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Introduction
In the globalisation era, communication in multinational teams has turned out to be a determinant of organisational performance. Global companies like IKEA are guided by various teams in order to facilitate innovation, problem solving, and efficiency. Nevertheless, multiculturalism usually results in the emergence of communication barriers, misunderstanding, tensions, and conflicts, which may disrupt the performance of the team (Slater, 2020). It is important to comprehend the impact of these differences on conflict because it is vital to managers who want to remain collaborative and productive in the global arena.
The multinational team conflict management is especially applicable to the cases of the meetings when decisions are bargained and priorities are harmonised and strategic discussions take place (Overton, 2019). The misunderstandings caused by language barriers or non-verbal communication and specific cultural beliefs may develop into arguments unless dealt with efficiently. Here, the concept of conflict management is not just an action that can be implemented in response to conflict but rather a proactive action that can be taken in order to maintain unity and accomplish organisational goals.
The essay centres on conflict management at international team meetings in IKEA, how cultural diversity impacts communication and what strategic options that the managers can adopt to reduce conflict. The essay will consist of four parts; an introduction that will describe the purpose of the research, literature review that will cover important theories and concepts, the main analysis which will use the theories in the multinational setting of the IKEA, and a conclusion which will summarise findings and managerial implications.






Literature Review
Cultural variations in multinational teams affect their communication abilities since the meaning and reaction to messages depend on how different individuals interpret them. The cultural dimensions theory by Hofstede is a preliminary framework that can be used to analyse these differences (Akanji et al., 2021). Individualism versus collectivism, power distance, uncertainty avoidance, and masculinity versus femininity dimensions depict the influence of cultural norms on the communication style and conflict resolution style. As an illustration, group members who belong to a collectivist society might not confront one another as they want to preserve peace, but individualist society members might find such a straightforward disagreement healthy (Liu, Zhu and Liang, 2021). This poses a problem to the managers trying to apply uniform conflict management techniques to multicultural workforces, especially in a meeting that involves high stakes where strategic decisions are reached.
Another element of international communication that is very crucial is Business English as a Lingua franca (BELF). BELF allows employees of other language backgrounds to communicate successfully, yet it also poses the risk of misunderstanding one another because of the difference between the level of language proficiency and cultural peculiarities (Lee, 2025). In the multinational teams of IKEA, the Europeans, Asian, and North Americans use BELF to discuss and negotiate. Managers should thus be careful to make it clear, not use idiomatic expressions and make them confirm what they have understood to minimise misunderstanding which may lead to conflict.
The communication theory by Samovar et al. emphasises the difference between high and low context cultures. High context cultures use implicit messages, gestures and shared assumptions to communicate, whereas the low context cultures rely on explicit communication through words (Folger, Poole and Stutman, 2021). Lack of correspondence between these styles during international meetings may produce misunderstandings, mistrust or even tension among team members. By identifying these differences, the managers can establish strategies to handle the conflicts beforehand by identifying clear agendas, structured dialogue and by promoting interaction that is culturally sensitive.
Both conflict management theories including the one developed by Gimenez focus on mediation, negotiation and consensus building as some of the most important strategies in conflict resolution among culturally diverse teams. Having a combination of knowledge of Hofstede, BELF, and high- vs. low-context communication theories helps the managers to solve conflicts in a strategic and not reactive manner (Shanshan and Layarman, 2022). When these theoretical perspectives are applied in practise, such multinational organisations as IKEA can develop collaboration, team cohesion, and organisational goals through the cultural complexity.



















Analysis
Conflict management in multinational team is an important challenge for a business, and the aspects that affect the strategies of managing conflicts depend on cultural diversity, organisational systems, and personal preferences in communication. In IKEA, Swedish cultural principles like egalitarianism, inclusiveness, and consensus-making meet the diverse backgrounds of the international workers establishing both opportunities and challenges to successful communication (Guo, 2025). The cultural dimensions as presented by Hofstede could be an important perspective through which to view these dynamics. Indicatively, staff in high power distance nations might fail to air dissent with the managerial staff, which may result in the squashing of the critical opinion during group discussions. By contrast, the Swedish organisational culture encourages low power distance and open communication and equal participation (Hou, 2023). The combination of these contrasting cultural expectations may result in misunderstanding, tension or disengagement, unless handled strategically. Managers need to strike a balance between the expectations of various cultural groups and organisational standards by treading the fine line between these differences.
The aspect of individualism and collectivism also makes communication even harder. Collectivist cultures, including most Asian or Latin American nations, have employees who tend to place greater emphasis on the unity of the group than on individual opinions and do not confront each other, which could lead to social disruptions (Badriyah et al., 2024). Although such a strategy can maintain superficial peace, it can hide the fact of underlying problems, which postpones conflict resolution and influences team performance. On the other hand, individualist employees such as North America and Western Europe tend to say things in a very forceful manner looking forward to debate them out. The mediating methods available to managers to address such differences include the use of formalised communication rules, active engagement, and the establishment of the safe avenue of constructive disagreement (Guo et al., 2025). Round-robin speaking time, anonymous feedback and designed debate sessions are some of the methods used that enable all members to make valuable contributions without the social repercussions of being afraid of speaking out.
Lingua franca Business English (BELF) presents a number of obstacles to the multinational teams, especially in organisations such as IKEA that have employees who speak different languages (Slater, 2020). Although BELF is a widely used tool to enable cross-cultural and language-based communication, it is not exempted under interpretations. Language differences like language proficiency, accents, idiomatic use and expressions that are unique to a particular culture can lead to misunderstanding or accidental misunderstandings. During team meetings, technical lingo or fast-tracked language can also make these issues more difficult and provide frustration and impedimental to the conversation. These communication barriers may delay the decision-making process, decrease the involvement, and unintentionally lead to interpersonal tension (Shanshan and Layarman, 2022). In this respect, managers play a very important role to ensure that language usage is monitored, clarity is promoted, and practises are developed that ensure that all people on the team understand one another.
IKEA managers can use a number of strategic methods to deal with these challenges. Make language simpler, write summaries, and visual aids are feasible ways of strengthening the verbal communication (Overton, 2019). Requesting paraphrasing and understanding during communication will make everyone interpret the information in a similar manner. Moreover, in-person meetings can be accompanied by asynchronous clarification through collaboration digital platforms to minimise the chances of miscommunication (Liu, Zhu and Liang, 2021). The studies in the multinational settings show that teams which practise BELF best practises report more engagement, easier interaction, lesser conflicts which appear due to linguistic misunderstanding and thus emphasise the need to be conscious of language management in the international business environments.
The conflict dynamics are also influenced by the high-context communication and the low-context communication. The cultures of high and low context have a strong dependence on implicit messages, non-verbal communication, and common assumptions, respectively, and explicit verbal communication, respectively (Lee, 2025). The lack of compatibility between these styles in global conferences may result in perceived rudeness, misunderstanding or frustration. As an example, high-context workers can take direct criticism as a sign of disrespect, whereas low-context workers can interpret indirect recommendations as ambiguous (Hou, 2023). The managers can solve the differences by training them in cultural awareness, setting up meeting norms, and integrating both verbal and non-verbal communication approaches in order to suit different tastes.
The conflict management model by Gimenez focuses on the significance of proactive and reactive approaches, noting that there is no one universal strategy of managing conflict in a multicultural setting (Guo et al., 2025). The proactive approaches will effectively prevent the occurrence of misunderstandings, which can be transformed into bigger conflicts, through proactive measures, including cross-cultural training, organisation of channels of communication, and proactive problem-solving. Mediation and negotiation are examples of the reactive strategies that are critical once the conflict has started. The principles are enforced within the scope of IKEA through the focus of the organisation on the idea of inclusive dialogue and organised problem-solving sessions that should be able to support the communication patterns of culturally diverse teams (Guo, 2025). This process is also supported by the diversity of mediators with different cultures since it makes sure that various perspectives are taken into consideration and that culturally specific triggers in the conflict are interpreted correctly. Internal case examples suggest that the interventions of this kind encourage quicker decision-making and minimise the potential of conflict escalation.
The combination of the knowledge gained about Hofstede dimensions, BELF considerations, and consideration of the high-context and low-context communication styles makes the framework offered by Gimenez more practical (Folger, Poole and Stutman, 2021). Through these theories, the interactions between culture and communication are rather complex and they require dynamic approaches to management instead of standardised approaches to management. The organisational culture in Sweden and well-organised conflict management instruments at IKEA enable managers to reconcile the sensitivity to culture and efficiency in operations (Bovee and Thill, 2021). Consequently, teams show better cooperation, more engagement rates, and satisfaction, which is the evidence of the importance of theory-based conflict management in global business settings.
Cultural dimension of the language barrier and the communication styles combine to put a challenge and offer an opportunity in handling conflicts. Managers can overcome complexities with the help of such strategies as structured dialogue, language standardisation, cultural training, and proactive mediation (Badriyah et al., 2024). The practises applied by IKEA enhance the unity of teams, contribute to the understanding of different cultures, and promotes efficiency in global operations, which proves the enormous significance of strategic conflict management in global business.


Conclusion
The discussion shows that cultural differences, linguistic diversity, and the difference in the styles of communication greatly affect communication within multinational teams. The use of the cultural dimensions of Hofstede, BELF principles, and high-low context theory of communication proves that the conflicts existing in international business environments can be caused by various expectations concerning the hierarchy, confrontation, and interpretation of the messages. As the experience of IKEA multinational team meetings shows, the lack of fit in cultural values or language practises may be the obstacle in the effective work, postpone the decision-making process, and cause tension in teams. The need to use strategic conflict management reinforced by organised communication standards, language clarification tools, and dialogue in a manner that is sensitive to various cultures comes out as a key tool in ensuring cohesion within teams that are globally distributed.
The results show that international managers should embrace theory-enhanced adaptive strategies to overcome such complexities. The standardised procedures alone cannot solve the conflict, but managers have to be aware of cultural variability, be able to accommodate the various communication preferences, and expect communication-related barriers. Preventative measures like cross-cultural coaching, consensus-building practise, and communicative guidelines would prepare the managers to avoid the escalation of conflicts and the reactive strategies like mediation and negotiation would be used to provide a balance resolution in case of disagreement. The general implication is that the long-term effectiveness in global organisations hinges on a managerial ability to combine the cultural awareness with the organised conflict management practises, contributing to the effectiveness of global teams and organisational resiliency.
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