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[bookmark: _Toc210230064]Introduction
The concept of conflict management is not a new phenomenon. The concept has attracted attention from numerous studies. Although many studies have shown interest, it apparently lacks a concrete definition. However, despite a lack of one definitive explanation, Vientiany et al. (2024) say that conflict management is an inherent part of any organisation and its dynamics. They further point out that core drivers of conflict and competition range from power relations, variations in resources, and varying interests. On the other hand, Rahim (2023) claims that positive interdependences among teams, departments, work, and the interorganisational level drive them to cooperate.
	Based on this foundation, international business managers working in Poland handle conflicts frequently. They acknowledge that conflicts are inherent in the work environment and dynamics. Employees from different cultural backgrounds from other countries have varying interests, power relations, and resource access (Madalina, 2016). Employees in such organisations compete and experience conflicts that need the involvement of managers and their leaders (Vientiany et al., 2024). This essay answers the question of what conflict management practices international businesses use in Poland. The essay answers this question by exploring how cultural differences among staff and managers impact conflict management and communication practices. The essay then provides strategic approaches on how international managers can best overcome many barriers that confront them. The rest of the paper covers three core sections: the introduction, the literature review, the main analysis, and the conclusion. 
[bookmark: _Toc210230065] Hofstede's cross-cultural theory
[bookmark: _Toc210230066]Power Distance
The dimension of power distance explains societies and people's perceptions of inequality and separation of power. Higher scores on the power distance dimension imply that societies accept inequality among people. When it applies in organisations and institutions, it means people accept that there is inequality between people with higher authority and those with lower power. The former groups make decisions that shape how those at the lower level behave. 
[bookmark: _Toc210230067]Individualism vs. Collectivism
The theory explains people's perception of interdependence in a society. People define their self-image using "we" or "I". Specifically, in individualistic societies, people treat and consider themselves more than in group settings. They look after their own self-interests and those of the family members. This is different from the collective societies where individuals consider the contribution of everyone in a team. 
[bookmark: _Toc210230068]Motivation towards achievement and success
	Societies with higher motivation scores indicate people are driven mainly because of what they achieve, their success, and competition against one another. Societies define success as the winner or a person who becomes the best. This dimension maintains that people begin exhibiting these behaviours in school and continue with the same even after employment in organisations. However, this is contrary to countries that score lower on this dimension. It implies that such societies consider caring for others and achieving a quality of life. People consider living a quality life to be their success level and do not consider themselves to compete with one another. However, Tung and Verbeke (2010) maintain that decisive motivates people to become the best while consensus-oriented makes them like what they do together as a team. 
[bookmark: _Toc210230069]Uncertainty avoidance
According to Hofstede, the theory holds that people cannot control their future. Societies that score higher on this dimension think about the best way of controlling and taking charge of the future in the present moment. People become anxious about the future and develop rules, regulations, policies, and organisational structures. However, societies with lower index scores let the future happen and lack mechanisms to put structures, rules, and policies in place to avoid future ambiguity. 
[bookmark: _Toc210230070]Longterm orientation
The theory explains the perception that a society has in sustaining the connection they have with the past while also handling many of the challenges that confront it today and tomorrow. Societies that score high apply different approaches to challenges that confront them. However, cultures that score lower on this element are those whose perceptions prefer to keep things the way they are. The suspect has a change with negative perceptions.  
[bookmark: _Toc210230071]Indulgence 
The theory also maintains that every person attains human status because of socialisation from the early stages of development to control what they desire and how they respond to stimuli in their environment. Societies whose people experience lower scores are considered indulgent, while those with high scores are considered restrained. 
[bookmark: _Toc210230072]Analysis 
[bookmark: _Toc210230073]Application of Hofstede's cross-cultural theory 
The international sales and marketing managers working in Poland experience inherent employee conflicts. Dyson Company employs local and international employees as sales and marketing representatives. Moreover, the company allocates every sales representative target as a team. However, conflicts remain inherent because of disputes arising from self-interests to receive more recognition, pay, and less work from daily marketing and sales responsibilities. Managers in sales and marketing must handle such conflicts to make it easier for members of different teams to work in harmony.  
	Polish culture scores a high index of 93 on uncertainty avoidance compared to the rest of the elements on Hofstede's cross-cultural theory. This implies that local employees and leaders working in a company such as Dyson follow rigid codes of beliefs and behaviours. They also try to remain intolerant of unorthodox ideas and behaviours. Managers and local employees advocate for the emotional need to develop and implement formal structures, rules, and policies. Moreover, employees try to have the inner desire to remain busy and work hard. Values such as precision and punctuality form a daily part of their work. International employees from other countries whose cultures score lower on uncertainty avoidance increase the chances of conflict. 
[bookmark: _Toc210230074]Presentation of Evidence	
	International managers who seek to manage conflict effectively among parties formulate strong rules and policies that govern how employees relate to one another. Moreover, they put in place systems to enhance policies and code of conduct delivery to people through the company website, emails, and company boards. Such systems are used to increase trust among employees. However, teams that experience conflict are made to sign agreements to ensure that similar ambiguities and risks do not reappear in the future. 
	Moreover, Poland also scores an index of 68 on the power distance element. Employees in the marketing and sales department acknowledge that Dyson experiences inequality in leadership. Employees working in different teams understand that whenever they experience differences, they accept the role of their managers and leaders to settle conflicts. Managers play a role in ensuring that subordinates follow all the decisions they put in place through writing. The top-down leadership structure helps managers manage conflict without asking who should help and guide teams. 
[bookmark: _Toc210230075]Communication challenges 
	Polish culture has high scores on uncertainty avoidance and power distance. However, creates several challenges for Dyson international managers in conflict management. International managers from other countries with lower uncertainty avoidance face the challenge of handling strong reliance on formal communication where employees expect such managers to formulate a detailed agreement when managing conflict. Specifically, international managers from lower-level uncertainty avoidance cultures remain flexible, use less focused structures, and informal documentation. Consequently, this will likely create a challenge because many employees might lack trust. Additionally, many employees with a lower trust level see no need to raise grievances with their international managers. They understand that such managers come from cultures that have little emphasis on providing clear guidelines on code of conduct and in-depth contracts at the time of employment. 
	Additionally, Polish culture remains strong in how local employees adhere to structured policies and rules. However, such inflexible cultural behaviours limit international managers from cultures with lower scores from adopting innovative conflict management methods. Employees remain rigid whenever international managers suggest new ways to solve differences, such as using unwritten rules and an open-door policy. 
	Poland's high power distance culture challenges international employees and managers from lower-level power distance cultures. At the same time, local employees in Poland accept unequal power distribution. However, lower power cultures embrace equality among people. Local people from Poland hold weaker trust toward others, seeking more feedback from their peers and less from managers. Moreover, they experience less innovation in terms of how to manage innovation. Psychologists theorise the interaction between power distance and communication. Specifically, employees who believe their workplace has higher power distance had fewer interactions with their managers (Khlif, 2016). Moreover, Tung and Verbeke (2010) found that high power distance in organisations caused a majority of employees not to ask for help from their managers. For example, subordinates with higher power distance remain silent and are less willing to give their managers feedback. Subordinates fail to open up, which limits how they exchange information with their superiors. 
	Fear of authority can cause inefficient communication. Dai, Li, Xie, & Deng (2022) also note that fear of authority lowers the effectiveness whenever managers and employees communicate with one another. Emotional experiences ranging from anxiety and fear among subordinate employees cause employees to avoid their managers instead of adopting approachable behaviours. For instance, such avoidance behaviour that comes out as being ubiquitous causes most employees to remain silent (Matveev and Nelson, 2004). Consequently, most employees who remain silent for long periods end up not communicating with their peers or managers, holding onto discrete information, and causing poor feedback.  

[bookmark: _Toc210230076]Strategic Responses 
	There is a need for cultural sensitivity among international managers working at Dyson Company in Poland. New managers seeking to work in the sales and marketing department must learn about the cross-cultural practices among organisations in Poland. The approach would help ensure that managers from countries with a lower index on power distance and uncertainty avoidance elements understand people's beliefs, perceptions, and behaviours. Through such an understanding, managers will gain in-depth insights into managing conflicts inherent among local and international employees working in the sales and marketing departments. 
Moreover, international and local managers should also become aware of potential sources of cultural noise in the department. Paulson (2019) posit cultural noise elements within culture act as a barrier to communication. Such elements divert, misrepresent, and hinder the communication process. Occurs when differences in cultures among employees affect the sending, receiving, and understanding of messages. Natalia, Ganna, and Olena (2020) outline that major causes of cultural noise come from numerous factors, including differences in language, norms and values, stereotypes, prejudices, and non-verbal cues. Managers must understand that cultural noise plays a significant role in conflict management (Peltokorpi and Clausen, 2011). Through this, they will manage the best way of navigating and interpreting sources of conflict among employees from diverse cultures. 
[bookmark: _Toc210230077]Conclusion 
[bookmark: _Toc210230078]Summary and Key Insights
Conflict management involves the process of finding the causes of disputes to come up with long-lasting solutions. International managers seek solutions to help employees work together, become innovative, share ideas, and achieve company objectives. Hofstede's cross-cultural dimensions in Poland show the highest scores on uncertainty avoidance at 93 and power distance at 68. It helps international managers at Dyson Company understand how to communicate well with their employees. They use rules, structures, and detailed documents to allow employees to handle present challenges while expecting their future. However, international managers at Dyson also experience challenges that lead to the loss of trust and commitment of employees.  
[bookmark: _Toc210230079]Reflection on Implications for International Managers
International managers work in diverse environments, managing employees whose cultures differ from their own or among local employees. I now understand that culture forms the foundation of communication in any company. The findings presented in studies and reviews of the Dyson Company have revealed that inherent conflicts in different departments constantly confront such managers. Managers who work on international businesses have a role in identifying and minimising drivers of conflicts. Specifically, they must gain a deep understanding of local cultures. Moreover, such managers must understand the causes of cultural noise to make it easier to know how to manage conflict. 
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