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Abstract. In the current globalization conditions, companies operate in an open environment and constant contact 

with foreign managers and other interest groups. Intercultural management is an integral and important part of any 
international company employing and cooperating with employees from different cultures. The proper implementation 
of intercultural management enables the innovation of employee relations and thus supports achieving the company's 
goals. This paper aims to examine the influences and relations between local and foreign employees and/or 
managers. Research on intercultural communication and management was conducted in IT companies by collecting 
questionnaire data from respondents, formulating hypotheses, and examining them through the Kruskal-Wallis test. 
Hypotheses verification stated that statistically significant differences are in the relation between the knowledge of the 
company's cultural differences and the employees' years of experience. The calculated value of p = 0.04728 proved 
that the longer the employees work in a company interconnecting different cultures, the greater their knowledge of its 
cultural differences. The research verified the hypothesis on statistically significant differences in the acceptance of 
cultural differences in the company concerning employee training. The result of the hypothesis verification was the 
value of p = 0.6539, which did not confirm the hypothesis. The research showed that the employee training did not 
affect the acceptance of cultural differences. In companies with a labor force from diverse countries and cultures, 
disputes often arise in communication. The last formulated hypothesis concerning the issue focused on examining the 
relationship between the acceptance of disputes based on cultural differences in the company and the employee 
training. The calculated value of p = 0.1 did not confirm this relationship. Therefore, the employee training does not 
affect the acceptance of disputes in the examined companies. The present research on intercultural management 
could expand knowledge and innovate relationships to prevent disputes in international companies. 

Keywords: intercultural management, intercultural communication, international company, employees, cultural 
differences. 
 

Introduction. In the 21st century, the emergence of a new model significantly different from the model 
operating with raw materials, physical labor, and simple investment could be observed. Thus, the model 
rests on knowledge and innovation developed through people's intelligence and energy, imagination, and 
willingness to act as driving forces for technical, scientific, and technological advancement (Mazur-
Wierzbicka, 2019). Current globalization processes require the development and innovation of 
relationships and processes and the proper management of organizations by responsible and skilled 
employees (Bilan et al., 2019; Cabinova et al., 2020; Sokolovska et al., 2020). In the current globalization 
era, a growing number of companies are seconding their workers to countries that have not been perceived 
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market opportunities until recently, sometimes due to the problematic cultural and social environment. 
Since joining the European Union, Slovakia has attracted foreign corporations, which decided to establish 
their branches in this country or build their own companies with the appropriate infrastructure. These 
companies often second their own managers challenged by a new environment and innovations in social 
systems and relationships. In this sense, it is possible to understand innovation as ties with the 
organization's way of life, with the people's way of thinking and acting. It follows that innovation 
management is deployed to achieve effective management of innovation processes in a business unit and 
promote teamwork, creative spirit, and vitality (Bilovodska et al., 2021). Management experts agree that 
employees encountering culturally diversified environments need to be equipped with intercultural 
competencies (Onuferova et al., 2020). Suppose these experts are unable to tackle cultural differences 
effectively. In that case, they leave home with the burden of failure or are more likely to remain in our 
country, but with reduced efficiency leading to negative phenomena. Therefore, it is of paramount 
importance that the employees and managers are trained in advance for the peculiarities of a given culture 
and could adapt flexibly, which does not mean ignoring or suppressing their own culture (Dzionek-
Kozłowska and Rehman, 2017; Bila and Kacmarova, 2018; Pietruszka-Ortyl, 2019). A quality that every 
seconded abroad worker should have is the ability to get along with local workers. A foreign seconded 
employee or manager able to get along with local employees brings benefits to their foreign shareholders 
and local employees through their activities and way of management by properly managing and motivating 
them. For better cooperation and successful management of conflicts that might arise when cooperating 
with people of different cultures and nations, it is necessary to acquire new intercultural management 
knowledge. The present paper deals with the issue under consideration while examining intercultural 
management in IT companies. In turn, four sections deal with the topic as follows. The first section provides 
the theoretical underpinnings and literature overview of the issue. Herewith, the second section describes 
the research methodology and the research sample of respondents. The third section presents the 
research results, validated hypotheses, and conclusions on the issue. The fourth section summarizes the 
data obtained and assessed in line with the research conducted. 

Literature Review. It is undeniable that management and culture are interdependent and deeply 
interconnected areas. Every nation has its own culture deeply rooted in the nation's people. In turn, it 
passes on to other people. People spread their culture in every area of life and their work, through work 
habits, and themselves. Besides, like nations, every organization or company have their own culture, as 
employees are the foremost bearers of culture (Eisenhardt et al., 2016; Al-Musadieq et al., 2018). 
Mastering intercultural management, acquiring new knowledge in the field, and applying it in practice is 
paramount in any international company employing or cooperating with employees from other cultures. 

Moreover, as the diversity of cultures anticipates both positive and negative situations, it is necessary 
to emphasize quality management to cope appropriately. Companies holding managers from other 
cultures and employing staff from different countries must necessarily perceive cultural diversity much 
more intensely than companies hiring employees from the same culture (Mäkelä et al., 2019). According 
to Aguzzoli and Geary (2014), the main task of intercultural management is to clarify the behavior of people 
working in organizations around the world and show them how to work in companies with employees or 
clients from different cultures. Ang et al. (2015) defined the essence of ever-globalizing intercultural 
management as the effective management and direction of synergistic interactions where knowledge, 
values, and experience are transferred to implemented multicultural domains. When people of different 
cultures (with different cultural identities) are involved in the process, they develop and apply their 
knowledge of various cultures in international management. Thus, it is the essence of intercultural 
management. Nevertheless, these people may or may not be part of the same business unit (Bailey et al., 
2017; Beugelsdijk et al., 2018). Working together with professionals from different cultures and 
nationalities is responsible for the growth of international trade and migratory labor. Employees visibly 
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influence the success of the organization or company in which they work. Creating an effective work team 
in any environment is a very demanding and long-term task to accomplish. This task is much more 
challenging in an environment where employees from different cultures work together (Cooke et al., 2019; 
Caligiuri et al., 2020). Therefore, intercultural management is promoted chiefly in companies and 
enterprises employing people of different cultures and nationalities. Cultural values are an essential aspect 
in an intercultural setting. Therefore, managers have to be familiar with them and apply them appropriately 
and sensitively. In particular, managers should embrace both cultural diversity in a company and each 
employee's uniqueness. It is mandatory that managers working in an international environment be 
interested in their culture and language, history, geography, traditions, customs, etc. Good management 
is vital to the company's success since modern managers know how to increase the company standards 
to a higher level (Cameron, 2017; Gonzalez-Faraco et al., 2020). 

The result of international trade is the current world of globalization, in which cultures get increasingly 
interconnected. Despite the differences in the economies of countries and regions, global trade opens up 
many new opportunities and poses new challenges in the business world. Since each culture is unique, in 
an intercultural setting, different situations may arise and reveal misunderstandings or barriers. The latter 
mostly relate to language differences, assumptions, and similarities, features of verbal and non-verbal 
communication, prejudices, stereotypes, judgmentalism, anxiety, uneasiness, and fear of meeting a 
person of a different culture. If individuals perceive their culture as superior to others, this is the 
manifestation of ethnocentrism, which is often one of the basic obstacles in an intercultural environment 
(Romani et al., 2018; Ferraris et al., 2018; Knapík and Balogova, 2019). 

Intercultural differences (resulting from globalization) are becoming an area in which only well-
informed managers succeed. Entering the international market has differences in people's communication, 
thought, and behavior from different cultural backgrounds. Therefore, it is essential to accept these 
differences and adapt to them, especially in international teams. Therefore, an integral part of success is, 
first and foremost, tolerance, understanding, and acceptance of the culture in question. 

Experts in the field (Leung et al., 2014; Caputo et al., 2018) claimed that cultural aspects were essential 
for international trade, including management. Above all, it is possible to refer to the European Union 
companies, which are diverse and result from labor migration bringing multiculturalism, which eventually 
brings about social and cultural change. In international trade, managers need to have intercultural 
competence, including knowing the culture with which their business is conducted. Intercultural aspects 
could greatly influence the business partners' behavior (Barner-Rasmussen et al., 2014; Caprar et al., 
2015; Del Giudice et al., 2017). 

Cultural aspects include economics, society, family life, religion, sports, food, art issues emphasizing 
what people do at a particular time and place. Each person is defined through their social group affiliation 
composed of several levels of mental programming (Primecz et al., 2016; Ristic et al., 2017; Schotter et 
al., 2017; Poklembova, 2019). 

Methodology and research methods. The main objective of this study is to establish the major 
issues of intercultural management, specifically to pinpoint the hierarchical relationships between 
managers and employees. A questionnaire was chosen as the main research tool since it is considered 
the most suitable tool in this type of research. The questionnaire was divided into two basic parts. 
Therefore, the first part consisted of identification questions focused on the respondent's gender, training, 
age, and (number of) years of work experience in the organization/company. The second part of the 
questionnaire was research-oriented, focusing on intercultural relations between foreign managers and 
employees. That part consisted of multiple-choice answers, with the possibility of supplementing the 
answer. It was combined with Likert scale questions, five-point-scales in which respondents specified their 
level of agreement to a statement from strongly agree, through agree, neither agree nor agree disagree, 
disagree, to strongly disagree.  
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The present research was carried out online using the Google application. The respondents were 
selected following probability sampling, which uses statistical theory to randomly select a small group of 
people (sample) from an existing large population. Then, it was predicted that all respondents' responses 
would match the overall population and assume that everyone in the population has the same probability 
of being selected. The research was carried out in multinational companies in the IT sector. The 
approached respondents were in daily contact with foreign managers. Notably, the contact between the 
foreign manager and the domestic employee is crucial for the present research. Thus, a total of 676 
respondents were contacted, while 150 responses were received. Therefore, the return rate of the 
questionnaires is 22.19%. The survey was carried out based on the below-given hypotheses:  

H1: It is assumed that there are statistically significant differences in the knowledge of company culture 
concerning the employees' years of experience. 

H2: It is assumed that there are statistically significant differences in the acceptance of cultural 
differences in the company concerning employee training. 

H3: It is assumed that there are statistically significant differences in the acceptance of culture 
difference-based disputes concerning employee training. 

The study involved the mathematical-statistical methods for statistical processing of the data obtained 
through the questionnaire. In turn, it enabled to quantify the research results accurately. The methods of 
analysis, synthesis, deduction, and induction, the methods of higher statistics (than the Chi-square test of 
independence or the Kruskal-Wallis test) were used in this research. The obtained data were evaluated 
using the Kruskal-Wallis test of non-parametric statistics, an extension of the Mann-Whitney U test. The 
test is used for three or more groups and represents a non-parametric alternative to a one-way analysis 
of variance. The test results are reported as a p-value, which must be lower than the selected level of 
significance α = 0.05. With the decreasing p-value (p <0.05), the statistical significance of the differences 
increases significantly. For a quick analysis and clear display of data, contingency tables were used. Thus, 
the relationship between the two statistical features was summarized. The statistical evaluations were 
performed in the Statistica version 12 software. 

Results. This research focused on examining the intercultural relationships between managers and 
employees in multinational IT companies. In turn, the first research question focused on examining the 
differences in knowledge of company cultural differences concerning the employees' years of experience. 
The present research defined the null hypothesis H0 versus the alternative hypothesis H1, which read as 
follows: 

H0: It is assumed that there are no statistically significant differences in knowing the company's cultural 
differences concerning the employees' years of experience. 

H1: It is assumed that there are statistically significant differences in knowing the company's cultural 
differences concerning the employees' years of experience. 

Table 1 shows the results of the statistical verification. 
 

Table 1. Results of hypothesis 1 verification 
Dependent variable Knowledge of company's cultural differences 
Independent variable  Years of work experience  
Kruskal-Wallis test  H (3, N = 150) = 1.9981 

Formula 𝐻 = !"
#	(&!)

# $(")
*)
− 3	(N − 1),

+

),!
  

Error profitability a= 5% (0.05) 
p-Value  p = 0.04728 

Sources: developed by the authors. 
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Based on the evaluation of the questionnaire data, the dependent variable knowledge of the 
company's cultural differences concerning the independent variable employee years of experience 
allowed confirming statistically significant differences. The number of employee years of experience 
impacts the employees' knowledge of the company's cultural differences. Based on a p-value (0.04728), 
which is lower than the significance level (0.05), the H0 hypothesis was rejected. Thus, the statistically 
significant differences between the independent and dependent variables were demonstrated. In turn, the 
H1 hypothesis was accepted. It means statistically significant differences in knowing the company's 
cultural differences concerning the employee years of experience. 

 

 
Figure 1. Box plot of hypothesis 1 by variables 

Sources: developed by the authors. 
 
Figure 1 allows concluding that none of the cases shows extreme values that could affect the test. In 

this case, the mean values are in the range of 102.0-103.0. The lowest lower limit is 101.6 in assessing 
the knowing the company's cultural differences concerning the employee years of experience up to 3 
years; the highest upper limit is up to 5 years, at the limit of 103.7. 

The second hypothesis focused on examining the acceptance of the company's cultural differences 
concerning employee training. In this regard, H0 and H1 were determined as follows:  

H0: It is assumed that there are no statistically significant differences in accepting the company's 
cultural differences concerning employee training. 

H1: It is assumed that there are statistically significant differences in accepting the company's cultural 
differences concerning employee training. 

Table 2 contains the results of statistical verification of the investigated hypotheses. 
 

Table 2. Results of hypothesis 2 verification 
Dependent variable Acceptance of company's cultural differences 
Independent variable  Training 
Kruskal-Wallis test  H (4, N = 150) = 2.4486 

Formula 𝐻 =
12

𝑁	(+1)01
𝑅2𝑖
𝑛𝑖 − 3	(N − 1)5

+

),!

 

Error profitability a= 5% (0.05) 
p-Value  p = 0.6539 

Sources: developed by the authors. 
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Based on the evaluation of the questionnaire data, the dependent variable of acceptance of the 
company's cultural differences concerning the independent variable of employee training confirmed no 
statistically significant differences. Employee training does not affect the acceptance of the company's 
cultural differences by the company employees. Based on the p-value (0.6539), which is higher than the 
significance level (0.05), hypothesis H1 was rejected as no statistically significant differences between the 
independent and dependent variables were demonstrated. The H0 was accepted. Thus, the findings 
confirmed no statistically significant differences in accepting the company's cultural differences concerning 
employee training.  

 

 
Figure 2. Box plot of hypothesis 2 by variables 

Sources: developed by the authors. 
 

Figure 2 allows concluding that none of the cases shows extreme values that could affect the test. The 
mean values are the same in almost all cases and range from 102.2 to 103. The lowest lower limit for 
assessing the acceptance of a company's cultural differences concerning employee training is 101.7 in 
higher education. The highest upper limit is 103.3 in the case of higher vocational education. The third 
hypothesis was focused on finding differences in settling the disputes based on the company's cultural 
differences concerning employee training. The following hypotheses were postulated: 

H0: It is assumed that there are no statistically significant differences in settling the disputes based on 
the company's cultural differences concerning employee training. 

H1: It is assumed that there are statistically significant differences in settling the disputes based on 
the company's cultural differences concerning employee training. 
 

Table 3. Results of hypothesis 3 verification 
Dependent variable Settling the disputes 
Independent variable  Training 
Kruskal-Wallis test  H (4, N = 150) = 7.1444 

Formula 𝐻 =
12

𝑁	(+1)01
𝑅2𝑖
𝑛𝑖 − 3	(N − 1)5

+

),!

 

Error profitability a= 5% (0.05) 
p-Value  p = 0.1 

Sources: developed by the authors. 
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Based on the evaluation of the questionnaire data, the dependent variable of settling the disputes, 
which arise due to the company's cultural differences in relation to the independent variable of employee 
training, confirmed no statistically significant differences. Employee training does not affect the employees 
settling disputes. Based on the p-value (0.1), which is higher than the significance level (0.05), H1 was 
rejected because no statistically significant differences between the independent and dependent variables 
were demonstrated. 

 

 
Figure 3. Box plot of hypothesis 3 by variables 

Sources: developed by the authors. 
 

The resultant graph allows concluding that none of the cases showed extreme values that could affect 
the test. The mean values are the same in almost all cases and range from 101.9 to 103. Concerning 
employee training, the lowest lower limit of the assessment of settling the disputes, in the case of 
Bachelor's degree studies, is 101.5; in higher vocational education, the highest upper limit is at the limit of 
103.2. 

Conclusions. The present research aimed to examine intercultural relations in companies that 
typically employ managers from abroad. Through hypothesis statements, the issue of intercultural 
communication in companies was clarified. The obtained data and their subsequent verification showed 
that the company's cultural differences knowledge is related to the employees' work experience length. 
Thus, the longer employees work in a given company, the greater their knowledge of the company's 
cultural differences. Besides, this research addressed the acceptance of the company's cultural 
differences concerning employee training. It was assumed that higher education degrees would be more 
inclined to accept the company's cultural differences. From the answers obtained from the respondents, 
this hypothesis was not confirmed. Therefore, it is possible to state that the employee training does not 
affect the acceptance of the company's cultural differences. Certain types of disputes often occur in 
organizations with employees from different cultures and countries. Therefore, this research considered 
whether employee training contributes to the greater degree of settling disputes between foreign and 
domestic employees. This hypothesis was not confirmed after verifying the data from the respondents; the 
received employee training does not affect the settling of disputes based on the company's cultural 
differences. 

This research attempted to answer certain questions related to intercultural communication in 
companies with a combination of foreign and local employees. International companies are no rarity in 
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today's world. The almost borderless world enables travel for work and brings foreign investors to countries 
with different cultures. For the proper functioning of these companies, it is necessary to know the issues 
of intercultural management. Intercultural management also includes the knowledge and its application in 
preventing disputes that naturally arise in international companies. Different cultures profess different 
religions, speak different languages, communicate in different styles. Thus, it is important to respect these 
differences. Intercultural management and its proper use would help to innovate processes and 
relationships in the company. In turn, it contributes to achieving satisfaction not only by the owners but 
also by other interest groups.  
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Міжкультурний менеджмент як елемент інноваційного управління 
В умовах інтенсифікації глобалізаційних процесів, сучасні компанії функціонують та комунікують з міжнародними 

стейкхолдерами у відкритому мультикультурному середовищі. Міжкультурний менеджмент є невід’ємною та важливою 
складової системи управління міжнародної компанії. У статті авторами теоретично обгурнтовано, що ефективний 
міжкультурний менеджмент забезпечує інноваційність у взаємовідносинах між працівниками, що, у свою чергу, сприяє 
досягненню цілей функціонування компанії. Метою статті є дослідження впливу рівня ефективності міжкультурного 
менеджменту на взаємовідносини між локальними та іноземними працівниками та/або менеджерами. Детерміновану вибірку 
даних сформовано на основі результатів опитування працівників ІТ-компаній. У ході дослідження застосовано тест Краскела-
Уолліса для перевірки висунутих гіпотез. Емпіричні результати засвідчили статистично значущі відмінності у співвідношенні 
між обізнаністю в культурних відмінностях компанії та досвідом роботи. Розрахункове значення p=0,04728 свідчить про те, 
що працівники з більшим досвідом роботи у мультикультурних компаніях, мають кращі знання про специфіку її роботи у 
кроскультурному середовищі. При цьому розрахункове значення p=0,6539 не підтвердило гіпотезу щодо впливу рівня 
професійної підготовки працівників на сприйняття культурних відмінностей. У статті авторами наголошено, що процес 
комунікації працівників та стейкхолдерів у міжкультурному середовищі супроводжується низкою конфліктів. Однак, емпіричні 
результати не підтвердили взаємозв'язок між виникненням конфліктів на основі культурних відмінностей та професійною 
підготовкою працівників (p=0,1). Результати дослідження мають теоретичне значення та можуть бути прийняті до 
впровадження в міжнародних компаніях для запобігання виникненню конфліктів через культурні відмінності. 

Ключові слова: міжкультурний менеджент, міжкультурна комунікація, міжнародна компанія, співробітники, культурні 
відмінності.  


