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Abstract

The increase of globally dispersed teams has strengthened the importance of effective
collaboration across cultural boundaries. The purpose of this research was to examine how
cultural diversity influences collaboration processes such as communication, trust, and
conflict management. As well as analyzing how these processes affect creativity in globally
dispersed teams. The research was mainly based on Diversity Management Theory and
supported by Hofstede’s cultural dimensions and a qualitative methodology with an
interpretivist approach. The empirical findings determine that cultural diversity improves
creativity by contributing diverse perspectives and problem-solving approaches, and creating
challenges connected to communication barriers, trust-building, and conflict. Moreover,
effective management is important to transform diversity into positive outcomes.
Organizations can use these empirical findings to create structured diversity management
strategies, enhance communication practices, enable trust, and manage conflict more

effectively. To furthermore improve collaboration and creativity in globally dispersed teams.
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1. Introduction

The purpose of this part is to invite the reader to the topic of this research, to understand
the background of the subject, and to get a better understanding of why the research is
being conducted. The reader is introduced to the key concepts through background,
research problem, purpose, and delimitation. The last part of this part is definitions to

help the reader understand the research.

1.1 Background

There is a growing trend in globally dispersed organizations, where people collaborate
remotely from different geographic locations, time zones, and diverse cultural
backgrounds, motivated by shared goals. This increase is due to globalization and
advancements in information and communication technologies. Organizations are no
longer limited by geographical boundaries and are now able to handle skills and expertise

from different parts of the world (Miller, 2014).

Over the past few decades, diversity has increased significantly in organizations as more
people are working in foreign countries due to rising immigration and globalization.
Individuals who have never been abroad are now working with people with diverse
backgrounds and cultures within local organizations. As a result, diversity can be
understood as a complex phenomenon in organizations, according to Rafaqat et al.,
(2022). Within an organization, diversity refers to a mix of shared characteristics and
differences among individuals, including gender, age, race, cultural background, and

physical abilities, as discussed in Saxena (2014).

Cultural diversity refers to the differences among individuals in their personal
experiences and attributes. It can be seen in the different backgrounds, languages,
traditions, and beliefs that shape individuals and groups. It is about how people think,
communicate, and solve problems that influence everyday settings in organizations

(Shore et al., 2009).



There has been a significant increase in culturally diverse global organizations and their
growing dependence on external resources. Organizations have expanded across national
borders, and collaboration with individuals from diverse cultural backgrounds has
become a common occurrence in organizational life. Employees face situations such as
working in different time zones and collaborating without face-to-face interaction
(Granow & Asbrock, 2021). As a result, virtual teams require specific communication
resources to ensure mutual understanding, as cultural differences may be expressed

differently in digital environments than face-to-face settings (Yousef, 2024).

Earlier research indicates cultural diversity as a valuable asset for innovation, as it enables
organizations to apply different perspectives, experiences, and problem-solving
approaches. According to the Migration Policy Institute, 3.7 percent of the world’s 8.2
billion people (304 million) lived in a country other than their country of birth (Paez-
Deggeller, 2025). This has created an everyday life where differences have become a
normal part of workplaces and educational institutions. According to Paez-Deggeller

(2025), the combination of different perspectives is a source of creativity and innovation.

Cultural diversity is important because it influences how individuals understand each
other, builds connections through curiosity and respect, and enhances the idea that
learning comes from people. The combination of exposing new ideas, diverse
perspectives, and learning opportunities contributes to creativity and innovative solutions

(Sanyang & Ali, 2023).

Many organizations strive to collaborate effectively across cultural boundaries. Previous
research indicates that effective communication, trust-building, and conflict management
have a significant role in multicultural settings (Ludviga & Sluka, 2018). Although
cultural diversity comes with benefits, it also provides challenges for organizations. As
globalization still increases, organizations are faced with the challenges of managing a
culturally diverse workforce with different needs and expectations. Therefore,
organizations must promote acceptance and understanding across differences that come
in multicultural teams across borders (Ketemaw et al., 2024). A practical example of this
can be seen in Toyota Material Handling, a multifunctional organization running across

different regions with globally dispersed teams. In a global organization, collaboration



appears across different countries, time zones, and organizational practices (7Toyota
Material Handling Sweden, 2025). These practices differ from co-located teams, which
can create barriers to effective communication, coordination, and knowledge sharing.
This shows the current challenges of managing cultural diversity and globally dispersed

teams (Ludviga & Sluka, 2018).

Diversity management is defined as a structured approach to building and sustaining a
workforce with individuals from diverse cultural backgrounds and skill sets. It is shown
that effective diversity management has a positive effect on organizational creativity,
innovation, and performance. However, it is challenging to manage because of workforce
differences across cultural backgrounds, such as language barriers, which are one of the
main challenges in culturally diverse, globally dispersed teams, affecting communication,

collaboration, trust, and creative outcomes (Ketemaw et al., 2024).

This research aims to increase the understanding of how cultural diversity in globally
dispersed teams influences collaboration, conflict management, and creativity outcomes,
and to examine the process of communication and diversity management and its

challenges.

1.2 Research problem

Researchers indicate that multicultural and globally dispersed teams have high potential
to improve creativity capacity and innovation performance in organizations (Paulus et al.,
2019). Diversity management has become a major requirement for any organization
seeking to recruit and retain employees with different backgrounds. At the same time,
differences in communication and working styles require strategic management because
of conflict and trust-building. Collaboration in these teams relies heavily on key processes
such as communication, trust, and conflict management, which have been acknowledged
as critical factors supporting effective teamwork and improving creativity outcomes.
Globalization has increased the complexity and the importance of managing diversity
efficiently. Diversity management is crucial for improving organizational performance
and has significant effects on the firm’s ability to innovate, resolve complex challenges,

and maintain a strong workforce (Ketemaw et al., 2024). Additionally, organizations may



face a diversity paradox, as diversity can increase performance but also create conflict,

which suggests it needs to be carefully managed (Bassett-Jones, 2005).

Despite what has been argued about the importance of communication, trust, and conflict
management, there remains a limited understanding of how these processes explicitly
influence creativity in globally dispersed teams. Previous research has mainly focused on
leadership style and managers’ perspectives in multicultural teams, and not on creativity.
Furthermore, while flexibility and adaptive behaviors have been emphasized as important
factors for team effectiveness, there is a lack of clear suggestions on how agile behaviors
support or hinder creativity and innovation outcomes in culturally diverse teams (Granow

& Asbrock, 2021).

However, from the Diversity Management Theory, the potential benefits of diversity
management depend on how well the differences are managed within the teams. While
diversity can bring a wider range of perspectives that support creativity, it can also cause
misunderstandings and conflicts between individuals in teams. Therefore, the most
critical factor is well-managed communication, trust, and conflict management in diverse
teams to collaborate and generate creativity based on diverse perspectives. There is still
a limited understanding of how diversity management is managed to influence the

outcomes in globally dispersed teams.

In an increasingly uncertain global environment and rapidly changing conditions, the
critical factor is the ability to collaborate effectively across cultures, which is critical for
organizational success. However, it is not fully realized due to a lack of understanding
regarding the processes of creative and innovative outcomes. By studying these
dynamics, the research offers new insights into how culturally diverse teams can be
managed more effectively to improve creativity and overcome the challenges. A well-
structured diversity management system helps build trust, encourage collaboration, and
engage employees, which are key drivers of creativity and innovation performance

(Batmomolin et al., 2022).



1.3 Purpose of the research

The purpose of this research is to analyze the collaboration processes in globally dispersed
teams, emphasizing communication, trust-building, and conflict management. It is
important to understand the collaboration processes and its influence on cultural diversity
for organizations to minimize their challenges working in globally dispersed teams with
different cultures. Through qualitative research, this will contribute to a deeper
understanding and better insights from team members’ and managers' perspectives.

Therefore, to guide us through this research, we propose the following research questions:

1.4 Research Question

What influences does cultural diversity have on collaboration processes and creativity

outcomes in globally dispersed teams?

How does diversity management facilitate an organization's ability to overcome

challenges when working in dispersed teams?

1.5 Delimitation

This research is limited to the perspectives of team members and managers in globally
dispersed teams in the industrial manufacturing industry, focusing on research and
development (R&D). Other perspectives, such as external parties or clients, are not
included. The focus is on cultural diversity within globally dispersed teams, excluding
co-located teams, and does not address other forms of diversity, such as demographics or
physical abilities. This research is limited to analyzing and explaining existing
collaboration processes to help organizations manage culturally diverse teams,

maximizing the benefits of culturally diverse teams while minimizing its challenges.



1.6 Definitions

Globalization: Explains the growing connection and dependence between countries in
cultural, economic, and social settings. Involving integration of markets, different
perspectives, and the transfer of people and products across borders (Anshu, A 2025

(pp-1-9).

Globally dispersed teams: Individuals in groups who work together from diverse
geographic locations, across different time zones, and cultural backgrounds (Garrison et
al., 2010).

Co-located teams: Teams whose members work in the same physical location, allowing
direct face-to-face interaction and shared access to work materials (Christensen &
Abildgaard, 2018).

Creativity: A fundamental and universal attribute that drives innovation and problem-
solving across different areas (Kalmanti, 2025).

Innovation: The process of developing new ideas or enhancing existing ones (Damanpour
& Aravind, 2011).

Collaboration processes: A structured and designed set of coordinated activities through
which a group works together to achieve shared goals (Kolfschoten et al., 2006).

Diversity management: A comprehensive approach that involves recognizing, valuing,
and effectively utilizing employee differences to improve organizational performance and
innovation (Wrench, 2014).

Remote work: A flexible work model that allows employees to work beyond the
conventional office setting, often working from home or various locations across different
countries (Ferrara et al., 2022).

Virtual teamwork: Refers to a collaborative work structure in which team members are
geographically distributed and depend on technological communication to accomplish
organizational tasks (Zhao, 2020).

Diversity paradox: Refers to the idea that diversity within organizations can lead to both
positive and negative outcomes simultaneously (Bassett-Jones, 2005).



2. Literature Review

This section presents previous studies and provides the relevant theoretical background
on the topic. It aims to enhance understanding of the various dimensions of multicultural
teams, cultural diversity, and diversity management. This section serves as a foundation

for the analysis.

2.1 Methods of Literature Review

To achieve information for this research, a systematic and narrative methodology has
been developed, conducting information for a literature review. Sources were gathered
through databases such as Scopus, Primo, and Google Scholar. The initial data sources
were academic, peer-reviewed articles, books, and research papers. The combination of
sources collected strongly suggests the objectivity and credibility of the research relevant

to this topic.

In order to collect relevant data for this research, keywords were established. The
keywords used were diversity management, communication, multicultural, globally
dispersed, creativity, and innovation. Moreover, the search in Scopus was limited to
articles, language English, subject are business, management, and accounting. Using the
database Scopus, two different searches were conducted because the first search resulted
in too few documents and then downloaded to an Excel sheet for screening. The first
search included the limitations above and the keywords diversity management,
communication, and multicultural given 32 articles after screening 6. The second search
had the same limitations but used the keywords globally dispersed and innovation,
resulting in 30 articles after screening 10. Due to the results of few articles, to collect data,
we did a narrative methodology using the same keywords. After the narrative

methodology, 8 articles were collected.

2.2 Dispersed forms of working

Organizations that work in globally dispersed teams describe that employees are spread
across different geographical locations and require work arrangements, such as remote,

hybrid, or virtual work settings. Remote work is a flexible work setting that enables



employees to work outside the conventional office setting, often working from home or
other locations across borders (Ferrara et al., 2022). Hybrid work is a combination of
remote and co-located work, where workers divide their time between working at the
office and other locations (Jasgur, 2023). Virtual work often relies on digital
communication tools that allow teams to collaborate across different locations (Zhao,

2020).

Dispersed working has different challenges that can influence teamwork, dynamics, and
creativity. Working across different countries, sometimes different time zones, can lead
to coordination challenges. Resulting in delays and requiring additional effort to monitor
progress and manage task dependencies (Mors & Waguespack, 2021). Remote and hybrid
work settings may create communication challenges and delays that may hinder decision-
making (Ola et al., 2023). Understanding the dispersed work forms emphasizes the
importance of structured settings, such as diversity management and leadership, to

enhance teams remains effective working across different countries.

2.3 Limited understanding of Collaboration Processes in Globally Dispersed

Teams

The increase in cultural diversity and globally dispersed teams is driven by globalization.
It is known for its potential to boost creativity and innovation because of diverse
perspectives and problem-solving methods. However, previous research shows that
effective communication, trust, and conflict management are essential for these outcomes
(K.L Ingram et al., 2025). There is still limited research on how to manage these
collaboration processes in globally dispersed teams. Previous research has focused on
leaders’ perspectives; this research aims to examine how team members and managers
experience cultural diversity and how well-functioning collaboration processes contribute

to creativity in globally dispersed teams (Granow & Asbrock, 2021).

Although it is shown that flexibility and adaptive behaviors are emphasized for
performance, there is little evidence on how these behaviors influence creativity.
Frameworks such as intercultural communication and diversity management provide a

limited understanding of how diversity management and related processes operate in



globally dispersed teams and the digital world within organizations (Mushaathoni, 2025).
This research aims to analyze both team members’ and managers’ experiences with
cultural diversity in globally dispersed teams. The focus is to understand how cultural
diversity impacts creativity outcomes, and the challenges of diversity management within
organizations. This research also examines how team members experience cultural
diversity and how collaboration can be managed efficiently to achieve more creative and
innovative outcomes in globally dispersed teams. The focus is on Diversity Management

Theory to create a more comprehensive understanding of organizational performance.

2.4 Diversity Management and Leadership

Diversity management is a strategic approach aimed at building and sustaining an
environment with individuals with diverse cultural backgrounds and competencies. It
suggests that diversity can contribute to a source of organizational advantage when
managed by inclusive structures, leadership, and communication processes. It has become
important because of globalization and the increase of multicultural workforce. Previous
research explains that diversity alone does not improve performance; however, structured
diversity management methods contribute to it. Organizations that include diverse
perspectives into learning and decision-making processes can make diversity contribute
to improved performance and creativity (Ely & Thomas, 2001). This is highlighted by
Oleksii Borysov (2024), identifying communication systems, leadership structures, and
development as the main factors of effective collaboration management in multicultural
projects. To improve an organization's outcomes, diversity needs to be managed well and

through organizational systems (Oleksii Borysov, 2024).

This view is further supported by Gouri Rameshbabu Javali et al. (2025), who found that
multicultural challenges can negatively affect employee experiences. The authors argue
that, without effective management, diversity may lead to difficulties in team dynamics.
They emphasize the crucial importance of fostering trust within teams, as it plays a central
role in improving positive outcomes. Prioritizing trust is fundamental, given its strong
influence on enhancing employees’ behavioral, cognitive, and social experience in the

working environment. These insights underlined the need for effective management



strategies that embrace diversity while promoting a trusting organizational environment

(Gundelach & Manatschal, 2016).

Existing research emphasizes that adaptive leadership contributes to effective team
collaboration, but if cultural diversity is not well managed, it can lower organizational
performance. Therefore, cultural diversity can enhance performance, leadership, and
management within an organization if it is managed effectively. This is essential for
motivating and guiding multicultural teams, creating trust, and handling differences

(Godfrey Ochieng & Price, 2009).

Previous research emphasized that managing diversity can be difficult due to
organizational and cultural barriers. These barriers may include discrimination, prejudice,
ethnocentrism, and stereotypes. It is explained that these factors can hinder employees
from accepting diversity in the workplace and negative workplace experiences (Patrick
& Kumar, 2012; Witt Smith & Joseph, 2010). To respond to these challenges, the authors
suggest diversity awareness in organizations by encouraging open communication and
educating employees about cultural differences. Diversity management encompasses
various organizational practices, including cross-cultural training, educating employees
about cultural differences, and programs that encourage employees to gain international

experience.

To facilitate collaboration among teams from different countries, organizations offer
foreign language training and support for effective communication across cultures
(Patrick & Kumar, 2012). Moreover, previous research highlights that diversity
management can serve as a strategic organizational practice. Organizations may integrate
diversity into their corporate strategy, mission, and core organizational processes, such
as recruitment, human resource policies, communication practices, and innovation
processes (Ravazzani et al., 2021). As globalization is increasing, effective diversity
management is important to expand the cultural diversity of teams. The next section
studies how globalization has increased cultural diversity and the challenges for team

collaboration and organizational performance.
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2.5 Globalization and the Increase of Multicultural Teams

Today, globalization has significantly increased due to international business growth and
technological development, which has contributed to greater cultural, demographic, and
linguistic diversity within organizations (Kath et al., 2023; Liu, 2025). This development
enables individuals to communicate and collaborate across geographical boundaries
through digital technologies and virtual work environments (Liu, 2025). The diversity
that occurs because of globalization brings both benefits and challenges, such as increased

creativity, but also conflicts and misunderstandings (MacGillivray et al., 2009).

The increase in digital tasks requires individuals to have the right knowledge and skills
to collaborate with people from different countries. Both online and in-person to
understand cultural diversity and its impact on organizations’ outcomes. Existing research
has indicated that cultural diversity is a major challenge for global virtual teams. There is
limited or absent body language and non-verbal communication to help people
understand each other and build trust. Therefore, globally virtual teams require special
communication skills and cultural awareness (Yousef, 2024; Abi Saad & Agogué, 2023).
In globally dispersed teams, cultural diversity can create misunderstandings and
challenges to collaboration; however, differences in culture can lead to improvement of

creativity, and problem-solving by contributing different perspectives (Yousef, 2024).

Globalization and diversity require accurate management to reduce the challenges and
maximize the benefits. Prior research indicates that the challenges with cultural diversity
in global virtual teams can be reduced if individuals develop cultural intelligence, the
flexibility to adapt to new cultural settings (Yousef, 2024). There is still limited research
on how diversity management can improve the collaboration processes in globally
dispersed teams. Globalization contributes to cultural diversity, which comes with both
benefits and challenges that organizations must face. Emphasizing the importance of
understanding how cultural differences influence organizational performance (Abi Saad

& Agogué, 2023).
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2.6 Cultural Diversity in Organizations

Cultural diversity represents individuals with diverse cultural backgrounds within an
organization, including differences such as language, beliefs, and problem-solving styles.
This contributes to different values and ways of understanding, which can be challenging
but also beneficial for organizations (Meares, 2008, p. The International Encyclopedia of

Communication (Book Chapter)).

Previous research on global cultural projects indicates the importance of handling
multicultural collaboration in globally dispersed organizations. Research describes
cultural intelligence, adaptive leadership, and agile management as the most important
factors for creating team spirit and effectiveness. Cultural intelligence strengthens
intercultural understanding, decreases conflict, and enhances collaborative outcomes
(K.L Ingram et al., 2025; Yang et al., 2024). Employees with higher cultural intelligence
show more creative behavior, and intercultural collaboration helps transform cultural
differences into innovation and creative outcomes. The authors emphasized that
organizations benefit from employees with different cultural backgrounds because of

diverse knowledge and different perspectives (Yang et al., 2024).

While digital technologies foster international teamwork, they can increase the risk of
miscommunication and cultural misunderstandings because it needs both technical and
multicultural qualifications (K.L Ingram et al., 2025). This is further reinforced by
Garrison et al. (2010), who emphasize that diversity alone does not automatically create
positive outcomes and describe this as “liability of diversity.” The authors argue that
perceptions of diversity within globally dispersed teams may weaken employee trust and
reduce team cohesion, particularly in virtual environments. Diversity becomes a liability
when collaboration processes are unable to manage perceived differences and build trust

across cultural boundaries effectively.

Earlier research indicates that conflict is frequent in culturally diverse teams, but if
managed well, it can result in better collaboration and improved performance, such as
improved innovation and creativity in organizations (Kraus et al., 2019). Effective
diversity management strategies are important because they involve multicultural training
and adaptive leadership (K.L Ingram et al., 2025). Prior research has primarily focused

on leadership and team cohesion, although it has shown insight into project effectiveness,

12



given a positive impact on creativity and problem-solving. However, it can lead to
misunderstandings and conflict if not managed well. Frameworks and processes like
intercultural communication management help organizations to understand cultural

diversity and support the collaboration processes (Mushaathoni, 2025).

2.7 Collaboration Processes in Culturally Diverse Teams

Analyzing previous research, the intercultural communication management framework
(ICMF) is based on Hofstede’s cultural dimensions theory and provides a structure for
organizations to enhance their understanding of cultural diversity and reduce
communication barriers (Mushaathoni,.2025; AguarelesmBautista et al., 2025).
Hofstede’s cultural dimensions describe how cultures vary in values and behavioral
expectations. The cultural differences impact communication styles, decision-making,
leadership, and collaboration settings in culturally diverse teams. Knowing these
dimensions can help organizations handle cultural differences and minimize

misunderstandings in globally dispersed teams (Payandeh, 2026).

The ICMF framework highlights that effective culturally diverse communication
requires organizational commitment to create culturally diverse knowledge. Existing
research on ICFM shows that strategic and current communication can enhance
teamwork in diverse teams. An important factor for globally dispersed teams where
communication and trust are significant for creativity (Mushaathoni, 2025;
AguarelesmBautista et al., 2025). The research explains that using the ICFM
framework, organizations can better handle the difficulties of cultural diversity and
reduce misunderstandings and conflicts, while enhancing creativity, aligning with
culturally diverse teams (Mushaathoni, 2025). This framework is important for
organizations to understand because it will complement the understanding of how

diversity management can improve outcomes.

In globally dispersed organizations, there is linguistic diversity that can establish both
benefits and challenges for communication within teams. Earlier, describing how
misunderstandings come with cultural diversity, languages, accents, and levels of

fluency influence it, in the meantime, explores social division, making individuals feel

13



included or excluded based on language competence. To improve understanding and
minimizing social barriers a common corporate language can be adapted, often English,
however, for an organization to require employees to use a second language can lead to
lower confidence and work efficiency. Previous research has highlighted the need for
flexible communication processes and the importance of understanding the linguistic
dynamics for managing globally dispersed teams and developing effective collaboration
processes, such as communication, trust-building, and conflict management (Lauring &

Selmer, 2013; Tenzer, H et al., 2021).

Collaboration in geographically dispersed teams is strongly influenced by relational and
structural conditions. Previous research on geographically dispersed teams highlights
that psychological safety, inclusion, and empowerment are central to effective remote
collaboration. Employees within a team need to feel secure to express ideas and
collaborate in working conditions (Maj & Aneta Hamza-Orlinska, 2024). Psychological
safety allows members in teams to share ideas, express concerns, and participate in
discussions without feeling anxious and face negative reactions. In virtual environments
where non-verbal and informal interactions are limited, the presence of a supportive and
inclusive climate becomes particularly significant for sustaining open communication

and engagement (Maj & Aneta Hamza-Orlinska, 2024).

Beyond relational climate, other research emphasized the importance of structural and
cognitive alignment with global virtual teams. Research by Hung et al. (2021) argue that
collaboration in global virtual teams is strengthened by shared understanding, relational
closeness, and shared rules and norms, which in turn enhance innovation performance
in a collaborative environment. While Maj and Hamza (2024) focus primarily on the
relational environment that enables collaboration, Hung et al. (2021) highlight the role
of knowledge-sharing processes in driving innovation. Collaboration in globally
dispersed teams depends on both a positive and open culture where people can
contribute fully and effective processes for exchanging knowledge. However, there is
still limited research on how cultural diversity in globally dispersed teams interacts with

these collaboration processes to influence creativity.
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2.8 Creativity and Innovation in Multicultural Teams

Research suggests that culturally diverse teams can enhance creativity by integrating
different knowledge bases and perspectives. However, diversity alone does not guarantee
improved performance; the processes within the team play a crucial role in transforming
differences into innovative outcomes. Agile behavior within teams, defined as the ability
to adapt quickly, remain flexible, and respond to changes, has been identified as a key
mechanism in this transformation. Linking diversity to innovative outcomes, flexible
collaboration, a shared purpose, and effective information elaboration contributes to

creativity and problem-solving (Granow & Asbrock, 2021).

Moreover, organizational context and leadership behavior further enhance team
effectiveness. Using the Input-Process-Output framework, it is demonstrated that cultural
diversity serves as an input that influences team processes, such as agile collaboration
and information elaboration, which in turn shape creativity and innovation outcomes
(Granow & Asbrock, 2021). Together, these findings suggest that cultural diversity alone
is insufficient, and that structures and agile collaboration processes are crucial to generate

creativity and innovation outcomes in multicultural teams.

Likewise, previous research argues that innovation in multinational corporations depends
on structure, collaboration, and subsidiary autonomy (Mudambi et al., 2007). In a globally
dispersed R&D team, giving subsidiaries more autonomy means having the freedom to
decide, which improves innovation. Similarly, prior research suggests that effective
collaboration requires structured management, trust, and communication are a critical
factor for global teams to improve innovation (Persaud, 2005). This view is supported by
Roth et al. (2024), who find that collaboration across geographic boundaries significantly

shape innovation outcomes.

Additionally, existing research highlights communication and openness as primary
drivers of innovation (Lauring & Klitmeller, 2015). Previous studies indicate that in
global settings, culture impacts the effort individuals invest in innovation, and factors like
nationality and cultural background influence who is likely to succeed. However, despite

recognizing the importance of communication and collaboration, many areas remain
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unexplored regarding how multicultural teams collectively generate innovation

(Bockstedt et al., 2014).
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3. Conceptual Framework

This chapter is dedicated to explaining the relationship between cultural diversity,
collaboration processes, diversity management, and creativity and innovation outcomes
in globally dispersed teams. The aim is to provide a structured understanding of how

these key theories interact and influence each other within organizational settings.

This research is built on two main theoretical perspectives: Diversity Management
Theory and Hofstede’s cultural dimensions. Together, these theories offer a structured
understanding of how cultural diversity determines collaboration processes and creative

results in globally dispersed teams.

Diversity Management Theory explains how organizational practices, such as leadership
and communication structures, affect the effectiveness of cultural diversity management.
Consequently, diversity management determines whether collaboration processes run
smoothly or lead to misunderstandings and conflict. Regardless, the effectiveness of these
processes is dependent on how diversity is managed within organizations. Diversity
management is an important factor in structuring collaboration. It helps minimize
misunderstandings, especially in virtual and globally dispersed environments (Bassett-

Jones, 2005).

Meanwhile, Hofstede’s cultural dimensions theory describes how differences in values,
communication styles, and behaviors appear across cultures. These differences directly
affect how individuals interact within teams, influencing the collaboration process.
(Mushaathoni, 2025). However, there is still a limited understanding of how these
processes interact in real life and how they are experienced and managed by employees
within globally dispersed teams. This research aims to examine the relationship between

cultural diversity, collaboration processes, and creative outcomes.
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Figure 1: A conceptual model of cultural diversity, collaboration processes, and

innovation outcomes (Own).

The conceptual model includes four main parts: theoretical foundations, cultural
diversity, collaboration processes, and creativity and innovation outcomes. The model
operates in a layered cycle. The top layer includes theoretical foundations, where
Diversity Management Theory is the main framework supported by Hofstede’s cultural
dimensions, explaining how cultural diversity should be understood and managed.
Cultural diversity is an essential input, including differences in backgrounds, values,
languages, and problem-solving styles. These differences determine collaboration
processes, which facilitate the relationship between diversity and outcomes. When
collaboration is managed effectively, it results in enhanced creativity and innovation in

globally dispersed teams.
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4. Methodology

The methodology section explains the research design, choice of method, research
philosophy, and research approach. Involving aspects such as data collection, interviews,

data analysis, and limitations of this research.

4.1 Research Design

This research adopts an exploratory qualitative research design. The purpose of this
design is to gain an in-depth understanding of how cultural diversity influences
collaboration processes and creative outcomes in globally dispersed teams. A qualitative
approach is considered appropriate as the research focuses on experiences, perceptions,
and social interactions rather than measurable variables. Since the topic involves new
phenomena that are unexplored and not yet fully understood, it needs to be explored
through qualitative research to develop an in-depth understanding of experiences,
perceptions, and interpretations of how cultural diversity influences collaboration. This
approach is important to generate valuable insights and a deeper understanding before

conducting quantitative research to measure and test the phenomenon.

Qualitative research aims to understand social phenomena by exploring the complexity
and depth of participants’ perspectives, contexts, and experiences (Creswell, 2023). It
typically uses methods such as interviews and literature review to gain insight into
underlying meanings and processes. In this field of research design, different
methodologies offer different ways to explore the purpose. These designs are explanatory,
descriptive, and exploratory methodologies. These methodologies are crucial as they give
research a clear purpose and offer valuable tools for examining various aspects of the
research. Explanatory research design aims to understand the underlying causes and
relationships behind phenomena (Arif Yiice, 2024). The descriptive research design aims
to describe phenomena or variables without testing causal relationships (Aggarwal &
Ranganathan, 2019), while the exploratory research design aims to generate new insights
and identify patterns where limited prior knowledge exists, and examine underlying

dynamics (Hie, 2024).
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Therefore, an exploratory research design has been chosen as the most suitable approach
for this research. This approach enables the research to investigate how cultural diversity
affects collaboration processes and how it influences creativity outcomes in globally
dispersed teams. Based on the chosen research design, it is crucial to outline the

underlying research philosophy that guides how knowledge is interpreted in this research.

4.2 Research philosophy

This research adopts an interpretivist research philosophy, as it aims to understand how
individuals experience and interpret their social reality. Interpretivism means focusing on
understanding how individuals’ experiences and the meanings they attribute to social
phenomena. Interpretivism emphasizes understanding and meanings that arise from
human experiences and interactions (Ryan, 2018). In contrast, positivism focuses on
objective measurements, hypothesis testing, and analyzing relationships between
variables to explain and anticipate phenomena, and it often relies on quantitative research
to analyze data. In positivism, a larger sample is preferred since it allows for generalized

results (Park et al., 2020).

However, another philosophy to consider is social constructivism. This perspective
suggests that individuals create meaning through interaction and integrate with others to
seek understanding of the world through cultural and historical contexts. Social
constructivism is typically considered an approach to qualitative research and is
commonly combined with interpretivism (Creswell, 2009). While this research
emphasizes teams, it focuses on individuals’ experiences and interpretations, rather than
on how meaning is socially constructed at a group level, which justifies the use of an

interpretivist approach.

This perspective is particularly relevant in social science research, where the goal is to
explore individuals’ perspectives and social processes. In this research, which examines
how cultural diversity influences collaboration processes and creative outcomes in
globally dispersed teams, interpretivism provides a suitable approach to get a deeper

understanding to answer the research question. It allows for a deeper understanding of
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how different individuals in teams perceive how communication, trust-building, and

conflict management are managed in different settings.

By adopting an interpretivist approach, the research acknowledges that these processes
are influenced by individuals’ perceptions and cultural contexts and factors. This makes
it possible to gain a more nuanced understanding of collaboration and creativity that is
shaped within different culturally diverse teams. Following the research philosophy, the
next step is to define the research approach, which explains how the research develops

knowledge from the collected data.

4.3 Research Approach

There are three different research approaches: deductive, abductive, and inductive
(Saunders et al., 2023). The deductive research approach focuses on testing existing
theories through empirical data, while the inductive approach aims to develop
understanding by identifying patterns and generating insights from data (Haque, 2022).
The abductive approach combines both inductive and deductive approaches by moving

repeatedly between observed data and theories (Haig, 2010).

This research adopts an inductive research approach, as it follows a bottom-up process in
which understanding is developed from empirical data. The inductive research approach
also applies to qualitative data. By identifying patterns and recurring themes, the research
allows insights to emerge from participants’ experiences of collaboration processes,

rather than testing predefined theoretical assumptions.

This research adopts an inductive research approach and follows an exploratory design,
aiming to develop an understanding based on data gathered through interviews. The focus
is on exploring communication, trust, and conflict management, where the patterns and
themes emerge from the data rather than being based on pre-existing theory (Creswell,

2009).

The approach is thus data-driven and supported by the use of qualitative data, following

a bottom-up approach by sticking close to the data. This aligns with an inductive
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approach, allowing for an in-depth understanding of different perspectives of the
participants. A deductive approach is therefore inappropriate, as the research does not
aim to examine existing theories, but to generate new findings. Based on the chosen
research approach, the following section outlines how data is collected to address the

research question.

4.4 Data Collection

This research employs qualitative research through interviews and data collection
methods to examine how cultural diversity influences collaboration processes and
creativity outcomes in globally dispersed teams. It also explores how diversity
management helps organizations overcome the challenges associated with cultural
diversity. This data is collected through secondary and primary data, both of which give
valuable information to help the research reach its aim. Data collection for this research
associates’ multiple key components, including description of secondary and primary
data collection, the formulation of interview questions, description of the sample, and

guiding semi-structured interviews.

4.4.1 Secondary Data

This thesis started with research of secondary data, which refers to already existing
information gathered by others and is publicly available for use (Clark, 2013). Secondary
data allows researchers to obtain existing insights and analysis that can be used to support
or contrast primary research findings (Ajayi, 2017). Examining the existing research
helped develop an understanding about the influence of cultural diversity in organizations
and their collaboration processes. As emphasized in the chapter Literature Review, the
main collection of secondary data was through different online databases, such as Scopus,
Primo and Google Scholar. Most of these online databases provided us with relevant
academic literature in forms of research papers, articles, and books, giving us different
perspectives and findings related to our topic. Reviewing the secondary data collected a

research gap could be identified, which later guided the collection of primary data.
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4.4.2 Primary data

Primary data is information collected from an original source, such as researchers for a
specific research purpose, whether that be experiments, interviews, or focus groups (Nor,
2025). This data allows researchers to gather information not already discovered or
previously made available. For this paper, the collection method will be conducted
through qualitative interviews with eight employees from five different organizations.
These interviews provided primary insights into individual experiences and perspectives
on cultural diversity and its influence on collaboration processes and creativity within
their organization. The participants shared their opinions and engaged in discussions
around cultural diversity, communication, trust-building, conflict management, and
creative outcomes. The primary data collected were essential for answering the research

question.

4.4.3 Key interview questions

The interview questions were formulated to examine how cultural diversity, collaboration
processes, and creativity interact within globally dispersed teams. The questions were
structured across different thematic parts, each at gathering valuable information aligned
with the research theoretical frameworks, including the Diversity Management Theory

and Hofstede’s cultural dimensions.

A small number were selected as most central to the research purpose and are represented
below. The first section examines how globally dispersed teams differ from co-located
teams, providing context for remote collaboration. The second section covers challenges
connected to cultural differences, emphasizing potential barriers within diverse teams.
Collaboration processes are examined through questions on how mutual understanding is
confirmed across cultures and time zones, and how conflicts appear and are managed.
Another question is whether cultural diversity influences team creativity, which connects
directly to innovation outcomes. After that, the focus is on whether diversity is actively
managed or if it occurs naturally, collecting insights into organizational practices and

leadership.
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As a conclusion, a reflective question is asked for the participants to suggest
improvements for overcoming challenges in globally dispersed teams. These questions
represent the most important aspects of the research and contribute to valuable insights

into the relationship between cultural diversity, collaboration processes, and creative

outcomes.
Section Theme Question
1 Dispersed Working | How does working in a globally dispersed team
differ from working in a co-located team?
2 Cultural Diversity | Have you experienced any challenges related to
and Team Context | cultural differences? If so, can you describe them?
3 Collaboration How do you ensure mutual understanding when
Processes working across different cultures and time zones?
3 Collaboration Have cultural differences contributed to
Processes disagreement or conflicts? If yes, how were they
managed?
4 Creativity and Do you believe cultural diversity influences the
Innovation Outcomes | creativity of the team? If yes, how?
5 Diversity Do you feel that diversity is actively managed, or
Management and | does it occur naturally? Please give examples.
Leadership
6 Improvement Reflecting on your experience, what would you do
differently to overcome the challenges of working in
globally dispersed teams?

Table 1: Description of the interview questions.

The interview questions were designed to address the existing gap in the literature by
gathering real-life experiences from employees working in globally dispersed teams. This
approach facilitates a better understanding of how cultural diversity influences
collaboration processes such as communication, trust-building, and conflict management.

It also enables how these processes outline creative and innovative outcomes.
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Furthermore, the questions examine how diversity is handled in practice and how

leadership contributes to effective collaboration.

4.4.4 Description of the sample

This research provides a sample of selected companies that were chosen because they
represent the industrial manufacturing industry, with a focus on research and
development (R&D). The organizations chosen to operate in a globally dispersed
environment require innovation and collaboration across countries are essential, making
them deeply relevant to this research. The participants belong to globally dispersed
teams and have experience in R&D activities, such as product development and
innovation processes. This offers valuable insights into the challenges of real-world
collaboration and cultural diversity. To ensure confidentiality, the companies and

participants remain anonymous, ensuring honest responses and improving data quality.

The sample involves participants from five different companies, which allows for a
broader range of perspectives and minimizes company-specific bias. The diversity in
participants’ backgrounds and experiences emphasizes a more complex understanding
of how cultural diversity affects collaboration and innovation in R&D organizations.
The companies are going to be anonymous and are named with made-up names for this
research: Alfa, Beta, Gamma, Delta, Zeta. From Alfa, Beta, and Gamma, one manager
and one team member were interviewed, and at Delta and Zeta, one manager was
interviewed. Furthermore, choosing multiple participants from the same organization
enabled triangulation within the data, allowing the research to compare perspectives to

ensure consistency and enhance the credibility of the data.

4.4.5 Semi-Structured Interviews

Semi-structured interviews formed an important part of the data collection process to
explore how cultural diversity influences collaboration processes and creativity in
globally dispersed teams. This format allowed participants to share experiences openly,

while the questions were based on our theoretical framework involving Diversity
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Management Theory, Hofstede’s cultural dimensions, and concepts of strategic

consensus and resistance.

The questions were flexible, using guidelines like “How...?” and “What...?”, with
follow-up questions and “Please provide us with examples” as needed. The interviews
focused on six areas to gather valuable information for this research. The areas covered
include dispersed working, cultural diversity challenges, collaboration processes,
creativity and innovation, diversity management, and improvement suggestions. The
interviews were conducted with team members and managers from five different
organizations with globally dispersed teams, with a focus on R&D. Providing valuable
insights into how cultural diversity influences communication, trust, conflict

management, and creative outcomes.

A summary of the interview data collection is shown in Table 2 below, giving the key

details such as Date, Location, and Duration of the interviews.

Participants Date Location Duration
Manager 1 Alfa 2026-03-20 Online via Teams 41 min
Team Member 1 Alfa 2026-04-10 Online via Teams 28 min
Manager 1 Beta 2026-04-07 Online via Teams 28 min
Team Member 1 Beta 2026-03-30 Online via Teams 33 min
Manager 1 Gamma 2026-04-03 Face-to-Face 25 min
Team Member 1 Gamma | 2026-04-02 Online via Teams 31 min
Manager 1 Delta 2026-04-08 Online via Teams 32 min
Manager 1 Zeta 2026-03-19 Face-to-Face 29 min

Table 2: Summary of interview data collection.

26



After collecting the data, the next step is to analyze the interviews to identify patterns and

generate insights relevant to the research question.

4.5 Data Analysis

For the research, data were analyzed using a thematic approach, which is an appropriate
method for analyzing and identifying themes in qualitative data (Mason & Francis,
2022). This method was chosen since the thematic approach is suitable for the
interpretivist approach when combined with semi-structured interviews, as it allows the
identification and interpretation of themes derived from participants’ experiences. To
ensure the credibility and trustworthiness of the findings, it is crucial to assess the

quality of the data and the research process.

The research included eight interviews selected from five different companies within
the industrial manufacturing industries, with five managers and three team members. In
the process, when interviewing, all of them were recorded and transcribed, except that
two of the interviews were conducted face-to-face but were then transcribed. Six of the
interviews were in Swedish and two in English, which resulted in 197 pages of
transcribed data. To minimize interpreting wrongfully and strengthen trustworthiness,
the interviews in Swedish were not translated into English. However, the quotations

from the transcriptions used for the findings were translated after the thematic analysis.

Furthermore, all the transcriptions were coded separately by the authors, but were
combined to develop the best possible outcomes for this research. Similarly, the themes
were developed after combining the transcriptions to find patterns. Using a thematic
approach, it allowed for a thorough exploration and a deeper understanding of

participants’ experiences of cultural contexts.

4.5.1 Data Quality

According to Mutanana & Shoko (2026), in qualitative research, data quality is
commonly associated with concepts such as credibility and trustworthiness, rather than
solely focusing on measurement. This highlights the importance of ensuring that the

findings accurately reflect participants’ perspectives and experiences, as well as
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maintaining a systemic and transparent research process. Furthermore, qualitative
research relies on trustworthiness criteria, including credibility, dependability, and
confirmability to ensure methodological robustness. Ensuring data quality in qualitative
research involves minimizing bias and accurately representing participants’ perspectives

(Mutanana & Shoko, 2026).

Qualitative research is subject to potential bias, as both participants and researchers may
influence the data collection and interpretation process. For instance, participants may
withhold or modify information, while researchers may unintentionally influence
responses (Lambert & Loiselle, 2008). By addressing this, triangulation is a powerful
tool of research to strengthen the credibility and quality of the research. By combining
multiple data sources, for instance, primary and secondary data, the research can

provide a more comprehensive understanding of the research topic (Natow, 2020).

The use of triangulation when gathering data includes different aspects. First, it includes
collecting data from multiple sources within the companies, including interviews with
team members and managers from different industrial manufacturing companies. This
strategy leads to a more in-depth understanding by capturing insights from both team
members and managers from various organizational levels. In addition, by integrating
primary data from interviews and triangulating it with secondary data from academic
literature, the research strengthens its credibility and provides a more comprehensive

understanding of the findings (Natow, 2020).

Moreover, triangulation allows for the identification of convergences,
complementarities, and divergences across data sources, which contribute to a more
nuanced understanding of the phenomenon (Nightingale, 2020). The use of
triangulation contributes to a more comprehensive and holistic understanding of the
research phenomenon by adding both depth and breadth to the analysis, while also
capturing the complexity of organizational contexts (Fenech Adami & Kiger, 2005). In
addition to ensuring data quality, it is also crucial to consider how the findings may

apply to other contexts.
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4.5.2 Transferability

Transferability refers to the extent to which findings from qualitative research can be
applied or adapted in other contexts. It focuses on whether the results are relevant in
similar contexts, rather than on generalizing findings (Drisko, 2024). In qualitative
research, it depends on the reader’s ability to evaluate whether the findings apply to

their own context (Stalmeijer et al., 2024).

In this research, transferability is ensured by providing a clear and detailed description
of the research process, including the industrial manufacturing industry, participants
from different organizational levels, and data collection methods. By clearly describing
the research and ensuring the findings are transferable, readers can assess if the results
apply to similar industrial manufacturing industries. Alongside consideration of
applicability, ethical aspects are essential in ensuring responsible and trustworthy

research.

4.5.3 Research Ethics

Ethical considerations are crucial in ensuring the credibility and trustworthiness of
qualitative research. Because it focuses on human experiences, interactions, and
sometimes sensitive topics, these considerations involve approval of processes and
ongoing ethical decisions during the research (Orb et al., 2001). In line with Saunders et
al. (2019), this research ensured that ethical considerations were upheld throughout the
research process, such as ensuring data protection, protecting participants’ rights, and

maintaining transparency.

In qualitative research, one of the key ethical principles is informed consent. All the
participants were provided with an informative document describing the purpose of the
research and informed about their rights concerning personal data in accordance with
the EU’s General Data Protection Regulation (GDPR) and given the opportunity to
agree to the consent to the usage of their data. Each of the participants was informed of
their rights, for instance, their voluntary participation, the right to withdraw at any point,

and the ensuring of anonymity in the research.
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Data confidentiality and participant anonymity are essential ethical standards in
qualitative research to protect the participants’ privacy, foster trust, and ensure the
responsible handling of sensitive information. Anonymity refers to the removal of
identifying information, while confidentiality involves keeping sensitive data secure
(Bickford & Nisker, 2014). To ensure the protection of each participant, all information
related to the data, together with interview recordings and transcripts, was securely
maintained in compliance with ethical guidelines. Furthermore, the participants were
treated with respect and provided within a safe environment to share their experiences.

Despite these considerations, is it crucial to acknowledge the limitations of the research.

4.5.4 Methodological Limitations

Qualitative research is a highly effective method for exploring complex phenomena and
understanding human experiences; however, it also has certain limitations. One of the key
limitations in the research is subjectivity, which suggests that researchers are involved in
both data collection and interpretation, and it may introduce bias (Bumbuc, 2016). As
qualitative research often involves a smaller sample size, a limitation of generalizability
of the findings might reduce the strengths and credibility of the results (Marshall et al.,
2013). In contrast to quantitative research, qualitative research aims to explore an in-
depth understanding rather than generalizing the findings to a larger population. In
addition, quantitative research relies on established methods to evaluate reliability, which

differ from qualitative research (Bekmezci & Siiriicii, 2025).

The research provided a detailed understanding of cultural diversity in the industrial
manufacturing industry, but the findings and recommendations may not fully apply to
other industries or contexts. Further, the timeframe can be seen as a challenge when
gathering and analyzing interviews and transcribing responses. Additionally, participants
may be affected by social desirability bias, which can lead them to adjust their responses
to align with socially acceptable views rather than express their genuine opinions (Bergen
& Labonté, 2020). The mentioned limitations are crucial to recognize and ensure

transparency for enhancing the credibility of the research.
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S. Empirical Findings

This chapter includes the empirical findings and insights collected from the interviews,

along with illustrative quotations, codes, categories, and themes.

5.1 Characteristics of the interviews

This research is based on five organizations within the industrial manufacturing industry.
Eight semi-structured interviews were conducted involving five managers and three team
members. The participants represented different hierarchical levels and functional roles,
giving both strategic and operational perspectives on the phenomenon under
investigation. All companies and participants are anonymized to ensure confidentiality in

the answers.

Organization Alfa serves within the industrial manufacturing sector and specializes in
solutions for internal material handling. It is part of a larger international industrial group
with global reach and local operations across Europe. Manager 1 from Alfa has been in
the role for two years and is responsible for technology leadership within a globally
dispersed organization operating across different countries. Team Member 1 from Alfa
has a strategic HR position with direct responsibility for leadership development and
diversity. These two participants are relevant for understanding how organizations

manage cultural diversity in practice.

The second organization, Beta, is a global industrial manufacturer that operates
internationally and is responsible for both the development and manufacturing of its
products. Manager 1 has been in the organization for seven years. For the past two years,
he has held a role within the global operations function, gaining experience with cultural
diversity in globally dispersed teams. Team Member 1 works as a specialist in a global
product management team and has been in this role for three years, having valuable

experience for this research.

Organization Gamma is a hybrid organization combining design, global sourcing, and

industrial-scale production, being relevant for this research within a globally integrated
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manufacturing. Manager 1 and Team Member 1 have multiple tasks within a diversified,

globally dispersed team and have been working for the organization for five years.

The fourth organization, Delta, is a defense and security organizations the develops
advanced military. The organization works with high-level engineering, development,
and production to deliver industrial-scale solutions used by organizations worldwide.
Manager 1 is part of the executive leadership team, being responsible for long-term
strategy, technology development, partnerships, and external relations in a global

organization.

The last organization is Zeta, a global industrial manufacturing organization. Developing
and producing vehicle safety systems and working closely with car manufacturers
worldwide through advanced safety technology. Manager 1 from Zeta is responsible for
two out of four divisions and manages globally dispersed teams across different countries

across multiple countries and time zones. Manager 1 has been in the role for two years.

5.2 Diversity as a Contributor to Creativity and Innovation

All participants provided valuable insights and explained the importance of cultural
diversity and its influence on creativity and innovative outcomes. The findings indicate
that cultural diversity contributes to creativity and improved decision-making. The
participants highlighted that teams with diverse cultural backgrounds offer multiple

perspectives, leading to more creative discussions and innovative outcomes.

Most of the participants emphasized that cultural diversity is an important factor in
enhancing creativity. For example, Manager 1 from the organization Alfa stated,
“Diversity provides better creativity because ultimately creativity is a function of your

’

life experience,” while Team Member 1 from the organization Beta mentioned that
“different cultures bring different views.” Suggesting that cultural diversity strengthens
creativity by giving multiple perspectives into the decision-making process. During the
interviews, the participants emphasized the positive effect of cultural diversity. Manager
1 from the organization Gamma mentioned, “You get better decisions because you have

more perspectives. The team gains a broader experience base, [...] diversity means you

learn a lot from each other. It also leads to completely different types of conversations”.
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This shows that diversity also gives improved decision-making through different

alternatives, and not only increases idea generation.

Additionally, Manager 1 from the organization Delta explained the importance of
differences in a team, bringing different perspectives together to achieve new ideas and
insights for the organization: “Diversity in teams is enriching... it ensures that we do not
only rely on one viewpoint, but instead incorporate multiple perspectives, which helps
generate new ideas and insights.” Similarly, Team Member 1 from organization Alfa
highlighted in the interview that when cultural diversity is managed well in the work
process, creativity is enhanced, giving more relevant outcomes in global contexts:
“Diversity contributes to creativity, innovation, and new ways of thinking by generating
more perspectives and new viewpoints in the work process.” Furthermore, Manager 1
from Alfa highlighted the practical value of diversity: “/...] diversity really provides us
the opportunity to get some really pragmatic solutions, which is very good.” Team
member | from Beta also mentioned that diversity provides value and creative ideas when
employees have limited cultural knowledge beyond their own: “Difficult to understand
norms in other countries without diverse perspectives, which are essential for developing

’

products that function effectively in global markets.’

Cultural diversity was described for the most part as a positive effect in teams. However,
Manager 1 from Delta described an example where cultural diversity ended up in a
conflict and contributed to difficulties for the organization to function effectively:
“[...]negatively affected the team as conflict at that level makes it difficult for the
organization to function effectively.” This indicates that cultural diversity can create
misunderstandings that negatively affect in collaboration and team performance. Manager
1 from Delta also mentioned: “We had to structure their way of working, clarifying rules
of interaction, and establish continuous meetings to reduce misunderstandings.”
Describing the importance of communication to build trust in relationships between
employees, Manager 1 from Delta concluded this situation: “While relationships cannot
always be changed, it is possible to agree on how to relate to one another [...] if there is
an open conflict between individuals, creativity is negatively affected [...] some level of

disagreement where individuals explain and argue for their perspectives can foster

creativity as long as it does not turn into negative conflict.” Manager 1 from Zeta
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discussed that one of the main challenges in globally dispersed teams involving diverse
cultural backgrounds is “/...] ensuring equal contribution from all team members and
functions, [...] there is a risk that stronger countries such as United States and Germany

dominate discussions.”

Moreover, cultural diversity is not only discussed in differences in ideas, but participants
also reflected in leadership expectations and hierarchical structures. Manager 1 from Zeta
stated: “leadership styles vary significantly [...] some countries being more hierarchical
than others, influencing how team members contribute in discussions and how ideas are
developed [ ...] affects the creative process in globally dispersed teams.” All together,
these empirical findings indicate that cultural diversity regularly improves creativity by
facilitating the integration of different perspectives and experiences. However, its

influence depends on how well the different perspectives are managed within the teams.

Illustrative Quotes Codes Categories | Themes
“Different  cultures bring different
views.” (Team member I Beta) “You get | Increased creativity
better decisions because you have more
perspectives.” (Manager 1 Gamma) | Multiple perspectives

“People think in different ways, and Diversity Diversity as
discussions improve.” (Manager 1 Beta) | Improved decision- | Benefits a contributor
“Diversity contributes to creativity, | making to creativity
innovation, and new ways of thinking.” and

(Team member 1 Alfa) “Diverse | Innovation Cultural innovation
perspectives are essential for developing Diversity

products that function effectively in | Cultural differences Impact

global markets.” (Team member 1 Beta)
“[...] two managers [...] did not | Misunderstandings
understand each other and were in clear
conflict.” (Manager 1 Delta) “There is a | Conflict power
risk that stronger countries [ ...] dominate
discussions.” (Manager 1 Zeta)

Table 3: Illustrative quotation of the theme “Diversity as a contributor to creativity and

innovation”.

5.3 Communication Challenges and Barriers

Cultural diversity is frequently cited as beneficial for organizations. However, the

interviews also found that it created essential communication challenges. Language
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differences, misunderstandings, and dependence on digital communication tools were
repeatedly highlighted as barriers to effective collaboration as well as different
communication styles, mentioned by Manager 1 from Alfa: “Some of the issues we have
with cultural diversity within the teams are obviously that languages are a huge issue
because there are so many different languages.” This was repeatedly mentioned through
the interviews. Manager 1 from Beta also stated, “Al/ways some language barriers, you
do not understand everything one hundred percent.” Suggesting that language

differences are essential barriers to effective communication in globally dispersed teams.

Communication challenges, such as misunderstandings, are likely to arise when everyone
within an organization uses a language other than their native language, and proficiency
in the organization's first language varies among employees. For example, Team Member
1 from Alfa explained: “You think you are very clear, but the other person understands
it differently.” Several participants mentioned that cultural diversity can create
misunderstandings and miscommunication within the team. Manager 1 from Gamma

6«

indicated how to reduce misinterpretations: isunderstandings can easily arise,
especially due to language and cultural differences, leading to increased risk of
misinterpretations in multicultural teams. [...] organizations need to train [...] in

>

patience and build understanding and have cultural tolerance.’

When working in a globally dispersed team with different cultural backgrounds, it is not
just about the language. Team Member 1 from Gamma mentioned the cultural differences
resulting in diverse cultural communication styles, leading to misunderstandings, and the
importance of tolerance: “If we do table around in a meeting, everyone introduce
themselves, most people are quite concise. [...] However, in the US context it often takes
much longer, individuals tend to ‘sell themselves’ and take more space when presenting

their role and experience.”

Furthermore, digital communication was described as challenging and sometimes
inefficient due to the overload of digital communication tools. It was described as a lack
of structure and emphasizing the importance of clearer communication practices: “Team
chats can easily become a jungle [...] highlighting the need for clearer communication

1

practices.” Mentioned by Team Member 1 from Gamma. Another quotation from
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Manager 1 from Alfa, stating that digital communication can be challenging and the lack
of tone using digital communication tools is “Emails can be easily misinterpreted |[...]
the way you type, the tone used in emails [...] don't send emails back and forth that doesn't
get anywhere, call the person if something bothers you.” This shows that digital
communication can increase the risk of misunderstandings because of the lack of non-
verbal indicators. Throughout the interviews, digital communication was both described
as an advantage and a disadvantage. A clear example from Manager 1 from Beta said:
“When working remotely, you are not as present in meetings, you tend to multitask more
[...] you can listen in on a meeting without actively participating and still stay informed

)

while doing other task [ ...] both pros and cons.’

In addition, communication was frequently mentioned as an important factor for an
organization’s performance, as stated by Manager 1 from Gamma, “Company success is

’

a result of conversations.” Another quotation emphasizing the importance of
communication is Manager 1 from Delta: “Communication is essential for building trust
within teams.” Leading into the next chapter, where human interaction and trust are
described by the participants as an important factor for organizations. Overall, these
empirical findings show that communication challenges are an essential barrier in

globally dispersed teams and need to be actively handled to establish effective

collaboration.

Illustrative Quotes Codes Categories | Themes

“Languages are a huge issue because | L-anguage barriers
there are so many different languages.” o
(Manager 1 Alfa) “You think you are very | Communication
clear, but the other person understands it | &3PS

differently.” (Team member 1 Alfa) ) )
“Misunderstandings can easily arise, | Misunderstandings

especially due to language and cultural Communication

differences.” (Manager 1 Gamma) “In C.ultural challenges o
the US context it often takes much longer, | differences Communication
individuals tend to ‘sell themselves’ and . challenges  and
take more space.” (Team member 1 | Need for direct o barriers
Gamma) “Team chats can easily become | cOMmMunication Communication

a jungle.” (Team member I Gamma) practices

“Emails can be easily misinterpreted [...] | Remote challenges
the tone used in emails.” (Manager 1 o
Alfa) “When working remotely, you are Communlcatlon
not as present in meetings, you tend to | mportance

multitask more.” (Manager 1 Beta) o
“Communication is essential for building | Trust building
trust within teams.” (Manager 1 Delta)
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Table 4: lllustrative quotation of the theme: “Communication challenges and barriers”.

5.4 The Importance of Human Interaction and Trust

Throughout the qualitative research, human interaction was repeatedly mentioned as an
important factor for an organization's performance. The participants emphasized the need
for face-to-face interaction to create efficiency within the team and organization. It was
clearly stated by Manager 1 from the organization Alfa: "We get more done when we are
face-to-face. Informal interactions such as conversations over coffee, in hallways, or
during lunch are far more efficient than virtual communication. Despite operating as a
global company, I strongly believe in face-to-face interaction, as it enables greater
productivity and effectiveness.” Indicating that physical interaction is essential to
improve collaboration more effectively and team performance. Another participant,
Manager 1 from Beta, also mentioned the importance of face-to-face interaction, such as
hallway conversations, where employees can be creative and open to other perspectives
in a more informal way, and the loss of informal interaction arises: “You miss out on

’

coffee-machine talk, where creativity might happen at the workplace.’

In addition, participants described the work process of workshops and the difference
between face-to-face interaction and remote workshops, and the effect of it. Team
member 1 from the organization Gamma explained, “/...] if we remove the rules and try
to think freely [...] then Teams doesn’t work as well because it’s not as interactive. You
can’t read everyone, you only see part of the group, and it becomes harder to

)

participate.’

Furthermore, the importance of trust within a team and organization was discussed with
the participants of the qualitative research. One of the participants highlighted the need

“«

to know your team members to gain more trust within the team: “Meeting each other in
person and talking face-to-face helps you find common ground and understand when
someone is joking or not. You gain a different understanding of each other and build more
trust. You get to know someone better, and the more you get to know someone, the more

you trust them,” discussed by Team Member 1 from the organization Beta. This shows
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that trust is based on personal interaction and is an important factor for effective

teamwork.

Similarly, Manager 1 from the organization Zeta emphasized the role of cultural
awareness and argued, “When team members are aware of cultural differences, they tend
to make additional efforts to ensure alignment and inclusion.” This was repeated by Team
Member 1 from Alfa: “/...] discuss strategy and do workshops, mainly to get to know the
department better. [...] When people know each other better, it becomes easier to ask for
help and build relationships. [...] Session focusing on mapping team competencies to
understand our collective skills [...] helped us develop opportunities and was valuable,
we plan to continue building on.” The participants discussed the importance of knowing
each other to gain more trust, making it valuable for the organization. This was further
supported by Manager 1 from Zeta, who highlighted that building trust within teams
needs certain factors: “Openness, empowerment, and accountability.” Suggesting that
trust and human interaction are important for effective collaboration, especially in

globally dispersed teams where digital communication by itself not works well.

Illustrative Quotes Codes Categories | Themes

“We get more done when we are face-to- Face-to-face
face [...] Informal interactions [...] are far advantage
more efficient than virtual
communication.” (Manager 1 Alfa) “You Reduced
miss out on coffee-machine talk, where | SPontaneous

creativity might happen at the workplace.” creativity Trust building )

(Manager 1 Beta) “Teams doesn’t work as The importance
well because it’s not as interactive. You | Lack of of ~ human
can’t read everyone.” (Team member 1 teractivity . interaction  and
Gamma) “Meeting each other in person o Collaboration trust

and talking face-to-face helps you [...] | Trustbuilding strategies

build more trust.” (Team member I Beta) ) )
“When team members are aware of | Relationship
cultural differences, they tend to make building

additional efforts to ensure alignment and
inclusion.” (Manager 1 Zeta) “When Cultural awareness
people know each other better, it becomes
easier to ask for help and build | Core trust factors
relationships.” (Team member 1 Alfa)

Table 5: Illustrative quotation of the theme: “The importance of human interaction and

trust”.
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5.5 Cultural Influence on Team Dynamics

The importance of knowing cultural differences and how cultural diversity influences
teams emerged as a central theme in the findings. It is highlighted that cultural and social
differences can help gain an understanding of what norms and social preferences are in
other cultural settings. Participants emphasized that working with different cultural
backgrounds brings different perspectives, but at the same time creates challenges.
Manager 1 from the organization Zeta highlighted that cultural backgrounds strongly
shape expectations of management and stated, “Each country has its own culture,
traditions, and way of working. Leadership styles vary significantly. Most countries |[...]
tend to follow instructions but may lack full buy-in.” Suggesting that cultural differences

affect how teams are handled and how individuals contribute to discussions.

Most of the participants emphasized that they get an understanding of how culture affects
the time of the decision-making process and who makes decisions. For example, Team
member | from organization Beta argues that “In Sweden, we are quite good at taking
initiative and have the mandate to handle things ourselves [...] in other cultures, decisions
are more hierarchical and often more from higher management.” Similarly, Manager 1
from organization Beta mentioned that the decision-making process can vary in
complexity across cultures and may slow down the process based on different
organizational structures and cultural context: “In Germany, decisions require full
accuracy and approval from top management [...] but in Sweden, responsibility is more

individually assigned.”

From another interview with Manager 1 from the organization Gamma, shared a personal
experience, highlighted that teams with different cultural backgrounds brought
complexity to how interaction between managers and team members works: “For
example, in India, employees do not want to show mistakes. The differences in
communication and hierarchy led to avoiding errors and reporting problems, which
created misunderstandings and delays in the projects.” Manager 1 and Team member 1
from organization Alfa highlighted that differences in holidays and traditions can create
challenges in coordination for periods. Manager 1 from Alfa stated, “Vacation schedules

are all different [...] there is a lot of inefficiency because [...] people are not online.” and
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Team member 1 from Alfa stated, “We do not celebrate the same holidays. Some want to

take time off and need to be at home.”

Team member 1 from organization Gamma emphasized how a shared culture contributes
to a cohesive team environment and a sense of common identity: “It always feels
somewhat familiar, even when you meet a new person,” and further noted: “Creates a
sense of community in the projects.” Together, these empirical findings suggest that
cultural differences create team dynamics, affecting decision-making, communication,

and collaboration processes.

Ilustrative Quotes Codes Categories | Themes
“Fach country has its own culture, Lfeadership
differences

traditions, and way of working.
Leadership styles vary significantly.”

(Manager 1 Zeta) “In Sweden, we are Flat vs. hierarchical

quite good at taking initiative [...] in other structure Culjcural and

cultures, decisions are more ) sgc1al

hierarchical.” (Team member I Beta) “In Power distance differences Cultural
Germany, decisions require full accuracy . influence on
and approval from top management |[...] Different work norms team
but in Sweden, responsibility is more o dynamics
individually assigned.” (Manager 1 Beta) Coordination .

“In India, employees do not want to show challenges Intef?CtIO{I and

mistakes [...] which created . relationship
misunderstandings and delays in the .Cultura.ﬂ. differences | dynamics

projects.”  (Manager 1  Gamma) in traditions

“Vacation schedules are all different [...]

people are not online.” (Manager 1 Alfa)
“We do not celebrate the same holidays.”
(Team member 1 Alfa) “Creates a sense
of community in the projects.” (Team
member 1 Gamma)

Familiarity

Sense of community

Table 6: lllustrative quotation of the theme: “Cultural influence on team dynamics”.

5.6 Structural and Coordination Challenges

The participants highlighted different perspectives on how work is structured and
coordinated, and the challenges associated with globally dispersed teams. Manager 1
from Alfa emphasized that decision-making becomes slower in globally dispersed teams,
stating that “It takes a longer time to make decisions [...] a company with global
competition, making decisions quickly is a competitive advantage |[...] having dispersed

teams makes it much more difficult to do that.” This shows that globally dispersed teams
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meet structural challenges that can minimize efficiency. Similarly, Team member 1 from
Gamma underscored that coordination complexity presents challenges when working in
dispersed teams: “globally dispersed teams take longer collaboration, and it is harder to

build team spirit.”

Furthermore, Manager 1 from the organization Delta explained that after COVID-19,
working practices around the world changed significantly, leading to a shift in
organizational structure and resulting in more virtual or hybrid working: “Over time, the
way work has changed. Previously, I travelled frequently across the world to meet
employees face-to-face, but after COVID, there was a major shift, as we moved away
from being on-site and working closely together.” Overall, most of the participants
highlighted one key factor that creates coordination structure complexity, which is the

different time zones that come with working remotely.

Team member 1 from Beta highlighted that coordinating the time is important: “We have
many cultural challenges with time zones [...], and you always must find meeting times in
the afternoons so that it matches the calendar for both them and us.” This is further
supported by Manager 1 from Delta, who highlighted the importance of developing a
structured framework: “You must build a structure around it, maybe take turns getting

up at night, and agree on how to plan things, because otherwise it does not work.”

Team member 1 from organization Alfa emphasized the importance of the required
planning when coordinating and organizing global teams: “When you have digital
meetings, much better planning and a clear agenda are required.” Similarly, Manager 1
from Alfa shared the ongoing importance of creating structures in meetings to avoid
misunderstandings and how to coordinate work in an efficient way: “What our teams do
now is actually to document the action items and the decisions during the meetings, so
that it is visual and people can see it.”” In addition, Manager 1 from the organization Zeta
emphasized how various leadership approaches may contribute to structural challenges
and stated, “For instance, a Swedish leadership style that emphasizes inclusion and
consensus can sometimes lead to unclear governance and uncertainty, resulting in poor
execution.” Indicating that structural and coordination challenges are essential in globally

dispersed teams and need clear processes and structural planning to be efficient.
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Illustrative Quotes

Codes

Categories

Themes

“It takes a longer time to make decisions [...]
having dispersed teams makes it much more
difficult.” (Manager 1 Alfa) “Globally dispersed
teams take longer collaboration, and it is harder to
build team spirit.” (Team member 1 Gamma)
“After COVID, there was a major shift [...] away
from being on-site and working closely together.”
(Manager 1 Delta) “We have many cultural
challenges with time zones [...].” (Team member
Beta) “You must build a structure around it [...]
because otherwise it does not work.” (Manager 1
Delta) “Digital meetings require much better
planning and a clear agenda.” (Team member 1
Alfa) “Our teams document the action items and
the decisions during meetings.” (Manager 1 Alfa)
“A Swedish leadership style that emphasizes
inclusion and consensus can [...] result in poor

Slow decision-
making

Collaboration
challenges

Time
challenges

zone

Need for

structure

Planning
requirements

Documentation
practices

Coordination
and structure

Organizational
factors

Structural and
coordination
challenges

execution.” (Manager 1 Zeta)

Inefficiency

Table 7: lllustrative quotation of the theme: “Structural and coordination challenges”.

5.7 Strategic Management and Organizational Support

Strategic management is required to support the organization, as highlighted by almost
all participants. To make sure that organizations actively support, control, and enable
collaboration, some practices are required. Team member 1 from organization Alfa
shared that the organization provides training for managers on diversity and inclusion
issues to increase awareness: “‘We had training for all our managers in D&I issues, to
emphasize what it stands for and how managers can work with it actively.” Additionally,
Team member 1 from Alfa further explained that to avoid bias, the organization
implements a strategic approach: “We also have training competency-based recruitment
[...] as there is a tendency to hire people who are similar to oneself.” This indicated that

organizations actively use training to handle cultural diversity to strengthen collaboration.

Similarly, Manager 1 from organization Beta highlighted that the organization has core
values and strategies that provide guidelines and formal support, explained: “/...] we have
strategies and core values within the organization [...] we have training, such as code of
conduct [...] there are ways for how we should behave and think [...].” Additionally,
Manager 1 from the organization Delta highlighted the importance of setting rules and
having a clear structure: “/...] it is important to communicate and agree on how we want

to work together. It should not be that one party decides [...] as this does not build trust
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[...].” Manager 1 from Delta also shared a personal experience of how strategic
management’s importance in providing a clear structure and support for resolving
conflicts within teams: “I had two managers, one Swedish and one American, who [...]
were in conflict. This meant they simply had to meet and sit down, with my support to
resolve the issues. What are the ground rules? How do you speak to one another? [We]

’

set up continuous reconciliation meetings to avoid misunderstandings.’

Team member 1 from organization Gamma emphasized the importance of an
organizational practice that allowed for a supportive environment and for an ongoing
improvement: “We conduct a large annual employee survey where we discuss what is
appreciated regarding colleagues and collaborations, as well as what works and what
does not.” Furthermore, inclusion was identified as a key element of organizational
support. Team member 1 from organization Beta highlighted that a sense of belonging is
a shared responsibility, although strongly influenced by leadership: “Ensuring that the
person feels included [...] is everyone’s responsibility, but perhaps extra much the
manager’s. It is about maintaining high levels of communication and inviting them to

’

meetings [...] so that they still feel like part of the team.’

Additionally, a strategic approach was described as a strategy to overcome and increase
awareness of different cultures, as well as strengthen inclusion within the organization.
Both participants from organization Alfa explained the initiatives used to build team
inclusion. Manager 1 from Alfa states: “For example, we have Culture Week |[...] where
all of the people bring in food or dress from their area [...] It creates awareness |[...] and
everybody really enjoys that.” This is further supported by Team member 1 from Alfa,
who highlighted that the initiative provides a deeper understanding and a reflection of
people: “Culture Week [...] where all groups across the company discuss [...] to
understand these differences and understand that we are different.” To conclude, these
empirical findings show that strategic management and organizational support are

important for strengthening collaboration and effectively handling cultural diversity.
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survey [...] regarding colleagues and
collaborations.” (Team member 1 Gamma)
“Ensuring that the person feels included
[...] is everyone’s responsibility.” (Team
member 1 Beta) “We have Culture Week
[...] It creates awareness.” (Manager 1

Alfa)

Inclusion practices

Cultural awareness

Illustrative Quotes Codes Categories | Themes
“We had training for all our managers in Leadership training

D&I issues.” (Team member 1 Alfa) “We ] )

also  have training competency-based | Recruitment practices

recruitment [...] as there is a tendency to S ]

hire people who are similar to oneself” Diversity initiatives Collaeratlon .
(Team member 1 Alfa) “We have strategies ) strategles Strategic
and core values [..] such as code of Goal clarity management
conduct.” (Manager 1 Beta) “It is o and
important to communicate and agree on Cgmmunlcatlon organizational
how we want to work together.” (Manager | lignment support

1 Delta) “We set up continuous ) o

reconciliation — meetings  to  avoid | Meeting structure Diversity

misunderstandings.” (Manager 1 Delta) management

“We conduct a large annual employee | Feedback system practices

Table §8: Illustrative quotation of the theme: “Strategic management and organizational

support”.
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6. Theoretical Discussion

In this chapter, the findings will be analyzed in relation to the existing literature and the

theoretical framework provided.

6.1 Cultural Diversity and Its Impact on Collaboration Processes and Creativity in

Globally Dispersed Teams

Analyzing both theory and empirical findings, cultural diversity emerges as a key factor
influencing creativity, collaboration, and problem-solving in globally dispersed teams
(Granow & Asbrock, 2021). This is consistent with Diversity Management Theory, which
views diversity as a valuable asset that can enhance decision-making and innovation
outcomes when effectively managed (Basset-Jones 2005). This indicates that cultural
diversity enhances creativity at the same time, challenging collaboration processes,

emphasizing a central tension in globally dispersed teams.

Similarly, the empirical findings strongly support this view. The participants repeatedly
highlighted that cultural diversity contributes to a wider range of perspectives, improved
discussions, and more innovative outcomes. Participants explained how diverse teams
foster different types of conversations and more pragmatic solutions, supporting the
theoretical argument that diversity of perspectives enhances creativity (Granow &
Asbrock, 2021). This suggests that diversity plays a crucial role in generating ideas and
integrating knowledge within globally dispersed teams.

However, based on both the literature and the empirical findings, it also highlights that
diversity presents challenges to collaboration processes. Previous research explains the
“diversity paradox,” where diversity can both enhance and hinder team performance
(Bassett-Jones, 2005). This is clear in the empirical findings, where the participants
identified misunderstandings, communication barriers, and conflicts emerging from
cultural differences. These challenges suggest that diversity alone does not automatically
lead to positive outcomes but relies on how it is managed within the teams. This can be
explained through Hofstede’s cultural dimensions theory, which explains how differences

in values, communication styles, and behaviors differ across cultures (Mushaathoni,
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2025). These differences have a direct impact on how individuals interact within teams
and shape collaboration processes. For instance, variances in dimensions, such as power
distance or individualism versus collectivism, may affect the extent to which team
members share perspectives, handle conflict, or participate in decision-making
(Mushaathoni, 2025). This contributes to a deeper understanding of why cultural diversity
can both improve creativity and create challenges in the collaboration processes. These
results show that well-managed collaboration does not occur automatically in
multicultural teams; it must have structured communication processes, clear expectations,

and active coordination.

The empirical findings offer further insights into the dynamics through which diversity
influences creativity. While diverse perspectives encourage the exchange of ideas, they
also increase the likelihood of conflict and misalignment. In alignment with Diversity
Management Theory, the empirical findings suggest that conflict can have both positive
and negative effects on environments (Bassett-Jones, 2005). Constructive conflicts were
explained as beneficial for creativity, encouraging team members to challenge ideas and
develop better solutions. However, unaddressed conflicts were identified to negatively
affect team dynamics and reduce creative outcomes. This supports previous research
indicating that the impact of diversity on performance is dependent on how conflict is
managed (Kraus et al., 2019). The empirical findings support that structured
communication practices play a crucial role in handling these challenges. Participants
highlighted the priority of clear agendas, real-time documentation, and avoiding
misunderstandings in virtual communication. This recommends that collaboration in
globally dispersed teams relies on shared language and on how communication is

structured and adapted.

Furthermore, the empirical findings suggest that geographical distance and remote
communication are key factors contributing to increased risks of miscommunication
within globally dispersed teams. Participants highlighted that the use of digital
communication makes it harder to perceive tone, body language, and non-verbal cues,
which is emphasized as a driver for misunderstandings and limited engagement in
discussions. The empirical findings also highlighted that working remotely can limit

spontaneous and everyday interaction, which was emphasized by most of the participants,
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as one of the most important parts for creativity, trust-building, and strong team
relationships. Additionally, working across different time zones and virtual
communication were also explained by most of the participants as barriers that lead to
reduced coordination efficiency and slower decision-making processes. This indicates
that collaboration challenges in globally dispersed teams are influenced by both cultural
differences and as well by challenges in geographical distance and virtual

communication.

Moreover, the empirical findings suggest that the underlying power dynamics within
globally dispersed teams have not been thoroughly examined in previous research. The
participants highlighted that various cultures or countries may dominate discussions,
which can limit equal participation and reduce the potential benefits of diversity. The
findings demonstrate that, in practice, not all perspectives are equally considered,
showing that diversity does not always lead to equal knowledge sharing within teams.
This may be connected to Hofstede’s power distance dimension, where people from
various cultures with higher power distance tend to avoid expressing disagreement with
supervisors or openly speaking about opinions (Mushaathoni, 2025). Consequently, some
cultures may become dominant in decision-making and communication, while other
cultures contribute less frequently. This can potentially slow down the decision-making

process and affect the collaboration among globally dispersed teams.

Within industrial manufacturing organizations, these empirical findings are of
considerable importance. Globally dispersed R&D teams rely on diverse knowledge to
develop products for multiple markets, which emphasize cultural diversity is a critical
key driver of innovation and product development in global organizations (Roth et al.,
2024). Simultaneously, these teams operate within complex organizational structures
required for coordination across time zones and organizational boundaries. This indicates
that while diversity creates a valuable resource for creativity, its effectiveness depends on
structured collaboration processes that allow teams to integrate different competencies

and experiences within teams efficiently.

Overall, both theory and empirical findings support that cultural diversity strengthens

creativity and innovation by providing diverse knowledge, experiences, and perspectives.
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This research suggests that diversity must be actively handled through structured settings

and leadership support to achieve its full potential.

6.2 The Role of Diversity Management and Overcoming Challenges in Globally

Dispersed Teams

The literature and empirical findings acknowledge that diversity management appears to
be a critical factor in converting cultural diversity into positive organizational
performance. Diversity Management Theory emphasizes that organizational practices
such as leadership, communication settings, and training are essential for managing
diversity adequately and minimizing its challenges (Ely & Thomas, 2001). Existing
research highlights that cultural diversity alone does not improve creativity and
organizational performance. It needs structured management to contribute to
collaboration and innovation (Bassett-Jones, 2005). This indicates that diversity does not
result in positive outcomes alone but needs active management through organizational

structures, leadership practices, and continuous interaction.

The theoretical view is heavily reflected in the empirical findings. Participants
emphasized multiple organizational practices, such as diversity training, competency-
based recruitment, communication guidelines, and structured meetings as key factors for
handling cultural diversity. These practices correspond with previous research, which
significantly highlights the importance of formal systems and leadership in managing

collaboration in multicultural teams. (Oleksii Borysov, 2024)

Additionally, both theory and empirical findings highlight the importance of
communication in managing cultural diversity. Earlier research determined
communication as an essential process in globally dispersed teams, especially because of
language barriers and digital communication challenges (Yousef, 2024). This is
facilitated by the empirical findings, where participants explained misunderstandings,
misinterpretations, and communication gaps as repeatedly challenging. These challenges
can be connected to cultural differences in communication styles. Outlined by Hofstede’s
framework, where variations of indirect and direct communication patterns across
cultures can complicate interactions (Mushaathoni, 2025). The participants highlighted

that communication practices, structured meetings, and direct human interaction are
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required, strengthening the theoretical argument that communication is an important

factor in managing cultural diversity.

The empirical findings also provide deeper insights into the structural function in globally
dispersed teams. Cultural diversity encourages flexibility and open discussion; however,
participants emphasized that a lack of structure can result in inefficiency and unclear
governance. For example, participants explained that leadership approaches focused on
inclusion and consensus were sometimes perceived as slowing down decision-making
and creating uncertainty. This can be linked to leadership expectations across different
cultures and how the decision-making process is perceived. In cultures with lower power
distance, it is common for team members to participate alongside supervisors. In contrast,
in higher power distance cultures, there may be a preference for clearer hierarchical
structures and authority in decision-making processes (Mushaathoni, 2025). This further
aligns with Hofstede’s dimension of uncertainty avoidance, where different cultures
prefer clearer structures, formal rules, and structured decision-making processes
(Mushaathoni, 2025). This shows that diversity management needs a balance between
inclusiveness and clear decision-making structures by expanding current theory to

emphasize the potential downsides of overly flexible leadership styles.

Moreover, trust-building and human interaction were recognized as significant
components of effective diversity management. Both previous literature and empirical
findings highlight that trust is essential for collaboration and knowledge sharing in
multicultural teams (Gundelach & Manatschal, 2016). Participants noted that face-to-face
interaction plays a crucial role in building trust, even in globally dispersed organizations.
The empirical findings show that digital communication alone is insufficient for creating
strong relationships, supporting theoretical arguments about the importance of

interpersonal aspects in team performance.

Another valuable insight emphasized is the complex structure of globally dispersed
teams. For example, time zone differences, remote work, and coordination challenges
were discussed as the main barriers to effective collaboration processes. This indicates
that diversity management must address cultural differences, as well as structural and
operational challenges. Although previous literature supports these challenges, the

empirical findings highlight their practical implications, such as slower decision-making
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and the need for additional planning and coordination (Gundelach & Manatschal, 2016).
To handle this complexity, organizations can use formal coordination structures, digital
collaboration tools, and structured communication routines to manage activities across
globally dispersed teams. Proposing that diversity management needs to address cultural

differences as well as structural and operational challenges in global organizations.

In the context of industrial manufacturing, these findings have important implications.
Organizations operating with globally dispersed teams in R&D environments require
coordinating complex processes across multiple locations, while maintaining efficiency
and innovation (Roth et al., 2024). This complexity is handled through structured
coordination, such as standardized project management systems, digital collaboration
tools, and regular communication routines that support globally dispersed teams. The
empirical findings support that effective diversity management includes tending to
inclusion and awareness, as well as establishing clear systems and processes that enable

teams to work efficiently across cultural and geographical boundaries.

Overall, both theoretical and empirical findings propose that diversity management plays
an essential role in reducing the challenges of globally dispersed teams. By establishing
structured practices, improving communication, and building trust, organizations can
minimize the negative effects of cultural diversity at the same time enhance its positive
contributions to creativity and innovation. This research suggests that diversity
management is significant for enhancing the potential benefits of cultural diversity in

effective collaboration processes and innovation outcomes.
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7. Conclusion

In this chapter, main empirical findings are presented, the purpose is met, and the two

research questions are answered.

RQI1: What influences does cultural diversity have on collaboration processes and

creativity outcomes in globally dispersed teams?

Cultural diversity plays a significant role in the collaboration processes and creativity
outcomes in globally dispersed teams. The empirical findings indicate that diversity
strengthens creativity by combining diverse perspectives, experiences, and problem-
solving approaches, leading to more innovative outcomes. Team members with various
cultural backgrounds and experiences offer distinct perspectives that broaden the team’s

knowledge and contribute new ideas.

However, the empirical findings further highlighted that cultural diversity creates
challenges within the teams. Communication barriers, for instance, different languages
and communication styles, were emphasized as one of the key factors that often result in
misunderstandings. Furthermore, it was highlighted that there were differences in cultural
norms, hierarchy, and how to make decisions, which may limit the effectiveness and slow
down the collaboration processes. Additionally, working in different time zones and the
use of digital communication tools were also underscored as factors that contributed to

coordination and interaction challenges.

The empirical findings indicate that cultural diversity simultaneously offers advantages
while also creating potential challenges; this is referred to as the diversity paradox. While
creativity and innovation enhance from diverse teams, at the same time, it generates
complexity in communication, coordination, and trust-building. As a result, collaboration

and creativity depend on how effectively diversity is managed within organizations.

51



RQ2: How does diversity management facilitate an organization's ability to overcome

challenges when working in dispersed teams?

Diversity Management is important for organizations to overcome challenges associated
with cultural diversity and globally dispersed teams. The empirical findings of this
research illustrate that structured organizational practices, for example, clear
communication processes, leadership support, and diversity-focused training, play a

crucial role in managing differences effectively.

Organizations enable collaboration by applying structured meetings with clear agendas,
documenting decisions, and enhancing mutual understanding within the teams. For
building trust and improving relationships, practices such as workshops, team-building
activities, and face-to-face interactions were established. Trust was identified as an
important factor to improve collaboration. Team members and managers who understand
each other better are more likely to communicate openly and work effectively together to

achieve better outcomes.

Moreover, diversity management settings such as competency-based recruitment,
inclusion initiatives, and awareness programs (e.g., Culture Week as mentioned from the
participants) lead to a more inclusive environment within the organizations. These
settings help minimize bias, increase cultural understanding, and enhance that different

perspectives are beneficial within organizations.

The empirical findings highlight the necessity of baiting structure and flexibility. At the
same time, inclusive leadership and open discussions are essential; a lack of clear
structure can contribute to inefficiencies and slow decision-making. Resulting in effective
diversity management needs both inclusive settings and well-defined processes to enable

collaboration across cultural and geographical boundaries.

7.1 Contributions

By addressing the identified research gap, this research contributes to the existing
literature by providing empirical findings on how communication, trust, and conflict

management affect creativity in globally dispersed teams. It strengthens the existing
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knowledge beyond general discussions of cultural diversity by providing a deeper
understanding of how collaboration processes contribute to creative outcomes. The
results of this research indicate that organizations need to actively manage the cultural
diversity within the teams to give positive outcomes. By aligning the conceptual
framework and insights from interviews, the research is managed within teams and
practically by providing guidance for organizations aiming to strengthen innovation in

culturally diverse R&D industries.

7.2 Implications

The empirical findings of this research highlight the crucial importance of effective
communication, trust-building, and conflict management in teams that are culturally
diverse and globally dispersed. By effectively managing and recognizing the paradoxical
nature of cultural diversity, in which various viewpoints can foster creativity while also
leading to misunderstandings and collaboration challenges, and depending on how well
it is managed, organization can strengthen collaboration and improve outcomes.
Therefore, organizations should adopt a structured approach to promote cultural
awareness, which can facilitate collaboration by supporting mutual understanding and

allowing teams to integrate diverse perspectives more effectively.

7.3 Limitations

This research comes with limitations; the data collected is from the perspectives of five
different companies, five managers, and three team members within the industrial
manufacturing industry and R&D. The interviews contributed to clear and valuable
insights into cultural diversity in globally dispersed teams. They are formed by the
specific research context and should be interpreted with caution. Cultural diversity is
experienced differently across different organizations, as well as industries. Therefore,

the empirical findings may not be directly transferable to all contexts.

7.4 Future Research

Recommendations for future research to expand this research by investigating
multicultural teams in different industries beyond industrial manufacturing, to further

increase the transferability of the findings. Furthermore, future research could add a
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quantitative approach with a broader sample size to test the relationships between cultural

diversity, collaboration processes, and creativity performance.

Moreover, this research focused on cultural diversity; future research could therefore
include other forms of diversity, such as gender, age, and educational background, to
gather a more comprehensive understanding of diversity in teams. Future research could
examine the role of leadership styles and digital collaboration tools in managing diversity
more effectively. Also, analyze the influence of diversity training and cultural awareness

initiatives on team and creativity outcomes.
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9. Appendix

9.1 Appendix 1: Interview Questions

1. Isit okay if we record this interview and use the information discussed in our
thesis?
2. Tell us about the organization you work for and your position.

3. Tell us about your educational background. Where are you from?

Dispersed working
1. How does working in a globally dispersed team differ from working in a co-
located (in-house) team?
2. 2. How do you coordinate tasks and meetings when team members are in
different time zones?
3. What digital tools or platforms does your team use to collaborate and share

information?

Block 1: Cultural Diversity & Team Context
1. Can you describe your team and its cultural composition? (For example:
nationalities, languages, locations, time zones.)
2. How would you describe cultural diversity within your team?
3. Inyour experience, what advantages does cultural diversity bring to your team’s
work?
4. Have you experienced any challenges related to cultural di7erences? If so, can

you describe them?

Block 2: Communication
1. How do you communicate within the team (e.g., tools, meetings, informal
communication)?
2. Have you experienced misunderstandings due to cultural or language
differences? If yes, how were they handled? Please give examples.
3. How do you ensure mutual understanding when working across di7erent

cultures and time zones?
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Block 3: Trust-Building and Conflict Management
1. What factors do you use to help build trust in your team/organization?
2. Do you think cultural di7erences influence trust-building? In what way?
3. How are conflicts typically handled in your team?
4. Have cultural di7erences ever contributed to disagreements or conflicts? If yes,

how did you and your team manage the disagreements/conflicts?

Block 4: Creativity and Innovation Outcomes
1. Do you believe cultural diversity influences the creativity of the team? If yes,

how?

Block 5: Diversity Management & Leadership
1. Does the organization have any strategies or practices to manage cultural
diversity? Please give examples. How does leadership support collaboration in
your globally dispersed team? Please give examples.
2. Do you feel that diversity is actively managed, or does it happen naturally?

Please give examples.
Block 6: Reflection & Improvement

1. Please reflect on what we discussed. What would you do to overcome the

challenges in working globally that you don’t do now?
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