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       1.Introduction and Research Background

Globalisation has led to a growing cultural and linguistic diversity of multinational companies (MNCs). Effective intercultural communication is important for knowledge sharing, trust, collaboration and organisational performance as employees often work collaboratively across national, cultural and language boundaries. However, cultural diversity is a managerial paradox. It can build different perspectives, learning and creativity but also increase the potential for misunderstanding, conflict and communication barriers. This duality is confirmed by current research, which suggests that multiculturalism is both an organisational resource and an organisational challenge (Zipper-Weber and Mandik, 2024). Traditional cross-cultural theories especially Hofstede’s cultural dimensions and Hall’s high and low context communication framework still play an important role in explaining differences in workplace behaviour (Hall, 1976; Hofstede et al., 2010) .However, the assumption that national culture is challenged by modern day multinational work places " But contemporary multinational workplaces challenge the assumption that national culture is unique in predicting individual communication behaviour. This proposal therefore investigates the effect of cultural differences, as they relate to language, leadership, trust and intercultural competence, on the communication effectiveness of employees in multicultural teams within the UK.

        2. Research Aim, Objectives and Questions
Research Aim
The purpose of this study is to critically examine the impact of cultural differences on communication efficacy among employees working in multicultural teams within multinational corporations in the United Kingdom.


Research Objectives

1. To critically discuss established and contemporary theories of culture and workplace communication in intercultural contexts.
2. To assess the impact of cultural and linguistic differences on communication effectiveness in multicultural teams.
3. To assess the main communication barriers and possible benefits to employees from diverse cultural backgrounds.
4. To investigate the impact of organisational factors, such as leadership, trust and intercultural competence, on cross-cultural communication.
5. To make evidence-based recommendations for managers who want to improve communication in multicultural teams.

Research Questions

The main research question is:

What is the impact of cultural differences on the effectiveness of communication between employees working in multicultural teams in multinational companies in the UK?
Supporting questions include:
· Which cultural and linguistic factors create the greatest perceived communication challenges?
· Under what conditions can cultural diversity enhance rather than obstruct communication?
· How can management practices improve communication effectiveness within multicultural teams?

          3 Justification and Significance
Strong communication facilitates coordination, knowledge sharing, and relationship building among employees, making intercultural communication a strategic imperative for MNCs. However, there is an important problem in the research of cross-cultural management, and that is the conceptualisation of the concept of “culture” itself. Dimensions such as individualism, power distance and uncertainty avoidance are related to national cultures (Hofstede et al., 2010). While influential, this approach has been criticised for treating nations as relatively homogenous cultural units and potentially under-estimating individual and contextual variation (McSweeney, 2002).

Contemporary evidence reinforces the call for a more complex view. For example, Deng et al. (2024) demonstrated that communication expectancy violations and conflict-management approaches provide more information for understanding adaptation in MNC contexts than simply assuming that cultural distance creates conflict. This challenges culturally deterministic explanations and suggests a major gap in research; communication outcomes may be a consequence of interactions between national culture, language, organisational context and management practice rather than culture operating independently.

The proposed research therefore aims to go beyond a binary “positive” or “negative” view of cultural differences to investigate when, why and under what organisational conditions they influence communication effectiveness.


        4. Critical Literature Review
According to Hofstede et al. (2010), cultural dimensions are said to influence workplace expectations and behaviours, and Hall (1976) distinguishes between high and low context communication, the former being more implicit and the latter more explicit. Overall, these frameworks assist in understanding why employees might interpret the same messages differently.
But their explanatory value should not be confused with deterministic prediction. McSweeney (2002) has severely questioned the assumption that national level characteristics are sufficient in explaining individual behaviour. This is especially relevant for contemporary MNCs with employees with multiple identities such as national, professional, organisational and linguistic.
This greater complexity is supported by recent research. Kalra and Danis (2024) demonstrate how language-based groups within MNEs are in dynamic interaction with other identity characteristics, thus challenging the assumption that the language groups themselves are homogeneous. In multinational teams, a higher proficiency in the official corporate language of an organization was also linked to higher peer-granted status, communication influence and leadership emergence, according to Guzman and Reiche (2024). This is important because communication inequality that seems “cultural” may partially be rooted in linguistic competence and status structures, not just cultural values. 
The evidence on the consequences of diversity is also mixed. Stahl et al. (2010) demonstrate that cultural diversity can cause process losses (e.g., conflict, lower social integration) and gains (e.g., creativity). Zipper-Weber and Mandik (2024) characterise multiculturalism as a 'two-edged sword'. They discover that diverse cultural viewpoints can facilitate learning and knowledge transfer. As a result, cultural heterogeneity should not be interpreted as a lack of communication.

As a result, the current study contends that cultural variety does not always translate into less effective communication. Rather, its effects are likely to be determined by the interplay of culture, language competency, trust, leadership, and employees' intercultural competence. Testing this proposition provides a more context-sensitive alternative to explanations based mostly on nationality.



        5.Research Methodology
A mixed method research strategy is advised since the study intends to detect trends as well as analyse how employees interpret such patterns. Purposive and convenience sampling will be used to select a sample of around 60-100 people with experience working in multicultural teams for UK multinational corporations.

A standardised questionnaire will use Likert scale items to assess views of cultural differences, language hurdles, trust, leadership practices, and communication efficacy. Descriptive statistics and association analysis will be used to identify trends among key variables. Then, roughly 5-8 semi-structured interviews will provide in-depth descriptions of individuals' experiences with intercultural communication. 
This methodological choice is also a response to limitations in previous research. Zipper-Weber and Mandik (2024) note the dominance of quantitative methods in cross-cultural research and show the added contextual understanding that can be gained through qualitative inquiry. Thus, the combination of methods allows for the exploration of both quantitative patterns and employees lived interpretations.

But there are limits to the methodology. The use of convenience sampling limits generalisability. Self-report measures may be subject to social desirability and common method biases. Researcher subjectivity may also be introduced in the interpretation of the interview data. Triangulation of quantitative and qualitative evidence should serve to mitigate, but not eliminate, these limitations.
Ethical principles will cover informed consent, voluntary participation, anonymity, confidentiality and the right to withdraw. The questions will be carefully designed so as not to reinforce cultural stereotypes.



          6. Conclusion

This research contests the assumption that cultural differences automatically lead to communication failures. The proposed study integrates existing cultural frameworks and recent evidence on language, identity, trust and organisational context and conceptualises communication effectiveness as a complex organisational outcome, rather than a mere consequence of nationality. The results should contribute to the improvement of understanding intercultural communication and at the same time provide concrete recommendations for managers of multicultural teams.
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