zhan and Hample 

(2023); Balbinot et al. 

(2024); Poortinga (2024) 
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Theme 2: The Impact of Cross-cultural Communication on Team Performance 

Subtheme Main Finding/Insight Evidence  Supporting Studies 

Positive 

Impacts 

Effective cross-cultural 

communication enhances creativity, 

problem-solving, and team 

cohesion. 

Diverse viewpoints, when 

communicated well, lead to more 

ideas, better solutions, and stronger 

team relationships. 

Zhan and Hample (2023); Cizmas et al. 

(2020); Borges et al. (2025); Eyiah et al. 

(2025); Yu et al. (2021); Schreiber et al. 

(2025); Latukha and Panibratov (2015); 

Tingvold and Munkejord (2021) 

Negative 

Impacts 

Communication barriers (language, 

misunderstandings) cause conflict, 

reduce productivity, and harm 

cohesion. 

Language differences and lack of 

structured communication lead to 

misinterpretations, delays, and 

project failure risks. 

Kuoribo et al. (2024); Kelemen et al. (2025); 

Borysov (2024); Tingvold and Munkejord 

(2021); Mach and Baruch (2015); Liu et al. 

(2020) 
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Theme 3: The Role of Trust and Management-directed Communication Strategies 

Subtheme Main Finding/Insight Evidence  Supporting Studies 

Trust Trust is essential for effective 

communication and team 

success; lack of trust leads to 

barriers and failure. 

Interaction and transparency 

build trust, which is critical for 

cohesion and performance in 

multicultural teams. 

Yu et al. (2021); Borges et al. (2025); Mach and 

Baruch (2015); Schreiber et al. (2025) 

Management-

directed 

Strategies 

Proactive, culturally tailored 

management strategies (e.g., 

structured communication, 

conflict management) are vital. 

Structured protocols, regular 

meetings, and culturally 

appropriate conflict resolution 

improve cohesion and mitigate 

challenges. 

Mazur et al. (2025); Tingvold and Munkejord 

(2021); Leite and Duarte (2025); Tabassi et al. 

(2019); Liu et al. (2020); Poortinga (2024); 

Balbinot et al. (2024); Thakur (2015); 

Schreiber et al. (2025); Eyiah et al. (2025) 

 

 


