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Abstract 

By analysing the approaches employed by project managers to deal with cultural differences, this paper hopes 

to shed light on the dynamics of international project teams. Two distinct intercultural practices—one involving 

the individual's development of tolerance and self-control and the other involving the use of trial and error in 

the context of relationship building—emerged from a survey of European project groups that engaged in cross-

cultural collaboration. Profit from the global community or the culture of your profession. It is argued that 

there is still another method by which the effectiveness of cross-cultural endeavours can be enhanced. A 

rigorous evaluation of the cultural sensory process of the project's participants forms the basis for the 

organisation of cross-cultural patterns. The authors of this piece settle on an intercultural strategy for dealing 

with cultural differences among a global team of project developers. 

 

International business environments are ideal for the success of multinational project teams. They are 

the product of an effort to foster horizontal cooperation inside an organisation and represent a short-term 

structure with a singular focus. Horizontal initiatives are consistent with other management realities despite the 

broad term. They manifest in many settings and can serve a variety of ends. Some project teams, for instance, 

develop as a result of strategic alliances, partnerships, joint ventures, or consortia among several businesses 

(Hamel, Doz and Praha lad, 1989). Companies often branch out internationally so as to take use of 

complementary resources and prevent employing redundant workers at home. Coordinating the efforts of 

companies whose parts are scattered by centrifugal force, project management looks to be a viable option 

(Bartlett & Ghoshal, 1992). For numerous business alliances and collaborative endeavours, Investigation and 

progress making. Even rival businesses may have a vested interest in a study for their own purposes. To begin, 

we can split the expense of research and development amongst investors so that a more daring venture can get 

off the ground. In addition, they can learn from one another. Finally, the organisation will be more efficient in 

developing and releasing innovative technological standards in the early stages of R&D, when activities are 

coordinated. Corporations rely more and more on project teams for product innovation and development 

(Aldridge & Swamidass, 1996). Implementing new, more efficient methods of mass manufacturing is central to 

project management thinking. The project structure relies on multidisciplinary teams, which fosters innovation 

and provides more freedom than standard hierarchical pyramids. Similar significant alterations to the 

organization's routines might be expected when separate task groups are used instead of teams. 

It's for this reason that there are so many different kinds of project groups, each with its own structure, 

rules, and boundaries. Kumar and Michaelson (1993) are one example. However, variety can have a negative 

impact on a team's productivity by making group processes more opaque, complex, and confusing. In light of 

these contradictory findings, it is necessary to alter contextual and median variables. In order to profit from 

diversity, some researchers have incorporated variables like proportional representation of different groups 

(Cox, 1993). However, some have stated that the group's members' conduct is influenced by a power dynamic 

and multicultural dynamics (Aldermen, 1987). For the purposes of maximising the benefits of cultural diversity 

in the workplace, Ely and Thomas (2001) established three "perspectives on employee diversity" that embrace 

people. In a broader sense, the success of international work teams is in the hands of those responsible for their 

management. When managed well, culturally diverse teams have the potential to be highly productive (Adler, 

1986: 118). 

To that end, we've been doing in-depth research on the topic of cultural diversity management in multi-

cultural projects. There is a wealth of literature (Easley & ere, 1997; Simons, Vazquez, & Harris, 1993; 

Tiedemann, 1991) on proper conduct in an international work setting, which might be useful to practitioners 

who face such situations. The topic of strong global leadership is of interest to many authors (House, 2000, 

Simons et al., 1993). Most intercultural understanding, however, is implicitly attributed to research into North 

American ideals, according to Segalla, Fischer, and Sandner (2000). Because of their lack of adaptability, 

charm, honesty, and trust, great leaders frequently aren't a good fit for multicultural teams consisting of 

Europeans and Asians. Also, the majority of works written about intercultural leadership have a normative 

stance. While there is no shortage of tales and success stories highlighting the challenges and rewards of 

working across cultures, we know of very little empirical study into the actual technique that multinational team 
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leaders employ to rein in cultural differences. We investigate how project managers can learn from and even 

profit from cultural differences. 

Effectiveness of such a venture is enhanced. 

Members of the team hail from a wide range of countries. Our research is based on actual events and 

their outcomes. 

At first, we'll go over the process of conducting fieldwork. In the second section, we will look at three 

cross-cultural strategies that project managers adopt, consciously or unconsciously, to manage global teams. 

Beyond these technical advances, we also offer you some new approaches to consider. 

 

I. Research method 
To understand the actual cases of cultural diversity management, we have compared three international 

project groups. The three projects have commonality in collecting engineers from different European countries. 

However, it is very different in context, purpose and structure. Each case is presented in Appendix 1. 

 

II. R & D consortium 
The first group is part of a European consortium formed for the purpose of doing research and 

development in the field of telecommunications. Over 50 people representing 8 different nations and 16 

different companies make up this group. There is only one firm in the countries of Denmark, Italy, Ireland, the 

Netherlands, and Portugal, five from France, four from Sweden, and two from Norway. In addition, the 

companies involved in the project do not all contribute the same number of technicians. In the end, France and 

Sweden have more members than Italy and Ireland have, which both have fewer than four. Everyone on the 

project team is based in their respective countries with the exception of the United States and Luxembourg. 

The European Union, which is in charge of the associated businesses and a portion of the project, 

signed a contract outlining its requirements. For one of the contracts, for instance, the prime contractor will 

select an engineer to serve as project manager. One thing to keep in mind is that leaders of projects do not hold 

any formal position of power over their collaborators. Each partner formally has equal voting rights on major 

issues. The organization's primary focus is spelled out in the contract. 

However, initiatives like the board and the work units Joint venturers have finalised this pact by 

adhering to a set of rigorously codified norms and processes. 

What is expected of the partner guide, how the final document will look, and who will need to sign off 

on it. In fact, they design the ideal method of operation and behaviour as well. Start the meeting on schedule, let 

everyone speak, and write down all you can do to prevent distractions that aren't related to the topic at hand. 

Actually, it happens all at once in a number of different places. Distance between partners is not an issue when 

using the guidebook, as the entire meeting can be planned in one sitting. Every partner (or at least the biggest 

organisation) is responsible for the logistical organisation of the four or five "Project Week" events per year. 

This'state', then, always originates somewhere else (Paris, Stockholm, Madeira, etc.). During the course of a 

project week, electronic media are the primary means of communication and document management. In most 

cases, participants rely on email or larger group gatherings where everyone is engaged in the same topic of 

technology. 

For various professional and personal reasons, British people have also joined businesses and sports teams. 

Integrated into the company's matrix structure, this project team is here to help you succeed. It will 

require coordination across divisions. Each member of the team worked on multiple projects during the course 

of the three to five years that these endeavours lasted. Therefore, the most difficult task for project managers is 

to prioritise the workers on their teams based on how much work they need to complete. Even if they have to 

relocate to other power plants in the future, it is common practise for all members of the team to be located on 

various floors of the building. 

 

III. Product development project 
The third endeavour is geared for pilot clients who create and refine new wireless communication 

solutions. Three affiliates of five major European and global corporations will receive the project. There are four 

major overseas branches: two in Germany, one each in France and Belgium, and the final one in Italy. There are 

a lot of reasons why it's important to explain this kind of multi-locational organisation. The first problem is that 

the price of development is too great for a single object to exist. Second, sharing the unit's specialised 

knowledge would be useful for this endeavour. Third, we divide responsibilities such that both divisions stay in 

touch with the pilot client. 

However, complex coordinating mechanisms are needed for distributed development. When it comes to 

development, it's up to the "central group" to make sure everything runs well. It employs around 80 employees 

from various locations and is housed in a French subsidiary. There is no formal corporate structure backing the 

core group. Subsidiaries appoint members of staff to sit on the board. This is why some people want to live as 
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expats and why other countries have agreements similar to the French model. Specification work is coordinated 

in practise by a central group responsible for document management, integration of technological advancements 

from several sites, and testing. Many different nationalities are represented at the development centre where the 

Central Group works, although French and German engineers make up the bulk of the team. The scope of 

communication within the project is quite narrow. We have regular meetings, communicate frequently by email 

and video chat, and use these tools frequently. Technical issues abound, and in order to get things done on time, 

you'll need to be able to react swiftly and carefully to the task at hand. Members felt constant pressure from 

rivals to lower prices in the telecommunications industry. 

Each project now has a single manager designated as the primary leader. However, in scenarios 1 and 

3, intercultural teams are not directly managed by the project manager. There are five distinct sub-projects 

within the collaboration. The team management and job completion responsibilities of each department are 

delegated to a single individual. These leaders, like those in charge of major projects, have no formal power 

over the people under their charge. There are three members in the Central Group of the product development 

team, and their job is to oversee the directors of projects and the smaller intercultural teams that they oversee. 

Ten participants were identified as project managers who handled cultural differences. 

 

IV. Personal tolerance 
Self-control 

1. Attend interviews and meetings 

After verifying each instance with the rest of the group, we were able to single out its most salient 

characteristics, unaltered components, and surrounding context in order to construct and correlate a "ideal kind" 

of cross-cultural management. Give me an idea of how they feel. 

Specifically, multicultural management tactics have been uncovered as a result of either being 

explicated in detail by the project's leaders or deduced after an examination of the team's own regulatory 

procedure. Members of all projects, for instance, openly assert that they are part of a professional culture that 

helps them triumph over one another, and the process of trial and error is based on extensive research into the 

conferences and decisions made by the consortium over time. 

Since this was an exploratory study, we weren't concerned with quantifying how often specific 

behaviours occurred within the group but rather with understanding the nature and significance of their impact 

on the projects they worked on together. As a final step, the findings were compared to relevant works on cross-

cultural management and leadership. 

 

V. Results 
This research demonstrates three categories of intercultural practises used by global project managers. 

It's crucial that these methods are not mutually exclusive. Different levels of intercultural leaders within a 

project often generate contradictory approaches, and a single leader may be following many methods at once. 

The Swiss manager made it obvious that he did not want any innovations in the electrical engineering 

project, and he treated every member of the team the same. The most time-efficient method of leading a global 

project team is to ignore cultural differences. According to Laurent's (1998) research, we hypothesised that 

managers would do nothing except talk about cultural differences when presented with them. This mentality is 

most oppressive when the international scope of the project arises from inherent dangers, as in a Swiss 

corporation, rather than being consciously constructed, as in a multinational endeavour meant to capitalise on 

diverse perspectives. Capacity. However, despite these distinctions, everyone has been treated fairly. 

Without a system in place to systematically address these divergences, the various modes of 

interpretation and application will simply survive. Partners in Southern Europe are more likely to voice their 

opinions openly in an R&D consortium than their counterparts in Northern Europe and Scandinavia. While the 

team may take into account the member's feedback about how this change in behaviour "affects people," they 

continue working toward their goal regardless. On the other hand, example 2 has a high requirement for group 

cohesion. While it's true that parallel solution development is impossible, strong collaboration is also crucial. 

The next step is to come to an agreement on technical fixes and processes. 

Due to a lack of institutional management of cultural differences, leaders in two scenarios (coexistence 

of practises and compromise negotiations) often rely on the tolerance and self-control of their teams to find 

solutions. In reality, everyone involved promises to make sacrifices and work cooperatively. Some German 

participants in product development initiatives, for instance, have voiced concerns that their compatriots won't 

show up to meetings uninvited. 

This appeal for acceptance is in line with two competing discourses that either downplay or place a 

monetary value on cultural differences. Some respondents to our survey noted that when working on a 

technology problem, members of a global team tend to put their differences in culture and language aside. They 

use phrases like "not overstated" and "people's problems in the beginning" when talking about cultural 



Cross-cultural management 

DOI: 10.9790/487X-2303016368                                   www.iosrjournals.org                                         66 | Page 

differences. One or more of them has participated in numerous international projects. Exposure to different 

cultures has been linked to depression in many individuals. They are used to adjusting to new social and cultural 

environments. On the other hand, another part of the interviewee thinks that the interviewees should stress the 

significance of the differences and help the interviewees become good, upstanding citizens. 

To what extent may self-restraint and tolerance improve the performance of the project team as a 

whole? A culture does not endorse any particular set of worldviews that can be utilised to reflect an 

understanding of the context and appropriate action. Multiple operations can be performed within the 

interpretation context. Within a given cultural group, members do not always respond the same way to similar 

situations, nor do they always apply the same'marginal margin' to all conceivable interpretations. The oscillating 

manufacturability of humans is a concept introduced by Demorgon (1989). provides opportunities for cultural 

understanding and adaptability. This also explains why some people have an easier time adapting to different 

cultural norms, while others thrive in their own. Respondents from Portugal, for instance, found it easy to adjust 

to a consortium's particular, clear plans for their activities but more challenging to adjust to improvising once 

they returned home. 

However, not all alterations can be so simply stated. Intercultural management causes anger, just like in 

Case 2. They are audible in many overheard talks and hushed ones. Containing only scathing criticism of others, 

these conversations are best avoided. There is a small, unofficial populace that forms during breaks, and they 

often help alleviate some of the strain members feel as a result of constant self-discipline. Let tensions that could 

arise simmer. Furthermore, members typically do not wish for the group to continue, but they need not be 

interpreted, allowing for continuous alterations. Giving up the more engaging answer and settling for a lower 

bar means something different for each response. 

 

Trial and error process combined with personal relationships 

As a second method, encouraging team members to get to know each other can help to ease cultural 

tensions. When people have a solid foundation of mutual trust, it's much simpler to use empirical methods to 

become ready for a situation. The consortium's project manager is obviously employing this tactic. During the 

course of a project, team members are more likely to get friendly with one another as a result of social events 

like team lunches. 

The ability to reach a common agreement is greatly aided by personal relationships. Because cultural 

adaptations are not distinguishable from other schemes for personality, gender, regional, professional, or 

corporate culture, it is not often clear to participants why these kinds of arrangements are conceivable 

(Sackmann, Phillips, & Goodman, 1999). The only way to know for sure if your partner won't accept you is to 

talk to them frequently, so that they can tell you. Over time, the approach can establish a reliable pattern, even 

when the surrounding context is unclear. 

Weak empirical adaptations that don't address the final conflict problem are to blame for the strategy's 

limitations. Pragmatic regional planning becomes invalid when either the actors or the circumstances change. 

Making concessions based on what everyone involved in the project wants to do doesn't always lead to a reliable 

cooperative cycle. 

It's not a given that people will automatically comprehend each other as they come to know one other. 

On the other hand, this may be the consequence of noticing that frequent interactions in Case 2 further entrench 

unfavourable preconceptions and divisiveness between cultural groups. Particle piers' eagerness to find solutions 

to issues may not be enough to reconcile divergent points of view. 

 

Settling in a multicultural culture 

The leaders of international project teams might rely on other international cultures, such as 

professional culture and corporate culture, to unite participants if they are unable to guide the team to a shared 

national culture. 

All three study groups were able to work together despite their different backgrounds and worldviews 

thanks in large part to the shared engineering culture that exists among them. Many of the project's heads and 

members have spoken up to say that they're trying to ignore cultural issues in favour of talking about the 

project's technical details. Indeed, professional culture serves as a catalyst to boost cross-cultural dialogue. 

Content for exchanges and a common language, as well as an atmosphere conducive to the creation of technical 

dictionaries and strong relations, are only two of the many advantages they offer for international 

communication. A respondent in Case 1 said, "The most significant thing is the personal college course: a 

French philosopher and a French engineer who has done high level technical study in the field of high 

technological research in Lille and Stuttgart." 

However, the degree to which the two workplace cultures are connected should not be overstated. To 

begin, there are variations among variations within a trade, such as distinct methods for solving the same kind of 

problem. And second, having a job can give you respect and prominence in society. Furthermore, engineers' 

social identities vary from one nation to the next (Grelon, 1998, Sorge, 1998). Cases 2 and 3 can also collect a 
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variety of occupations and reap synergies by participating in most multinational ventures. Thus, the professional 

ethos is often reduced to the prevailing norms of a given field. 

When technological biases aren't transmitted across national lines, project managers can strive to 

employ the company's culture to their advantage. 

The project manager and developers of the new product did their best to spread the values of the 

multinational corporation. The norms of conduct expected of employees of an organisation are reflected in its 

culture. We don't see a mutual agreement based on the desire of an individual, but rather the convergence of 

people's behaviours in accordance with the same institutional rules. Because it provides a sense of security that 

can replace the tension created by the interaction with the 'other person' whose consciousness is unknown, 

corporate culture can contribute to intercultural efficiency. It also gives us a common understanding of how to 

act in various international contexts. These normative frameworks are meant to facilitate practical cooperation 

and to take the place of traditional national practises. 

Our findings reveal that the overall corporate culture in a team with the potential to play a key role 

remained in its infancy despite the best efforts of the project manager and the team. Behavior has been 

influenced more by the unit's subculture than by the undeveloped corporate culture. However, more crucially, 

corporate culture may solve more fundamental issues by establishing standard practises including when to speak 

up in meetings, how to prepare for meetings, and when to stop talking during meetings. Cultural disputes can be 

resolved by addressing their fundamental causes. The linguists that serve as interpreters have their own styles. 

Making blanket statements about what constitutes wrongdoing in different cultures is difficult. When the 

required change runs against to the idea of being lawful, people's adaptation is severely stunted. According to 

Hofstede's well-known research, conducted alone within one of the world's largest firms' subsidiaries, national 

culture does not easily morph into entrenched corporate culture. Last but not least, a transnational corporate 

culture that is consistent with the basic notions of all relevant cultures can only be found in extremely tiny 

common denominators, greatly restricting options. It's true that these methods don't totally ignore cultural 

differences, but that's not what they're doing. 

The ability to reach a common agreement is greatly aided by personal relationships. Because cultural 

adaptations are not distinguishable from other schemes for personality, gender, regional, professional, or 

corporate culture, it is not often clear to participants why these kinds of arrangements are conceivable 

(Sackmann, Phillips, & Goodman, 1999). The only way to know for sure if your partner won't accept you is to 

talk to them frequently, so that they can tell you. Over time, the approach can establish a reliable pattern, even 

when the surrounding context is unclear. 

Weak empirical adaptations that don't address the final conflict problem are to blame for the strategy's 

limitations. Pragmatic regional planning becomes invalid when either the actors or the circumstances change. 

Making concessions based on what everyone involved in the project wants to do doesn't always lead to a reliable 

cooperative cycle. 

It's not a given that people will automatically comprehend each other as they come to know one other. 

On the other hand, this may be the consequence of noticing that frequent interactions in Case 2 further entrench 

unfavourable preconceptions and divisiveness between cultural groups. Particle piers' eagerness to find solutions 

to issues may not be enough to reconcile divergent points of view. 

 

Temporary Cross Cultural Management 

The technique put forth here hinges on two key presumptions. In the first, the importance of members' 

meaning contexts to the success of international project teams is assumed at face value (Ivarne, 1996). A second 

hypothesis states that it is unrealistic to assume that such a concept would emerge through the natural 

interactions of members of a team. Cooperation across cultural boundaries can strengthen reciprocal 

unfavourable stereotypes or increase mutual understanding of ethnic groups, depending on the situation (Brown, 

1983). To help cross-cultural teams understand one other and reach mutually beneficial agreements, we 

advocate the use of a cultural mediator. 

Specifically, the proposed approach involves a methodical and concerted effort to construct 

intercultural patterns, with the help of a systematic inquiry into the cultural context of interpretation of project 

members. In practise, cultural mediators push individuals to reflect frequently on issues. The chronology of 

events involving multiple cultures is evolving into a taxonomy of related issues. Then, each partner offers their 

own take on the matter. Inquiring minds want to know: Why did he or she do that? Find out what he or she 

means by this action, and why he or she thinks it's the best course of action. Participants and the intermediary 

step in the mediation process get the shared system of interpretation from these explanations. Using this 

information, we may have a productive conversation about common practises that can be adopted by the group, 

even if they are justified by vastly diverse sets of values. When members of a team of teams were unable to 

secure a contract, for instance, French and Swiss engineers negotiated terms with project executives. Effective 

because it was culturally acceptable to go to the chief for help in solving a problem that included two parties, 

this strategy was. French engineers agree that the Chief Officer should have the authority to make decisions and 
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the expertise to know when to put aside the opinions of his or her subordinates in favour of the greater good of 

the project. When it comes to the Swiss team, the referee's call is proper. Whatever the outcome of the conflict 

resolution procedure may be, it is within the law. 

Together, people may solve local problems through a process that involves both intellectual 

comprehension and active engagement. 

 

VI. Discussion 
The very act of devising a plan to deal with cultural differences becomes a cultural strategy. The 

French interpreter context, for instance, is an integral aspect of your identity and plays a crucial function in 

regulating business connections if you're tasked with providing sustenance to an international staff while 

maintaining a professional culture. Indeed, the nature of coworkers' interactions varies by industry in French 

businesses (d'Iribarne, 1989). Focusing on workplace culture at an international level, as France does in its 

approach to the workplace relationship, can be generalised to the management of diversity. When working with 

careless Japanese partners, this tactic may be ineffective (Deval, 1993). In contrast to the United States, which 

places a premium on well-defined norms, the latter method—which relies on dialogue between actors and tacit 

understanding—is more applicable here. American literature's embrace of the concept of praise as a means of 

fostering cross-cultural understanding demonstrates a popular view that it does, in fact, do so by making 

implicitly understood evidence more obvious. Cultures with a 'low context,' like the United States, are more 

likely to seek explanations and comments (Hall, 1976). In the same vein, a culture that values implicit 

exchanges may find this approach ineffective. 

Both the theoretical frameworks for dealing with cultural differences (individual adaptation, 

professional culture, cultural mediators) and the practical approaches (decision-making procedures, performing 

tasks, checking work) identified to date are bound by cultural norms. Methods for Leading International Projects 

Across Cultures 

Spark plug; starter. We cannot hope for the culturally liberal grammar of intercultural cooperation since 

it runs against to our relativistic suspicions. Group norms are context-specific and can only be identified through 

interaction. However, this does not imply that the project manager will be unable to draw upon the experience of 

other teams' successful problem-solving strategies if pragmatic coordination is the goal. 
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