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Abstract

In modern times it is becoming more and more common to create teams consisting of representatives of
many cultures. The functioning of multicultural teams brings many benefits, but also forces to overcome
many difficulties. The aim of this article is to identify differences in the perception of working in multicultural
teams in the perception of young people (students) from Poland and Romania. The study was conducted in
2019 using a diagnostic survey method with the CAWI technique. Statistical analysis based on Mann-Whitney
U test was performed on 2,100 correctly filled forms (1,121 from Bialystok University of Technology in
Poland and 979 from the Babes-Bolyai University in the Romania). The obtained results indicate that the key
skills and competencies for both Polish and Romanian students are knowledge of foreign languages and
openness to representatives of other cultures. The respondents considered the language barrier as the most
significant difficulty. In their opinion, stereotypes and prejudices, xenophobia and closure to difference as
well as ethnocentrism are other important obstacles. At the same time, the above difficulties are more
important from the point of view of the Polish female interviewees than other groups of respondents.
Possibilities to learn how to cooperate and communicate with people from different cultures and the
possibility to improve language skills are the main benefits of working in multicultural teams. These are
more important for Romanian men than for the rest of the respondents. The obtained results may serve as a
basis for further in-depth research and analysis, and as important information in creating teams consisting of
representatives of Polish and Romanian cultures, as well as selecting the scope of training for these groups.
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Introduction times, when in connection with progressing

The aspects of teamwork constitute an object of
scientific interest for many researchers. This
subject gains particular importance in modern

globalization, people’s increased mobility and the
development of technology, creating teams
consisting of representatives of many cultures is
becoming more and more common. The formation
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of multicultural teams in a rapidly changing work
environment poses new challenges for both
managers (leaders) and employees (team
members). Therefore, the role of leaders in
managing multicultural teams gains significance, as
they have to effectively deal with emerging issues
resulting from the diversity of cultures (Matveev
and Milter, 2004).

There are many problems associated with
multiculturalism, including different languages,
religions as well as ways of thinking and perceiving
reality. However, it should be noted that the ability
to manage cultural diversity can provide many
benefits to the organization and its members
(Giedraitis et al, 2017; Kopertynska, 2018).
Multicultural teams have a definite advantage over
monocultural ones, as their members have diverse
experiences and different worldviews, which
translates into generating a variety of solutions to
the analyzed problems (Kuc and Zemigata, 2010).

The aim of this article is to identify differences in
the perception of challenges and benefits of
working in multicultural teams as perceived by
young people (students) from Poland and Romania.

Working in multicultural teams - theoretical
background

In the literature, a team is defined as a collective of
people who interact regularly in pursuit of set
common goals (Katzembach and Smith, 1992).
Multicultural teams are task-oriented groups
consisting of individuals with different cultural
backgrounds (Marquardt and Horvath, 2001). They
are interdependent in carrying out their tasks,
sharing responsibility for the team’s results
(Halverson and Tirmizi, 2008).

Multicultural teams are perceived as an asset to the
organization (Williams and O'Reilly, 1998; Stahl et
al, 2010). Cultural diversity does not negatively
impact team performance (Brannen and Salk,
2000). Multicultural teams are dominated by
different perspectives on a particular issue, diverse
experiences, different problem-solving and
decision-making styles, and smart ideas (Adler,
2002). Therefore, multicultural teams are a key
element of organizational structures of both
multinational corporations as well as small and
medium enterprises (Donnellon, 2006).

The functioning of multicultural teams has many
benefits, but it also requires overcoming many

difficulties. As past research indicates, because of
their diversity, multicultural teams are prone to
difficulties including language barriers,
misunderstandings, ineffective communication, and
differences in communication styles (Makilouko,
2004; Adler, 2002; Ramthun and Matkin, 2012;
Aritz and Walker, 2014; Hall, 2001; Lisak and Erez,
2015; Sogancilar and Ors, 2018; Szymczak, 2018;
Behfar et al,, 2006; Szydto et al., 2020). Problems
with pronunciation and language fluency create
major communication barriers (Matveev and Milter,
2004). Also, work styles and expectations, which
vary from culture to culture, can pose difficulties in
mutual work (Sogancilar and Ors, 2018; Hall, 2003).
A hypothetical lack of acceptance due to the leader’s
gender, for example, can also create problems (Hall,
2001). Another aspect is stereotypes and prejudices
that cause selective reception of information that
exists in the social environment, and simplify views
of the world (Sasinska-Klas, 2010). Cultural
differences can also undermine the development of
group norms (Behfar et al., 2006; Ely and Thomas,
2001; Jehn et al, 1999) and generate conflicts
(Kirchmeyer and Cohen, 1992; De Dreu and
Weingart, 2003; Kiryluk et al, 2020). There also
emerge challenges and difficulties associated with
virtual teamwork (Samul et al, 2020; Oertig and
Buergi, 2006; Heimer and Vince, 1998; Jarvenpaa
and Leidner, 1999).

Multicultural teams bringing together
representatives of different nationalities differ from
monocultural teams in many respects. The type and
scale of problems is different, and so are the ways
of solving them effectively (Gadomska-Lila et al,,
2011). A multicultural team leader must possess a
set of qualities necessary to lead people, such as
tolerance, respect, empathy, openness, goal
orientation (Kozusznik, 2005). Other important
aspects are orientation to development, prospective
attitude to the future, encouraging team members
to cooperate, getting to know the values and needs
of employees, creating an atmosphere of
cooperation based on mutual respect, developing
knowledge about cultural differences and
respecting them, the ability to perceive cultural
problems, the ability to overcome cultural
stereotypes, as well as developing cultural
intelligence (Standa, 2003; Adamoniené et al., 2021;
Piotrowski and Swiqtkowski, 2000; Burakova and
Filbien, 2020; Szpilko, Szydto and Winkowska,
2020; Matveev, 2017; Higgs, 1996; Szydto and
Grze$, 2020; Rozkwitalska, 2012; Jesevicite-
Ufartiené, Brusokaité and Widelska, 2020). A leader
cannot classify people into his/her own group or a
foreign group (Tajfel and Turner, 1986; Pettigrew,
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2001; Brewer and Miller, 1996). He/she should set
a benchmark for addressing diversity through an
open approach, focused on mutual learning and
deriving advantage from observed differences. A
leader, in accepting diversity, should create an
environment that allows team members to
appreciate each other’s views. This improves team
performance (Sogancilar and Ors, 2018).

Research Methodology

The study was conducted using the method of the
diagnostic survey with the CAWI (Computer-
Assisted Web Interview) technique. The time frame
spanned over the period between January and April
2019, and the location covered two countries:
Poland and Romania. A total of 2,100 correctly
completed questionnaires were obtained: 1,121
from Bialystok University of Technology in Poland
(53.4% of all respondents) and 979 from the Babes-
Bolyai University in the Romania (46.6%). The
Polish group of respondents was composed of
51.7% women and 48.3% men. The respondents
from Romania consisted of 24.1% women and
75.9% men.

The following research problems were formulated:

e What are the differences between the
Polish and Romanian respondents in the
perception of skills and competencies
necessary to work in multicultural teams?

e What differences exist among the Polish
and Romanian male and female

respondents in the perception of
difficulties connected with working in
multicultural teams?

e  What are the differences among male and
female respondents from Poland and
Romania in perceived benefits of working
in multicultural teams?

The survey form contained 16 questions. This
article presents only a part of the obtained results,
i.e. those related to the analysed subject. A survey
questionnaire prepared in the native languages of
participating students was the tool used to carry
out the study. The obtained data were subject to
statistical analysis using Statistical 13.3 software.

Research Results

Cooperation in multicultural teams requires various
skills and competencies. In the present research,
they are examined from the point of view of the
Polish and Romanian respondents in relation to five
aspects: knowledge of foreign languages,
knowledge about other cultures, openness to
representatives of other cultures, ease of
establishing interpersonal relations and using IT
tools.

There were statistically significant differences
(p<0.05) between the answers provided by the
Polish and Romanian respondents in three out of
five analysed aspects. They concerned knowledge
about other cultures (p=0.000000), ease of
establishing interpersonal relations (p=0.000000)
and using IT tools (p=0.023790) (Table 1).

Table 1: Differences in skills and competencies necessary to work in multicultural teams in the opinion
of Polish and Romanian respondents - Mann-Whitney U test results

Specification U statistic Z statistic p-value
knowledge of foreign languages 530233.5 0.37051 0.711003
knowledge of other cultures 414214.0 -8.51231 0.000000
openness to representatives of other cultures 522808.5 0.63112 0.527964
ease of establishing interpersonal relations 380403.5 10.81815 0.000000
use of IT tools 497525.5 -2.26052 0.023790

Source: based on (Szydto et al, 2020).

Students from both researched countries important factors while working in multicultural

considered the knowledge of foreign languages (the
average score for Romania - 4.6, Poland - 4.5) and
openness to representatives of other cultures (in
both cases the average score was 4.5) as the most

teams. In the opinion of 91% of both Poles and
Romanians, knowledge of foreign languages
definitely facilitates cooperation in a multicultural
team (Table 2).
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Table 2: Skills and competencies necessary to work in multicultural teams in the opinion of Polish and

Romanian respondents

8 sl 2] | &
& o = < ©
3 e g e E|g&=
£ 2| £ &| ¥ |87
Specification Country | 2¢ 2 & © > | 2@
[ B = ° B [5} o n
X S =1 o = 0 o
= 9 = = =2
= s g = =
o I « = o
'E = = — =
_ Poland 48% |1.4% ]35% |16.7% | 73.6% | 4.5
knowledge of foreign languages -
Romania | 0.5% | 1.4% 6.1% 204% | 71.6% | 4.6
Poland 3.3% 10.3% | 22.2% | 41.8% | 22.3% | 3.7
knowledge of other cultures -
Romania 0.7% | 3.0% 18.9% | 40.1% | 37.3% | 4.1
openness to representatives of other Poland 3.7% | 2.0% | 44% | 24.6% | 65.3% | 4.5
cultures Romania | 0.1% | 1.2% 6.2% 30.4% | 62.1% | 4.5
o ) Poland 40% |19% |3.7% | 293% | 61.1% | 4.4
ease of establishing interpersonal relations -
Romania | 0.7% | 2.0% | 19.3% | 43.3% | 34.6% | 4.1
Poland 32% | 6.4% 25.1% | 36.9% | 28.4% | 3.8
use of IT tools -
Romania | 1.8% | 49% | 24.3% | 36.9% | 32.1% ] 3.9

Source: based on (Szydto et al, 2020).

Statistically significant differences were observed in
the case of the respondents’ opinions with regard to
other assessed skills and competencies. The
Romanian respondents (mean score of 4.1) value
knowledge about other cultures more highly than
the Poles (mean score of 3.7) when working in
multicultural teams. On the other hand, Polish
respondents (mean score of 4.4) value higher the
ease of establishing interpersonal relations than
Romanians (mean score of 4.1). The ability to use IT
tools is slightly less important for cooperation in
multicultural teams according to both Polish (mean
score of 3.8) and Romanian (mean score of 3.9)
respondents. A detailed distribution of answers is
presented in Table 2.

Working in multicultural teams is often associated
with various difficulties. In the case of seven out of
twelve analysed variables, statistically significant
differences (p<0.05) were observed between the
Polish and Romanian participants, concerning:
xenophobia and closure to otherness (p=0.000062),
exaltation of own culture (p=0.000000), language
barrier (p=0.000031), past negative experiences
with other cultures (p=0.000000), distrust towards
representatives of other cultures (p=0.000000),
differences in values, views, norms (p=0.016846),
and time zones (p=0.000427). No differences in the
opinions were identified with regard to stereotypes
and prejudices, level of awareness of cultural
identity, experience of working in multicultural
teams, competence and motivation (Table 3).
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Table 3: Differences in perceived difficulties of working in multicultural teams between Polish and
Romanian respondents - Mann-Whitney U test results

Specification U statistic Z statistic p-value
stereotypes and prejudices 505709.5 1.77392 0.076077
xenophobia, closure to otherness 472964.5 4.00598 0.000062
exaltation of one’s own culture (ethnocentrism) 449891.0 5.49632 0.000000
language barrier 473903.0 4.16680 0.000031
past negative experience with other cultures 443590.0 5.78003 0.000000
distrust towards representatives of other cultures 434942.5 6.50206 0.000000
lack of awareness of one’s own cultural identity 520494.5 0.18318 0.854659
lack of experience in working in multicultural teams 507981.5 1.36307 0.172860
lack of competencies 509935.0 1.01328 0.310926
lack of motivation 523838.0 0.26673 0.789674
differences in values, views, norms 492030.5 -2.39007 0.016846
time zones 469510.5 -3.52313 0.000427

Source: based on (Szydto et al, 2020).

More detailed analyses indicate that there exist
differences in the opinions of the Polish and
Romanian respondents depending on their gender.
In the case of three out of twelve analysed
variables, statistically significant differences
(p<0.05) were noted in the opinions of Polish and
Romanian men and women in the following

aspects: stereotypes and prejudices (women
p=0.000020, men p=0.030715), past negative
experience  with  other cultures (women
p=0.000001, men p=0.001493), and distrust

towards representatives of other cultures (women
p=0.000000, men p=0.037630). Additionally, as far
as the difficulties connected with working in
multicultural teams are concerned, statistically

significant differences were noted in the opinions of
Polish and Romanian women, concerning:
xenophobia and closure to otherness (p=0.000002),
exalting of one’s own culture (p=0.000000),
language barrier (p=0.000506), and awareness of
one’s own cultural identity (p=0.015319). In the
case of Polish and Romanian men, their opinions
were also statistically significantly different in
relation to: competence (p=0.010230), values,
views and norms (p=0.000035) and time zones
(p=0.000046) (Table 4).

Table 4: Differences in perceived difficulties of working in multicultural teams among Polish and
Romanian men and women - Mann-Whitney U test results

. Women Men
Specification . — — -

|U statistic] Z statistic| p-value |U statistic|Z statistic| p-value
stereotypes and prejudices 51779.50 [4.261037 [0.000020|176921.5 |-2.16076 [0.030715
xenophobia, closure to otherness 50377.50 |4.739376 [0.000002|185594.5 [0.61227 ]0.540359
exaltation of one’s own culture 47680.50 [5.409967 [0.000000{178597.0 |1.56362 |0.117908
(ethnocentrism)
language barrier 54076.00 [3.477510 [0.000506[178757.0 [1.90990 [0.056147
past negative experience with other cultures [49467.50 |4.880403 [0.000001]|167550.5 [3.17600 ]0.001493
distrust towards representatives of other 5,56 50 |5 874009 10.000000]175385.0 [2.07887 [0.037630
cultures
lack of awareness of one’s own cultural 56892.50 [2.424771 |0.015319[179816.0 [1.65934 [0.097049
identity
ig;fe"pe“e“ce in working in multicultural 15059, 56 |1 936556 [0.052801[186257.5 |0.46363  |0.642910
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lack of competencies 62261.00 |-0.490202 [0.623991]172336.0 |2.56796 [0.010230
lack of motivation 62253.00 ]0.590581 [0.554801]190065.5 |-0.02801 [0.977652
differences in values, views, norms 58624.00 |1.738270 |0.082164]163288.0 [-4.13586 ]0.000035
time zones 60452.50 |1.014401 [0.310392]160528.0 |-4.07317 [0.000046

Both Polish (mean 4.1) and Romanian (mean 4.0)
respondents considered language barriers as the
most important difficulty while working in
multicultural teams. It should be noted, however,
that both Polish (mean 4.0) and Romanian (mean
4.0) men considered it as the most significant
barrier to working in multicultural teams. The same
opinion was expressed by female respondents,
where Polish women (mean score of 4.2)
considered the language barrier as a more
important obstacle to working in multicultural
teams than Romanian women (mean score of 3.9).

Next, respondents from Poland and Romania
considered stereotypes and prejudice, xenophobia
and closure to otherness as a very important
obstacle in multicultural teams. It should be noted
here that women from Poland (mean score of 4.1)
perceive stereotypes and prejudices as a barrier to
work in multicultural teams more than women
from Romania (mean score of 3.8), as well as men
from Poland (mean score of 3.9), and even more as
compared to men from Romania (mean score of
3.7). Opinions are similar with respect to
xenophobia. Polish women (mean score of 4.1)
perceive it as a more serious obstacle to contacts
with people from other cultures than Romanian
women (mean score of 3.8) as well as Polish (mean
score of 3.9) and Romanian men (mean score of
3.9). Also, Polish women (mean 4.0) perceive
ethnocentrism as a greater impediment to
multicultural cooperation than Romanian women
(mean 3.6) and Romanian men (mean 3.7) as well
as Polish men (mean 3.8).

Lack of motivation should also be considered as a
significant obstacle in the work of multicultural
teams, which was rated at the same level by both
Polish (mean 3.8) and Romanian (mean 3.8)
respondents. Also distrust towards representatives

of other cultures is a definite obstacle in
undertaking common activities. It should be noted

here that Polish women (mean score of 3.9)
perceive its negative impact on working in

multicultural teams more than Romanian women
(mean score of 3.4) as well as Romanian (mean
score of 3.6) and Polish men (mean score of 3.7).
Similarly, past negative experience with other
cultures according to women (mean 3.7) and men
(mean 3.6) from Poland make it more difficult to
work in multicultural teams than according to
women (mean 3.3) and men (mean 3.4) from
Romania. According to the Romanian respondents,
pejorative experiences from the past are not so
important in building multicultural relations.

According to the respondents, issues related to
values, views and norms as well as competencies
are not very significant barriers. It should be noted,
however, that issues related to values and views are
more important barriers for Romanian men (mean
score of 3.7) and Polish women (mean score of 3.6)
than Romanian women (mean score of 3.5) and
Polish men (mean score of 3.4).

Issues related to the awareness of one’s own
cultural identity, as well as experience in working in
multicultural teams in the opinion of the
respondents are also not a very important
determinant of multicultural teamwork. It should
be noted, however, that the issues related to
cultural identity are a more significant barrier for
Polish women (mean score of 3.3) and Romanian
men (mean score of 3.2) than for Romanian women
(mean score of 3.1) and Polish men (mean score of
3.1). On the other hand, the functioning of the team
in different time zones is perceived by the
respondents as the least significant barrier both for
Poles and Romanians. A detailed percentage
distribution of answers and evaluations of Polish
and Romanian respondents (including a breakdown
by gender) is presented in Table 5.
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Table 5: Difficulties related to working in multicultural teams according to Polish and Romanian
respondents (by gender)
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stereotypes and Poland 6.0% | 6.3% 14.4% | 36.3% | 37.0% | 3.9 4.1 3.7
prejudices Romania | 2.8% 7.1% 19.2% ] 39.8% | 31.2% | 3.9 3.8 3.9
xenophobia, closure to Poland 4.2% 6.4% 13.7% | 34.5% | 41.1% | 4.0 4.1 3.9
otherness Romania | 3.7% | 9.4% 20.1% | 33.0% | 33.8% | 3.8 3.8 3.9
exaltation of one’s own Poland 4.9% 7.9% 17.9% | 30.1% | 39.2% | 3.9 4.0 3.8
culture (ethnocentrism) Romania | 4.7% | 10.5% | 23.8% | 35.7% | 25.4% | 3.7 3.6 3.7
. Poland 3.6% 6.2% 11.4% | 32.6% | 46.2% | 4.1 4.2 4.0
language barrier -
Romania | 1.9% 5.6% 22.3% | 33.4% | 36.8% | 4.0 3.9 4.0
past negative experience Poland 3.2% 10.3% | 26.0% | 38.5% | 21.9% | 3.7 3.7 3.6
with other cultures ]
Romania | 4.3% 13.7% | 34.2% | 33.9% | 13.9% | 3.4 33 3.4
distrust towards Poland 2.8% 8.2% 20.1% | 42.9% | 26.0% | 3.8 3.9 3.7
representatives of other . 0 0 0 0 0
cultures Romania | 3.2% | 9.5% 33.1% | 38.1% | 16.1% | 3.5 34 3.6
lack of awareness of one’s | Poland 7.1% 18.2% | 34.2% | 26.5% | 14.0% | 3.2 3.3 3.1
own cultural identity .
Romania | 5.9% 18.3% | 35.5% | 29.4% | 10.9% | 3.2 31 3.2
lack of experience in Poland 5.4% 14.8% | 27.3% | 35.2% | 17.3% | 3.4 3.4 3.4
working in multicultural .
teams Romania | 4.6% 14.9% | 33.1% | 31.4% | 16.0% | 3.4 33 3.4
) Poland 4.6% 14.7% | 26.9% | 32.3% | 21.5% | 3.5 3.4 3.6
lack of competencies -
Romania | 3.7% 14.8% | 29.7% | 33.9% | 17.9% | 3.5 3.5 3.5
. Poland 3.9% 10.3% | 18.7% | 36.6% | 30.5% | 3.8 3.8 3.8
lack of motivation -
Romania | 3.6% | 9.4% 21.9% | 34.6% | 30.5% | 3.8 3.7 3.8
differences in values, Poland 5.2% 12.9% | 25.6% | 36.8% | 19.5% | 3.5 3.6 3.4
views, norms Romania | 2.7% 11.1% | 25.6% | 38.8% | 21.8% | 3.7 3.5 3.7
) Poland 22.0% | 29.3% | 25.1% | 14.7% | 8.9% 2.6 2.6 2.6
time zones -
Romania | 18.9% | 23.1% | 28.9% | 19.2% | 9.9% 2.8 2.5 2.9
Working in a team consisting of people from (p=0.032727), learning to cooperate and

different cultures provides various benefits.
Statistically  significant differences (p<0.05)
between responses of Polish and Romanian

interviewees were observed in the case of nine out
of twelve statements, which concerned: gaining
experience in working in a multicultural team
(p=0.000000), overcoming cultural differences

communicate with people from different cultures
(p=0. 000000), learning about diverse opinions and
views (p=0.001300), broadening the horizons of
thinking (0.000000), learning to cooperate in
virtual or remote form (p=0.001171), increasing
openness to other cultures and breaking
stereotypes  (p=0.000000), gaining unique
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experience (p=0.000000), and learning new
methods of operation (p=0.000000). There were no
differences between the opinions of Polish and
Romanian respondents in terms of improving

language

skills,

overcoming

communication
barriers and improving creative problem-solving
skills (Table 6).

Table 6: Differences in perceiving the benefits of working in multicultural teams in the opinions of
Polish and Romanian respondents - Mann-Whitney U test results

Specification U statistic Z statistic p-value
gaining experience in working in a multicultural team 449205.5 -6.21378 0.000000
overcoming cultural differences 500288.0 -2.13542 0.032727
Liai;r;;r;f to cooperate and communicate with people from different 4161885.0 528017 0.000000
getting to know diverse opinions and views 487809.0 -3.21612 0.001300
broadening horizons of thinking 443287.5 -6.54076 0.000000
learning to cooperate in virtual or remote form 485826.5 -3.24584 0.001171
increasing openness to other cultures and overcoming stereotypes  [435913.5 -7.01302 0.000000
improving language skills 519288.0 -0.97244 0.330835
overcoming communication barriers 529821.5 0.15443 0.877271
gaining unique experience 438474.5 -6.75126 0.000000
learning new methods of operation 445669.5 -6.14511 0.000000
improving creative problem-solving skills 506025.5 -1.62982 0.103141

More detailed analyses indicate that there exist
differences in the opinions of Polish and Romanian
respondents depending on their gender. In the case
of five out of twelve analysed variables, statistically
significant differences (p<0.05) were found in the
opinion of Polish and Romanian men and women in

p=0.000000), improving language skills (women
p=0.029670, men p=0.000258), overcoming
communication barriers (women p=0.000226, men
p=0.000152) and improving creative problem-
solving  skills (women p=0.000329, men
p=0.000001). It should also be noted that in the
case of male interviewees, statistically significant
differences were noted in all twelve assessed
categories in relation to Poland and Romania (Table

the following aspects: overcoming cultural
differences (women p=0.001081, men
p=0.000000), learning to cooperate in virtual or
remote form (women p=0. 020607, men 7).

Table 7: Differences in perceiving the benefits of working in multicultural teams in the opinions of men
and women from Poland and Romania - Mann-Whitney U test results

. Women Men
Specification A — A A

U statistic| Z statistic| p-value |U statistic|Z statistic| p-value
gaining experience in working in a 63056.50 [0.413514 [0.679230[135955.5 |-8.9060 [0.000000
multicultural team
overcoming cultural differences 53903.00 |3.268454 [0.001081|151612.0 [-6.2207 |0.000000
learning to cooperate and communicate with oo ¢ o0 |y 631455 [0.102795}139900.0 |-8.1825  |0.000000
people from different cultures
getting to know diverse opinions and views |58558.00 |1.854891 ]0.063613]151134.5 |-6.3685 0.000000
broadening horizons of thinking 63065.50 ]0.312570 |0.754607|136227.5 |-8.7638  ]0.000000
lfz";‘rr:mg to cooperate in virtual orremote o045 00 1> 315120 [0.020607|1544645 |5.8043  |0.000000
increasing openness to other culturesand 100015 50 |y 280461 [0.200384}125168.0 104517 J0.000000
OVerCOmlng Stereotypes
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improving language skills 57624.00 |2.174475 ]0.029670]168756.0 |-3.6540 0.000258
overcoming communication barriers 53460.00 |3.687679 [0.000226]167662.5 |-3.7883 0.000152
gaining unique experience 61695.00 ]0.781511 |0.434503]134469.5 |-8.9431 ]0.000000
learning new methods of operation 62034.50 ]0.469946 0.638394|138351.5 |-8.3266  |0.000000
improving creative problem-solving skills 53743.00 |3.591124 [0.000329|158239.0 |-5.0185 0.000001

Both Polish and Romanian respondents recognized
learning to cooperate and communicate with
people from different cultures, as well as improving
language skills as the most important benefits of
working in multicultural teams. It is of note that
increasing cooperation and communication skills in
multicultural teams is a more important benefit in
the opinion of Romanian men (mean score of 4.7),
than Polish (mean score of 4.5) and Romanian

women (mean score of 4.5), and even more so than
Polish men (4.2). On the other hand, the
opportunity to improve language skills is definitely
a greater benefit of cooperation with
representatives of other cultures for Romanian men
(mean score of 4.6) than Polish women (mean score
of 4.5) and Romanian women (mean score of 4.5),
and even more so than Polish men (4.3) (Table 8).

Table 8: Benefits of working in multicultural teams according to Polish and Romanian respondents (by

gender)
Q p— ~ ~ :
:,_-:0 ) ek : <2 & < &
] =] — ]
S ) ) o o v 8|l vol| ¢ &
i) = = bt = = =3 =l
= ) = = 80 e 1 o o
- -~ §| = & s |8gl 8] da
Specification Country | 2= | 2 ° © 2 =92 ezl 2¥
) =] ° = [} | « S
= 5 b & = o |l o] 0w
& 2 o s E |=%l=el==
3 = & = ko) @ s 2
gaining experience in Poland 3.8% | 3.8% | 10.3% | 38.7% | 43.3% | 4.1 4.3 3.9
working in a multicultural .
team Romania | 0.3% | 0.4% | 6.9% 37.5% | 54.8% | 4.5 4.4 4.5
overcoming cultural Poland 34% | 4.0% | 13.2% | 39.2% | 40.2% | 4.1 4.3 3.9
differences Romania | 0.2% | 1.3% | 13.6% | 43.1% | 41.8% | 4.3 4.1 4.3
learning to cooperate and Poland 29% | 2.2% | 8.4% 31.2% | 55.3% | 4.3 4.5 4.2
communicate with people . 0 0 0 0 0 s
from different cultures Romania | 0.1% | 0.8% | 3.6% 29.4% | 66.1% | 4.6 4. 4.7
getting to know diverse Poland 29% |33% | 10.2% | 36.2% | 47.5% | 4.2 4.4 4.1
opinions and views Romania | 0.5% | 1.3% | 8.5% 36.6% | 53.1% | 4.4 4.3 4.4
broadening horizons of Poland 2.8% | 4.5% | 13.6% | 33.0% | 46.0% | 4.1 4.3 4.0
thinking Romania | 0.3% | 1.6% | 7.5% 31.8% | 58.8% | 4.5 4.3 4.5
learning to cooperate in Poland 25% | 6.2% | 21.6% | 39.0% | 30.8% | 3.9 4.0 3.8
virtual or remote form Romania | 0.8% | 3.6% | 20.5% | 38.8% | 36.2% | 41 | 3.8 4.1
increasing openness to Poland 33% | 4.7% | 15.1% | 34.5% | 42.4% | 4.1 4.3 3.9
other cultures and Romania | 0.1% | 1.8% | 10.3% | 31.0% |56.7% |44 |42 |45
overcoming stereotypes omania 1% 8% 3% 0% 7% ) ) )
. . . Poland 33% | 2.4% | 6.6% 24.6% | 63.1% | 4.4 4.5 4.3
improving language skills -
Romania | 0.2% 1.1% | 7.6% 27.2% | 64.0% | 4.5 4.5 4.6
overcoming communication | Poland 29% | 2.6% | 7.0% 30.2% | 57.2% | 4.4 4.5 4.2
barriers Romania | 0.2% | 0.6% | 9.8% 34.1% | 55.2% | 4.4 4.3 4.5
. . . Poland 2.6% | 41% | 13.2% | 38.6% | 41.5% | 4.1 4.3 4.0
gaining unique experience -
Romania | 0.5% 1.8% | 11.7% | 27.8% | 58.1% | 4.4 4.2 4.5
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learning new methods of Poland 2.9% |57% | 22.2% | 37.1% | 32.1% | 3.9 4.1 3.7

operation Romania | 0.5% | 3.1% | 14.3% | 40.6% | 41.5% | 4.2 4.0 4.3

improving creative Poland 29% | 6.2% | 21.6% | 35.2% | 34.0% | 3.9 4.0 3.8

problem-solving skills Romania | 1.2% | 3.1% | 22.9% | 38.0% | 34.8% | 4.0 3.8 4.1
Breaking down communication barriers is also Conclusions

considered as an important benefit by the
respondents, which is a greater benefit of working
in multicultural teams for Polish women (mean 4.5)
and Romanian men (mean 4.5) than for Romanian
women (mean 4.3) and Polish men (mean 4.2). Also
important for the respondents are issues related to
gaining experience in working in a multicultural
team (Romanian mean - 4.5, Polish - 4.1) and
broadening their horizons (Romanian average - 4.5,
Polish - 4.1). Working with representatives of other
cultures makes it possible to perceive the world not
only through the prism of one’s own culture, which
in time shapes the ability to see and appreciate
other points of view. At the same time, it should be
noted that these benefits are much more
appreciated by men and women from Romania than
by men and women from Poland.

The situation is quite similar when it comes to
getting to know diverse opinions and views (mean
score for Romania - 4.4, Poland - 4.2), increasing
openness to other cultures and overcoming
stereotypes (mean score for Romania - 4.4, Poland
- 4.1), gaining unique experience (mean score for
Romania - 4.4, Poland - 4.1), and overcoming
cultural differences (mean score for Romania - 4.3,
Poland - 4.1). Cooperation in a multicultural team
increases openness towards different customs,
positively shapes attitudes to other cultures, and
surpasses conventional thinking and acting. It also
enables to break down cultural and communication
barriers. It should be noted that improvement in
this area is more appreciated by Romanian men and
Polish women than Romanian women, and even
more so than by Polish men.

The least important benefits of working in
multicultural teams were considered in the
possibility to learn new methods of operation
(Romanian mean - 4.2, Polish - 3.9), learning to
cooperate in a virtual or remote form (mean score
for Romania - 4.1, Poland - 3.9), and improving

creative problem-solving skills (Romanian mean -
4.0, Polish - 3.9). It is worth mentioning that
Romanian men and Polish women perceive bigger
benefits than Romanian women and Polish men
with respect to these issues (Table 8).

Summarizing the results obtained in the framework
of the conducted research, it should be first of all
noticed that students from both Poland and
Romania considered the knowledge of foreign
languages and openness to representatives of other
cultures as the most important factors while
working in multicultural teams.

Both the male and female respondents from Poland
and Romania considered language barriers as the
key difficulty in working in multicultural teams.
However, women from Poland considered the
inability to use foreign languages as a more
important obstacle to cooperation in multicultural
teams than other groups of respondents. Also, the
respondents from Poland and Romania considered
stereotypes and prejudice, xenophobia and closure
to otherness as well as ethnocentrism as very
important obstacles in their work. It should be
noted here that women from Poland perceive the
indicated aspects as a more serious problem in the
work of multicultural team than women from
Romania, as well as men from both these countries.
Other analysed aspects, such as lack of motivation,
distrust towards representatives of other cultures,
past negative experience, lack of competence and
values, views and norms are less important
difficulties in working in multicultural teams.

Despite many barriers, working in multicultural
teams brings many benefits. The main benefits of
working in such teams are learning how to
cooperate and communicate with people from
different cultures and the possibility to improve
language skills. It should be noted that these
benefits are more important in the opinion of men
from Romania than other respondents. As
important benefits, respondents also indicated
breaking down communication barriers, gaining
experience in working in a multicultural team and
broadening their horizons.

After analysing the obtained results it can be
concluded that one of the tools increasing effective
work of multicultural teams will be first of all
trainings in language competence and cultural
awareness. Thanks to training courses aimed at
developing intercultural competencies, team
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members will be able to become aware of
differences and similarities between them and
prevent misunderstandings in the future. This type
of training will also contribute to building trust,
leading to an open and relaxed atmosphere within
the group. It is important that the team is
characterized by good relations and openness to
other cultures (Szydto and Widelska, 2018).

The obtained results are a contribution to further
in-depth research and analysis regarding work in a
culturally diverse environment. Therefore, it is
worth extending them to other age groups in the
future, especially among people actively functioning
on the labour market. The comparison of opinions
obtained from students with the views of working
people may provide valuable information about
differences in the perception of work in
multicultural teams as well as related problems and
needs. This information may be useful in creating
teams consisting of representatives of Polish and
Romanian cultures, as well as in choosing the scope
of training for future and current members of
culturally diversified teams. Further research
should also take into account the use of foresight
methods (Ejdys et al, 2017, 2019; Kononiuk and
Pajak, 2019; Szpilko, 2014, 2016), which will allow
to build a vision of the future and foster the
development  of  multicultural teams in
organizations.
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