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Abstract

Multidisciplinary and multinational teams are now a familiar part of the modern engineering 

environment as globalisation takes hold. While this can lead to greater innovation, creativity, 

and problem-solving  capabilities,  it  can also  result  in  increased conflict  due  to  cognitive, 

cultural  and  organisational  differences.  This  thesis  explores  conflict  in  multinational 

engineering teams from psychological and human resource management (HRM) viewpoints, 

with  particular  reference  to  global  engineering  projects  and  the  Australian  engineering 

environment. The research aims to understand the sources of conflict, assess the role of HRM 

practices in managing conflict, and combine psychological theory and HRM approaches into a 

holistic model.

This research follows an interpretivist paradigm and a secondary qualitative research design 

using  a  systematic  review  of  literature,  industry  reports  and  engineering  project  cases. 

Thematic  synthesis  was applied to  the  chosen sources.  The results  were grouped into  six 

dominant themes: (1) sources of cognitive and cultural conflict, (2) psychological factors that 

escalate conflict, (3) HRM practices and leadership approaches, (4) case studies of engineering 

projects in Australia, (5) case studies of engineering projects in the multinational environment, 

and (6) organisational support. These themes collectively offer a framework for understanding 

the nature, escalation and management of conflict in engineering projects.

Our findings indicate that conflict in multinational engineering teams is natural, but not always 

damaging. Task conflict, when managed properly, can lead to creative outcomes and better 

decision-making,  but  unresolved  task  conflict  may  escalate  into  relationship-based  and 

process-based conflict,  which can harm team dynamics and project success.  Psychological 

factors including emotion regulation, cognitive bias, and social identity were identified as key 

factors  in shaping the outcomes of  conflict.  As well,  HRM, leadership and organisational 

support mechanisms were demonstrated to play an important role in de-escalating conflict and 

fostering cooperation. Case studies also demonstrate the difficulties of cultural integration and 

Aboriginal engagement for Australian projects such as Sydney Metro and Western Australian 

mining.

This doctoral thesis makes theoretical and practical contributions via the Integrated Conflict 

Management Framework (ICMF), which draws on psychological processes, HRM practices 

and organisational support systems to enhance conflict resolution in multicultural engineering 

industries. It demonstrates that conflict should not be viewed solely as a negative factor but as 

an  opportunity  for  learning,  adaptation,  and  innovation  through  culturally  responsive 

leadership, psychologically informed practices, and organisational support systems.
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C H A P T E R  1

Introduction

This chapter presents an introduction to the research topic, which sets the background, 

problem  statement,  research  aim,  objectives,  and  questions  involved.  It  identifies  the 

importance of the research, how it will be done, and what its limitations are and gives a 

map of how the thesis is going to be structured.

1.1  Background and Context

The  nature  of  engineering  projects  is  always  highly  complicated,  and  this  kind  of 

circumstance  requires  the  simultaneous  implementation  of  various  disciplines, 

technologies, and organisational processes (Sabini & Alderman, 2021). Such activities are 

usually characterised by high financial volumes, time limitations, complex requirements, 

and technically demanding factors that require collaboration in a diverse set of functional 

departments.  The  scope  of  complexity  is  further  compounded  by  the  fluid  aspects  of 

engineering settings where the disruption of unpredictable situations, such as changes in 

client specifications, environmental conditions, and changes in regulations, usually occurs. 

In such a setup it can never be guaranteed that the technical expertise alone is going to 

make a particular endeavour successful; it also depends on whether a person is able to 

handle the dynamics between and among individuals (Mosqueira-Rey et al., 2023).

The modernity of engineering practice has more often involved multidisciplinary groups 

often consisting of practitioners in more unrelated fields of technical knowledge; prime 

examples  are  civil  engineers,  mechanical  engineers,  electrical  engineers,  and  software 

engineers (R. M. Paul, 2024). Often these teams are not bound by organisations or nations 

but  include  consultants,  contractors,  clients,  and  community  stakeholders  in  trying  to 

achieve  common  goals.  Even  though  this  heterogeneity  can  provoke  innovation  and 

improve the process of solving the problem, it also imposes some issues associated with 

coordination, communication, and decision-making.

In multinational projects, multidisciplinary teams seem especially vulnerable to the lack of 

expectations  uniformity  and  role  definitions.  Large  infrastructure  projects  such  as  the 

Sydney Metro and Western Australian mining operations have empirically shown that 

despite  seemingly insignificant  technical  coordination misjudgements  on the sides,  the 

issues  can  mushroom  into  wider  disagreements  that  affect  both  time  and  cost.  The 
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implications of such findings are that engineering managers have to play a twofold role of 

ensuring technical  accuracy and, at  the same time, developing successful  interpersonal 

cooperation in diverse groups. To resolve this duality, leaders who are versatile in the 

sphere of engineering as well as the sphere of team-building and conflict solving need to 

be employed.

There has therefore been an even greater necessity to understand the human aspects of 

engineering management. Due to the growth of projects and contributed complexities with 

the  project  scope,  project  management  methods  to  meet  them should  incorporate  the 

realisation  of  the  interrelation  between  technical  and  social  systems  and,  as  such, 

necessitate  a  skill  in  conflict  resolution  within  a  multidisciplinary  engineering 

environment (Emmanuella Onyinye Nwulu et al., 2022).

The  project  teams  are  becoming  more  multinational  and  multicultural  as  engineering 

organisations continue to embrace a globalised world. Although cultural  diversity may 

create considerable benefits that include introducing a variety of viewpoints and ideas, 

creativity,  and  going  about  solving  problems,  it  also  creates  such  psychological  and 

cultural  barriers  that  can  undermine  the  process  of  collaboration.  The  differences  in 

normative  practices,  communication  conventions,  and  value  systems  may  lead  to 

misunderstanding,  build  the  mistrust,  and  trigger  the  open  conflict  between  the  team 

members.

Theories of multinational project teams are usually associated with various psychological 

issues, with the main consideration being the dissimilarity in emotional expression and 

regulatory  conduct  (Majeed  et  al.,  2023).  Individuals  belonging  to  the  high-context 

cultures,  which  can  be  seen  in  the  case  of  Japan  and  China,  tend  to  avoid  direct  

communication  and  confrontation  to  maintain  social  balance;  hence,  the  need  to  be 

indirect  and  subtly  cyclic  in  their  communication,  whereas  people  in  the  low-context 

cultures,  as  in  Australia  and  the  United  States,  are  more  direct  and  aggressive  in 

expressing themselves when solving problems. It is common that such differences lead to 

the  misunderstanding  of  intentions  and,  at  times,  an  increase  in  intrateam  tension 

unintentionally.

In addition to the interpersonal  dynamics,  cultural  diversity has a connection with the 

group  processes  that  may  be  used  to  name  in-groups  and  out-groups  based  on  the 

nationality,  the  organisational  profession,  or  job.  Social  Identity  Theory  assumes  that 

belonging  to  a  group  further  helps  an  individual  to  shape  his/her  identity,  therefore 

supporting biases and stereotypes in multicultural teams. These psychological processes 
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can be presented in the form of avoidance of work, defence, and leadership rejection, as a 

result of which the cohesion and performance level will be undermined (Podorozhnyi & 

Ivanov, 2024).

Even more complexity is provided to the Australian engineering industry by ethical and 

legal  demands  and  the  imperative  to  interact  with  Indigenous  communities  in  large 

infrastructure/resource  projects.  Engineering  managers  must  learn  to  work  around 

previous  sensitivities  and  cultural  protocols  and  develop  effective  relations  between 

Indigenous stakeholders and multinational project members. This requires interculturally 

adaptive leadership practices that take into consideration both psychological mechanisms 

and cross-cultural differences in styles of conflict resolution at the same time (Wadhera, 

2024).

It is in this context that the weakness of traditional engineering-management culture can 

be highlighted, which adheres to technical and procedural solutions. A multidisciplinary 

approach based on psychology and human resources management (HRM) is needed to 

address the multifaceted requirements of the multinational engineering settings.

Conflict is an inherent part of engineering projects, and this is more evident under high-

stakes, multicultural, and multidisciplinary settings. Despite the fact that conflict can be a 

culture of thinking and innovation, unresolved conflict is linked with significant project 

arrival  time,  cost  overflow,  and  group  dysfunction  both  in  the  global  and  Australian 

scenes.

The rise in cultural diversity and physically dispersed teams in multinational engineering 

projects pose a complex problem in conflict management. Interpersonal conflicts based on 

language  barriers,  time  differences,  and  culturally  conditioned  decision-making 

procedures make the relationship vulnerable to quick dissolution. Managers are, therefore, 

called to employ adaptable, culturally sensitive practices, which are beyond the technical 

resolution of tasks (Loughlin & Priyadarshini, 2021).

Australia compounds these problems by having a diverse workforce and the rule of law 

that  demands inclusion to  conduct  consultations  with  Indigenous people.  Examples  of 

multisided  developments  that  failed  to  take  the  tensions  surrounding  the  culture  and 

different people into prospect reveal how a disregard towards such tensions can encourage 

stakeholder opposition, image damage, and project failures.

Traditional  conflict-management  models,  whose  approaches  are  primarily  top-down in 

nature and whose resolution implies greater contractual specifications and authoritative 
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power, do not adequately address the emotional, cognitive, and cultural components of any 

team  dynamics.  The  up-and-coming  practices  of  empirical  research  highlight  the 

applicability of psychological  constructs (emotional intelligence being one of them) as 

well  as human resource management practices,  like diversity training or team-building 

activities,  in  fostering collaboration and reducing the  escalation of  conflicts  (Singh & 

Gupta, 2020).

Thus, the current research focuses on exploring the ways in which the combination of both 

psychological knowledge and HRM measures can enhance the conflict management of the 

multinational  engineering  teams,  specifically  in  the  Australian  setting  and  the  socio-

cultural milieu particular to this distinct area.

1.2  Research Problem and Rationale

1.2.1  Statement of the Problem

Modern-day engineering activities are on a larger scale, have increased in complexity, and 

some  are  geographically  dispersed,  thus  requiring  the  focused  participation  of 

multidisciplinary teams that migrate into many geographic and multicultural jurisdictions 

(Correia,  2024).  Typical  of  such  teams  is  an  assorted  body  of  people  made  up  of 

individuals  representing  distinct  technical  fields,  cultural  orientations,  and institutional 

structures. Although it is possible to foster innovation and sophisticated problem-solving 

through such heterogeneity, it also brings highly productive environments of interpersonal 

and organisational conflict. In empirical studies, conflict based on its task performance, 

interpersonal relationship, or project processes has always been listed as a major factor 

that predicts project failure, schedule slippage, and over-expenditure of budget.

In such multinational engineering groups, any source of latent conflict often gets boosted 

by cross-cultural communication traditions, cultural demands, and psychological factors 

such as cognitive biases and emotion-regulation tactics. Imagine a project whose members 

are  engineers  of  collectivistic  cultures  where  indirectness  and  respect  towards  the 

hierarchical authority are cultural normalcy and run into group members of individualistic 

cultures  who  value  communicating  directly  and  practice  egalitarianism  (Kim,  2022). 

These differences tend to bring to bear misunderstandings, a loss of confidence amongst 

them, and disruption to team performance.

The Australian engineering industry is an especially helpful lab to examine such dynamics 

(Hazrat  et  al.,  2023).  The  labour  market  in  Australia  is  to  a  remarkable  extent 

multicultural, and the large-scale infrastructure development projects in the country ensure 
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that engagement with indigenous stakeholders is maintained. Under such complications, 

however, conflict management strategies that are culturally and psychologically sensitive 

are  required.  This  is,  however,  complex,  which  has  been  agreed,  but  engineering 

management  today  still  dedicates  itself  to  technical  coordination  and  procedural 

compliance,  which  overshadows  the  human  aspect  of  team  conflict.  The  lack  of 

understanding  that  ensues  highlights  a  critical  necessity  of  a  multifaceted  model  that 

would respond to cognitive and cultural conflict in the multinational engineering settings 

(F. Ali, 2023).

1.2.2  Why Existing Approaches Are Insufficient

Engineering  paradigms of  traditional  conflict-management  services  have  focused quite 

predominantly upon structural  as well  as contractual  mechanisms,  such as hierarchical 

determination, well-defined roles, and formal procedures of dispute resolution (Petzold-

Bradley, 2024). These proposals provide an effective answer to the task-based conflict but 

still  are  often  inadequate  with  the  conflict  of  a  psychological  or  cultural  origin.  In 

multicultural teams, as an example, inflexible structural patterns can often contribute to 

the dynamic of power imbalances accidentally, thus silencing the minorities and leading to 

an opinion of being excluded or resentful.

Also, engineering education and training have traditionally tended to focus on technical 

proficiency rather than on fostering the sort of soft skills that are often associated with 

emotional intelligence, active listening, and cross-cultural communication skills (Caeiro-

Rodriguez et al., 2021). This, in turn, has led to most of the engineering managers having 

little or no sensitivities in unravelling the hidden interpersonal dynamics that lead to the 

onset of conflict in heterogeneous teams.

In Australia, such restrictions are especially evident within the framework of the projects  

involving the Indigenous population (O’Neill et al., 2021). There is a tendency to relegate 

the  cultural  competence  of  engineering  managers  to  tolerating  past  sensitivities  and 

adapting  Indigenous  views into  project  planning and execution.  These  omissions  may 

trigger stakeholder resistance and postponement of projects to the extent that the plans 

may  be  dropped  altogether,  which  is  why  a  comprehensive  approach  to  conflict 

management should also include strategies based on non-technical skills and solutions that 

do not involve procedures.

1.2.3  Need for Psychological and HRM Integration

The best ways to solve cognitive and cultural conflicts in international engineering teams 

need  a  combined  approach  that  uses  ideas  from  psychology  and  human  resource 
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management (HRM). Emotional intelligence (also known as EI) and social identity theory 

provide the scientific concepts that conceptualise the contributions of emotions, cognitive 

biases, and group processes to intergroup interactions at the team level. Empirical research 

shows that leaders who possess elevated EI have a greater opportunity to be aware of their  

own emotional states and the emotional states of the people under them and are apt to 

stabilise them more easily,  resulting in work environments that  foster  trust  as well  as 

psychological safety.

The  related  HRM  practice  provides  practical  formulas  for  inclusivity  and  diversity 

management (Zulmi et al., 2021). Conditional practices like cross-cultural training, formal 

team building, and adaptive leadership growth have proved to raise the level of team unity  

and tend to completely counter the chance of any escalation of conflicts. In an engineering 

situation, the talent management and employee engagement that are central to HRM form 

the basis of organisational cultures where multiple views are incorporated in an orderly 

manner into the making of decisions.

The Australian  context  is  a  good case  study where  the  simultaneous  consideration  of 

psychological and HRM approaches becomes especially relevant to organise multicultural 

teams  and  communicate  effectively  with  the  Indigenous  stakeholders  (Sundeep  & 

Ghapanchi,  2024).  Such  a  framework,  comprising  a  multidisciplinary  and  inclusive 

approach  to  these  elements,  arms  engineering  managers  with  the  necessary  set  of 

competencies necessary to manage the intricacies of a multinational team as well as gain 

project success in a culturally different world.

1.3  Research Aim, Objectives, and Questions

1.3.1  Research Aim

This  study  looks  at  when  cognitive  and  cultural  conflicts  happen  in  multinational 

engineering  teams  and  suggests  effective  ways  to  resolve  them  using  ideas  from 

psychology  and  human  resource  management  (HRM).  The  research  will  help  the 

engineering managers  by providing them with the  conceptual  equipment  and practical 

instructions needed to establish a path in highly complex and high-stakes team situations 

by using a  multidisciplinary approach.  That  being said,  having Australian engineering 

organisations and their  multicultural  labour force as the major context,  the research is 

directed  at  making theoretical  and empirical  contributions  to  the  areas  of  engineering 

management, organisational psychology, and HRM alike.
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1.3.2  Research Objectives

To achieve this aim, the study is guided by the following objectives:

1. To  identify  key  cognitive  and  cultural  factors  contributing  to  conflict  in 

multinational engineering teams.

2. To  evaluate  existing  conflict  management  approaches  within  engineering 

management and their effectiveness in diverse, multicultural contexts.

3. To  explore  the  application  of  psychological  theories  and  HRM  practices  in 

fostering team cohesion and preventing conflict escalation.

4. To  develop  a  conceptual  framework  for  conflict  resolution  that  integrates 

psychological insights and HRM strategies.

1.3.3  Research Questions

This research is driven by the following key questions:

1. What  cognitive  and  cultural  factors  contribute  to  conflict  in  multinational 

engineering teams?

2. How  effective  are  existing  conflict  management  strategies  in  addressing  the 

interpersonal and organisational challenges faced by such teams?

3. In  what  ways  can  psychological  theories  enhance  engineering  managers’ 

understanding of team dynamics and conflict resolution?

4. How can HRM practices such as cross-cultural training and diversity management 

improve collaboration and minimise conflict escalation in engineering projects?

5. What integrated framework can be developed to guide engineering managers in 

resolving  cognitive  and  cultural  conflicts  in  complex,  multicultural  project 

environments?

The current research questions aim to reduce the existing research gaps in both HR and 

psychological literature in an attempt to advance the two bodies of knowledge to better 

explain the complex character of managing cross-national teams of engineers.

1.4  Significance of the Study

The study under  consideration  contributes  to  the  theoretical  discussion  of  engineering 

management  as  it  incorporates into its  approach to conflict  resolution in multinational 

engineering teams the findings of psychology and human resource management (HRM)

(Auvinen, 2023). Traditional engineering management research has focused most of its 

attention  on  the  technical  coordination  and  process  controls  without  taking  into 
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consideration the psychological and cultural matters that influence the dynamics of a team. 

Using psychological theories, such as emotional intelligence (EI), social identity theory, 

and cognitive dissonance, the research explains how cognitive processes at the individual 

and group levels affect conflict commencement and its resolution.

The study further advances the HRM knowledge through exploration of the place of cross-

cultural  management  and diversity  as  applied in  high-stakes  engineering settings.  The 

article highlights the significance of both psychological safety and cultural competence, 

two concepts that have been talked about in the organisational behaviour setting but less 

explored in engineering practices during a project, and provides a conceptual model to 

merge the two areas (Edmondson & Lei, 2014).

The theoretical contribution is especially relevant in Australia, where the diverse makeup 

of  engineering  teams  and  the  participation  of  Indigenous  stakeholders  create  unique 

challenges that require tailored solutions. Besides their potential theoretical implications, 

the  results  hold  practical  value  for  engineering  managers,  HR  professionals,  and 

organisational leaders. Cognitive and cultural conflict is a problem that can lead to delays 

and  overruns  and  poor  performance  on  multinational  engineering  projects.  The  study 

provides  managers  with  proactive  strategies  by  identifying  factors  of  psychology  and 

HRM that increase these challenges (Bensouda et al., 2025).

The research suggests that emotional intelligence training, cross-cultural communication 

skills, and HRM initiatives, including diversity and inclusion mini-projects, be introduced 

in engineering project management. The recommendations help improve team unity and 

collaboration and ensure greater levels of trust and less likelihood of conflict escalation, 

which leads  to  better  project  results.  The findings  can also  be used in  the  Australian 

engineering  industry,  where  they  are  especially  relevant  to  projects  that  necessitate 

interaction  with  Indigenous  populations,  according  to  which  one  must  use  culturally 

adaptive leadership and streamline practices of stakeholder management in a way that will 

respect the cultural protocols and promote the social inclusion process (Osemeike Gloria 

Eyieyien et al., 2024).

In conclusion, the practical significance of the research is explained by the fact that it has 

the  possibility  of  changing  the  postures  of  engineering  organisations  towards  conflict 

management, shifting its concept not only as a problem of a technical nature but also as a  

multilateral one, requiring optimal psychological know-how and HRM ingenuity.
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1.5  Scope and Limitations

1.5.1  Scope of Research

This  study aims to  seek and address  the  source  of  cognitive  and cultural  conflicts  in 

multinational engineering teams by using a combination of psychological perspectives and 

human resources management (HRM) processes (Sollander & Shah, 2024). The study was 

based on a secondary qualitative research design that will combine peer-reviewed articles, 

industry reports, and case studies.

The main environment of application is Australia, though attention to other parts of the 

world has been taken to make the application more universal.

The study highlights tensions that occur during the large-scale engineering projects that 

are  multicultural  and  multidisciplinary  in  nature  (Bertel  et  al.,  2022).  It  looks  at  the 

psychological  constructs  that  may  affect  the  team dynamics;  these  constructs  include 

emotional intelligence, cognitive distortions, and social identity and how they impact the 

organisational factors. The HRM practices, such as cross-cultural training, diversity and 

inclusion  programmes,  and  talent  management  routines,  are  considered  the  possible 

techniques that facilitate the collaboration and avoid the progress of a conflict.

The field cuts across disciplines, specifically engineering management, psychology, and 

HRM, with the intention of developing a conceptual framework that would be applicable 

to  academia and practice in industry.  The researchers  focus on engineering managers, 

human resource  practitioners,  and organisational  executives  who want  to  improve  the 

performance of teams and project performance in multicultural and complex environments 

(Eyiah et al., 2025).

1.5.2  Limitations

This  study  is  based  on  secondary  qualitative  analysis,  which  uses  published  records, 

including literature and case studies, instead of direct gathering of data. Although such an 

approach enables a deeper integration of knowledge by discipline,  it  might not  reflect 

subtle, in-time behaviour of particular engineering teams. Also, results were depending on 

the quality and attitudes of the sources read, which will cause any biassing effects of initial 

studies.

The specificity of industry mentioned, i.e., the orientation on the Australian engineering 

industry, on the one hand, allows introducing important context-specific insights, but, on 

the other hand, affects the generalizability of recommendations that might be applied to 

other cultural and regulatory settings. Multinational cases are provided to overcome this 
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shortcoming, and direct implementations in diverse settings could need variation (Watts et 

al., 2023).

Moreover, although the study points to the viable conflict management practices, it lacks 

an  empirical  test  of  the  interventions.  Additional  research  with  primary  qualitative  or 

mixed-methods research methods can build on this research and confirm the proposed 

framework on actual engineering projects.

1.6  Structure of the Thesis

In  this  thesis  the  present  work  is  divided  into  five  chapters,  which  will  make  up 

comprehensive  study  of  cognitive  and  cultural  conflict  management  in  multinational 

engineering teams.

Chapter 1: Introduction

This chapter presents an introduction to the research topic, which sets the background, 

problem  statement,  research  aim,  objectives,  and  questions  involved.  It  identifies  the 

importance of the research, how it will be done, and what its limitations are and gives a 

map of how the thesis is going to be structured.

Chapter 2: Literature Review

This chapter critically reviews the body of research that has been done in the field of 

conflict management in engineering projects, psychological theories of team dynamics, 

and HRM concepts  that  help in  multicultural  teamwork collaboration.  It  pinpoints  the 

literature gaps and comes up with a conceptual framework bridging the conceptualisation 

of both psychological and HRM approaches.

Chapter 3: Research Design

The present chapter provides the description of the methodological approach used in this 

study, the research philosophy, design, sources of data, the process of thematic synthesis, 

and ethical concerns. It explains the application of secondary qualitative analysis and gives 

guidelines to the selection and analysis of literature.

Chapter 4: Data Analysis and Findings

In this chapter, we report the outcomes of the thematic synthesis, grouped into six themes: 

sources  of  cognitive  and cultural  conflict,  psychological  factors  in  conflict  escalation, 

HRM  and  leadership  approaches,  Australian  engineering  project  case  studies, 

multinational engineering project case studies and organisational support systems. These 
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themes offer an organised account of the emergence, evolution and resolution of conflict 

in multinational engineering teams.

Chapter 5: Conclusion and Recommendations

The  final  chapter  summarises  key  findings,  discusses  theoretical  and  practical 

implications,  and  provides  recommendations  for  engineering  managers  and  HR 

professionals. It also outlines study limitations and suggests directions for future research.

This structured approach ensures a logical flow from conceptual foundations to practical 

applications, addressing both academic and industry needs.
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C H A P T E R  2

Literature Review

2.1  Introduction

A state of conflict is a natural part of complex engineering projects, especially when they 

are multinational and multidisciplinary (MacLeod, 2018). The changing nature of projects 

has now led to the importance of team dynamics. It  has since been realised that team 

dynamics  play  a  key  role  in  the  success  of  a  project.  High-stakes,  high-pressure 

environments today Engineering teams consist  of professionals  with a wide variety of 

technical specialisations, different culturally based opinions, and personal values and are 

forced to combine these distinctly different people in order to work together. These are the 

human factors that are usually considered as minor compared to technical planning, yet 

they  could  have  a  large  impact  on  the  outcomes  of  the  project.  Expectations’ 

(mis)alignment,  communication  norms,  and  cultural  expectations  may  give  rise  to 

cognitive and interpersonal conflict, interrupting collaboration and harming productivity.

Customary  engineering  management  models  have  recognised  procedural  controls, 

technical coordination, and strict hierarchy of decision-making processes as a means of 

control over the project conflict (Gorod et al., 2018). Although these tools can be useful in 

addressing the task-related concerns, they often fail  to address the greater level of the 

long-running  psychological  and  relational  frictions,  which  develop  due  to  human 

behaviour  and  cultural  complexity.  These  shortcomings  have  been  the  motivation  for 

scholars  and  practitioners  alike  to  develop  more  comprehensive  methods  that  would 

combine knowledge accruing to other line practices, especially psychology and human 

resource management (HRM).

Psychological theories provide a critical approach to the processing of emotions, group 

identities,  and dealing with conflict  among the individuals (Bochatay et al.,  2019).  As 

examples, EI, social identity theory, and attribution theory offer useful insights into the 

behaviours of a team within a complex project environment. At the same time, the HRM 

adds practical strategies that include cross-cultural training, other diversity and inclusion 

strategies,  and  talent  development  to  enhance  teamwork  and  reduce  the  escalation  of 

conflicts. Such interdisciplinary methods will be required more frequently to handle the 

finesse of contemporary engineering project teams.
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The multicultural  workforce that remains characteristic of Australia  introduces another 

layer of complexity in the Australian context, as does the legal requirement to consult with 

Indigenous communities (Moore, 2020). The Sydney Metro and the Northern Territory 

renewable energy projects have raised key considerations of what culturally sensitive and 

psychologically astute leadership in engineering could look like. This literature review 

therefore  examines  the  key  theoretical  foundations  of  conflict  management,  explores 

relevant psychological and HRM contributions, and critically evaluates how these can be 

applied to multinational engineering environments.

In the available literature, the trend is to either describe the conflict or communication 

problems without interrogating the structural or cultural processes behind these processes. 

Indicatively,  although  there  are  a  number  of  studies  that  highlight  communication 

breakdowns as  the  main  source  of  conflict,  a  small  number  of  such studies  critically 

examine the  possibility  of  whether  the  said  breakdowns are  a  result  of  organisational 

constraints, unequal power structures or even the sociocultural expectations that exist in 

engineering setups. Similarly, despite the widespread promotion of emotional intelligence 

and psychological safety as solutions, most studies do not empirically test the effects or 

consider the contextual constraints of their effectiveness, creating the excessively broad 

generalisations on their  applicability.  The result  indicates  that  as  the  literature  is  very 

conceptually broad, it is disproportionately shallow in terms of analytical rigour and that it  

is frequently based on speculative rather than evidence-based causal points.

The chapter is structured as follows: Section 2.2 explores the theoretical foundations of 

conflict  management,  including  psychological  models;  Section  2.3  discusses  HRM’s 

contribution to team and conflict dynamics; Section 2.4 reviews empirical studies in global 

and  Australian  engineering  settings;  Section  2.5  identifies  gaps  in  the  literature;  and 

Section  2.6  proposes  a  conceptual  framework  integrating  psychological  and  HRM 

strategies for conflict resolution.

2.2  Theoretical Foundations of Conflict Management

2.2.1  Conflict in Organisational Settings

Conflict is an inevitable component of organisational life, particularly within dynamic and 

complex  environments  such  as  multinational  engineering  projects.  In  organisational 

settings, conflict arises when individuals or groups perceive a misalignment between their 

interests,  goals,  values,  or  behaviours.  While  conflict  is  often  viewed  negatively, 

contemporary literature recognises its dual potential— constructive conflict can promote 
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innovation  and  problem-solving,  while  destructive  conflict  can  erode  trust,  reduce 

performance, and fracture team cohesion (Malik, 2024).

In engineering organisations, conflict may be task-based, relationship-based, or process-

based. Task conflict  involves differing views on the content  or goals of work Quality 

decisions  are  made  when  management  is  effective.  Relationship  conflict,  however,  is 

about emotion, and it  is commonly caused by incompatibility between people, cultural 

gaps, or communication failure. Process conflict is associated with conflicts regarding the 

process of getting the job done, schedule, and distribution of resources (Kuriakose et al., 

2019). Such categories of conflict often work on top of each other within high-demand 

engineering  projects,  particularly  when  team  members  work  out  of  different  design, 

disciplinary, and cultural paradigms.

Especially multinational engineering teams are likely to struggle because diversity of any 

professional  norms,  cultural  expectations,  and  modes  of  communication  is  a  common 

problem. The diversity-conflict-performance relationship has been an actively reviewed 

relationship, suggesting that inasmuch as diversity broadens the perspectives of the team, 

it also poses the danger of misunderstanding, stereotyping, and ostracization (Sani, 2024). 

These tensions,  when negatively handled,  may lead to  long-term differences that  may 

affect the morale; hence, postponement of the project milestones.

Mechanisms  used  by  organisations  to  either  prevent  or  mitigate  conflict  may  be 

structural/procedural  (e.g.,  role  definitions,  protocols  for  communication,  established 

procedures to lodge grievances).  Nevertheless, the structural solutions are not the only 

solution.  The  behaviour  dimension  of  conflict—  perception,  emotion,  cognition,  and 

interpersonal—is  decisive.  It  needs  soft  skills  and  emotional  intelligence  and  a  good 

knowledge of team psychology.

In  addition  to  that,  in  the  Australian  environment,  the  conflict  in  the  engineering 

workplace is influenced by legal, cultural, and social expectations, such as obligations to 

engage with Indigenous communities, legislation on diversity, and inclusion requirements 

in the workplace. Consequently, the issue of conflict management should be both global-

project-centred and locally oriented through HRM structures. Interpretations of conflict as 

a systemic, psychological, and cultural entity are central to deft management of teams and 

leadership in engineering (Papadonikolaki & Morgan, 2025).
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2.2.2  Psychological Theories Relevant to Conflict

2.2.2.1  Emotional Intelligence Theory

Emotional  intelligence  (EI)  is  among  the  most  powerful  psychological  theories  for 

studying  interpersonal  relations  in  organisational  conflicts.  (Prentice  et  al.,  2020) 

popularised,  describes  the  capacity  to  understand,  recognise,  control,  and  manage 

emotions,  both  in  oneself  and  those  around  them.  In  our  case  of  the  multinational  

engineering staff, with demanding deadlines and a multicultural environment, there are 

increased instances where emotional intelligence is needed to handle the conflict.

The model of emotional intelligence according to (Antonopoulou, 2024) has such features 

as self-awareness, self-regulation, motivation, empathy, and social skills as the five most 

important components of that model. All of these factors are critical in either preventing or 

de-escalating any conflict in the engineering teams. In another example, self-awareness 

assists the team players to be aware of who triggers their emotions at socially stressful 

times.  Self-regulation helps people to restrain the impulsive response,  which retorts to 

anger or defensiveness that would propagate conflict. Empathy is also a self-discipline, 

which is especially needed in culturally diverse workforces because within such teams’ 

misunderstandings easily occur, caused by various ways of communication and values.

Studies have proved that those who have a higher emotional intelligence have a better way 

of breaking down interpersonal tension through proactive communication (Kakarla, 2025). 

Emotionally intelligent leaders can resolve conflicts and build trust and team cohesion 

more  effectively  than  their  emotionally  unintelligent  counterparts  in  an  engineering 

environment.  This  is  of  particular  interest  in  the  context  of  multinationals,  where 

miscommunication can be not only a derivative of language barriers but also based on 

monolithic cultural assumptions as well. Such environments would be essential in utilising 

empathy and active listening, which are EI-based skills.

In addition, EI also helps to generate the psychological safety, the collective perception 

that the group is safe to take risks in interpersonal relations (Zhou et al., 2020). Conflicts  

will tend to be handled in an effective way rather than bottled up or misunderstood when 

team members feel free to air their issues or to disagree with the majority. Such openness 

is critical in engineering initiatives where innovation, technical criticism, and collaborative 

problem-solving are common but contentious.

EI  may  be  of  particular  importance  in  the  Australian  context  to  balance  encounters 

between multicultural engineers and Indigenous peoples. Emotional intelligence helps to 
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consider cultural procedures, follow past sensibility, and encourage all-inclusive decision-

making.

Overall, emotional intelligence theory, in general, leads to effective knowledge of conflict 

resolution  and  enhancement  within  an  engineering  team.  This,  achieved  by  arming 

managers  and  team  members  with  emotional  competencies,  helps  the  organisations 

proactively eliminate interpersonal tensions and foster teamwork and eventually deliver 

better  project  results.  The  use  of  EI  training  with  leadership  development  and  HRM 

approaches is therefore one of the major suggestions that should be made to address the 

issue of conflict management in a multinational engineering environment (Babalola et al., 

2025).

2.2.2.2  Cognitive Dissonance Theory

In  the  Cognitive  Dissonance  Theory,  (Stanislaus,  2020)  describes  how  people 

psychologically  feel  bad  when  they  have  two  or  more  opposing  beliefs,  values,  or 

behaviours.  This  internal  conflict  encourages  people  to  reduce  dissonance  by  either 

correcting their  attitudes or  rationalising their  behaviours.  Cognitive dissonance in  the 

perspective of multinational engineering teams might mean that the team members are 

approached with some foreign cultural norms, ethical challenges, or management choices 

that contradict their personal or professional values.

An example is that an engineer used to making hierarchical decisions in an organisation 

might be in dissonance when it is a flat and collaborative team structure, which is being 

practiced  in  some  Western  companies.  Likewise,  an  engineer  having  high-level 

commitment to the environment may experience conflict in circumstances where he/she is 

allocated to a project that is deemed as ecologically damaging. When not resolved, this 

dissonance may result in withdrawal, resistance, or interpersonal tension, which all lead to 

team conflict on a wider level (Shah & Lacaze, 2025).

Cognitive dissonance is important in conflict management in that team leaders and human 

resource professionals can interact with individuals going through internal inconsistency 

before they get out of control.  Through establishing a culture of dialogue, introducing 

cultural sensitivity education, and matching project ideals with individual and team values, 

leaders can minimise the dissonance and its transformation into interpersonal conflict. In 

addition, admitting dissonance allows conducting organisational learning because it helps 

to recognise untold tensions and promote ethical thinking.

Dissimilarity  is  especially  applicable  in  both  world  and  Australian  project  contexts 

because  of  cultural  variance  and  moral  questioning  along  with  the  accountability 
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associated with the society (Moran & Mallman, 2019). A combination of this theory into 

engineering management education and HRM strategy contributes to the personal well-

being and to the group harmony.

2.2.2.3  Social Identity Theory

The  Social  Identity  Theory  (SIT),  proposed  by  (Assiri,  2022),  suggests  that  a  person 

incorporates  part  of  his  or  her  self-concept  by  belonging  to  some group  (nationality, 

organisation, or occupation). SIT plays an imperative role in in-group/out-group dynamics 

in engineering project teams when the team involves diverse people in terms of cultural, 

professional, or national orientation.

Within  a  multinational  engineering  organisation,  engineers  will  typically  identify 

themselves unconsciously with one or  more threat  groups (see coworkers of the same 

nationality  or  the  same  or  other  professional  disciplines,  e.g.,  civil  engineering  vs. 

electrical engineering). Such consistency gives a feeling of belonging but also brings with 

it the possibility of intergroup bias; members tend to prefer their group and mistrust or 

degrade other groups. Such dynamics may translate to stereotyping, lack of cooperation, 

and eventually team conflict.

A case example of this is an Australian project team that has subcontractors overseas; the 

Australian team may unwittingly push aside the contribution made by the subcontractors 

because  of  the  perceived  training,  communication,  or  work  ethic  differences. 

Alternatively,  a  minority ethnic engineer might  also believe that  he is  not  part  of  the 

informal decision-making networks, and that results in a feeling of injustice or alienation. 

Such identity-based separations may remain in the undercurrent  but  heavily determine 

behaviour, communication, and resolution of conflicts.

SIT can be especially applied to conflict management, as it puts a high emphasis on the 

psychological origins of feeling left out, miscommunication, and resistance. Leaders with 

knowledge of SIT are able to overcome its impacts through creating an identity of a team, 

an emphasis on shared goals, and appreciating various contributions. HRM approaches, 

including diverse training, teamwork exercises, and personnel diversity guidelines, have 

the potential to reduce the differences between groups.

SIT  facilitates  the  requirement  of  a  culturally  responsive  leadership  in  the  context  of 

Australian engineering.  Team building should be carried out  by consciously including 

Australia, with a lot of diversity in its workforce and the Indigenous reconciliation aims 

(Weerasinghe et al., 2023). Such social categorisation can be counteracted by encouraging 
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common project values, focusing on cultural identity, and ensuring equal participation to 

neutralise the alienating impact of social categorisation.

2.2.2.4  Attribution Theory

A different theory that had its roots in the work of (Hewett et al., 2018) and was later  

developed  by  (Muschetto  &  Siegel,  2021)  Attribution  Theory,  which  addresses  how 

people ascribe the causal factors of behaviour and events. This theory would be especially 

useful in the realm of multinational engineering teams to comprehend the dynamics of 

conflict in the form of misunderstandings and interpersonal tensions due to the incorrect 

attribution of intentions.

People in professional life always attribute motive to the actions of others and tend to 

divide  this  attribution  into  internal  and  external  reasons  (e.g.,  laziness/incompetence 

versus  time  constraints/unclear  instructions).  As  noted,  the  many  culturally  or 

disciplinarily  divergent  team  members  may  easily  fall  to  conflict  whereby  they 

misattribute  negative  results  to  innate  traits  of  their  team  members,  rather  than  the 

situations. As an example, a team leader could blame late work on the lack of attention of  

a junior engineer instead of trying to understand cultural differences in communicating or 

the vagueness of the project.

Kelley’s Covariation Model goes further to postulate that individuals rely on information 

about consistency, distinctiveness, and consensus when they arrive at causal inferences. 

However, with such cues, when in cross-cultural teams, communication can go awry as a 

result of differences in norms and expectations. What is considered assertiveness by one 

side  of  a  cultural  boundary  is  perceived  as  disrespect  and  can  result  in  erroneous 

attributions and conflict between individuals.

At the HRM and psychological level, one of the key reasons why team tensions remain 

unresolved relates to attribution bias, and in particular the fundamental attribution error 

(overemphasising human traits over situational factors). Since this can be addressed by 

training the engineering managers to identify and counteract these biases, it may lead to a 

drastic improvement in shared communication and a decrease in friction.

On the Australian engineering landscape, with projects frequently culturally separated and 

time-differenced (i.e., consisting of multicultural, geographically scattered project teams), 

such knowledge about attribution patterns is indispensable (AO et al., 2024). Attribution 

theory can be applied to leadership development and team communication plans, which 

will  enable  organisations  to  improve  empathetic,  accurate,  and  fair  reasoning  on 

performances—eliminating unnecessary confrontations.
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2.3  HRM Perspectives in Multinational Engineering Teams

2.3.1  Role of HRM in Team Management

Human Resource  Management  (HRM) Human resource  management  is  critical  to  the 

establishment  and  maintenance  of  effective  teams,  especially  in  complex, 

multidisciplinary, and multinational engineering (Dotsenko et al.,  2021). Since project-

based work is  becoming more globalised,  the functions of  HRM should no longer be 

limited  to  administration  but  must  reach  out  to  enhance  cooperation,  integration,  and 

strength within cross-team structures.

2.3.1.1  Talent Acquisition and Cultural Fit

The recruiting, hiring, and training process is carried out by the HRM departments, and the 

focus is on recruiting and hiring people whose technical skills and excellent interpersonal 

skills  will  fit  the  project  requirements  (Isaam &  Alzoubi,  2020).  This  involves,  in  a 

multinational engineering team, not only evaluation of engineering competence but also 

cross-cultural communication skills, flexibility, and willingness to cooperate. The focus of 

HRM  practices  is  strategic,  with  the  focus  being  on  cultural  intelligence  (CQ);  new 

recruits know how to navigate interpersonal people amid language differences, cultural 

orientations, and ways of work.

2.3.1.2  Team Formation and Diversity Management

HR  usually  facilitates  the  configuration  of  the  teams  (on  the  basis  of  nationalities, 

specialism,  and  level  of  experience).  The  issue,  it  would  seem,  is  not  that  managing 

diversity is merely a compliance matter but that it can be a strategic asset when it is well 

managed (Vuori, 2022). Sensitivity training, diversity workshops, and other team-building 

exercises that foster psychological safety and reduce in-group/out-group processes (based 

on Social Identity Theory) must therefore form part of HRM practices. This is of particular 

relevance to Australian engineering organisations, whose teams might potentially consist 

of Indigenous professionals, international contractors, and migrant engineers within the 

Asia-Pacific region.

2.3.1.3  Performance Management and Feedback Systems

One  of  the  most  important  HRM roles  in  teams  is  to  ensure  sufficient  clarity  about 

performance expectations and systems of feedback. Open metrics,  weekly touchpoints, 

and positive feedback loops are effective ways of turning the wheels and aligning team 

goals and role clarity, two of the most frequent sources of conflict within a team structure. 

Internationally,  HR  must  ensure  that  performance  appraisals  account  for  cultural 

communication behaviours to avoid misinterpretation or unfair treatment.
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2.3.1.4  Conflict Resolution Mechanisms and Support Systems

High-quality HRM departments  can prevent and solve the interpersonal  tensions.  This 

entails training leaders on conflict resolution, putting in place a grievance process, and 

providing  access  to  employee  assistance  programmes  (EAPs).  The  HR  role  in  high-

pressure engineering projects where stress factors are common is also associated with the 

task of  increasing mental  health awareness and helping cope with transitions or  crisis 

changes (e.g., cross-border relocations, cross-team remote team integration).

2.3.1.5  Learning and Development (L&D)

Lastly, the role of HR is essential during continuing team member development, including 

training  in  leadership,  cross-cultural  competency  workshops,  and  the  role  of  problem 

solvers.  Those  attempts  enhance  the  collective  team  and  enhance  group  harmony, 

minimise  conflict,  and  promote  cooperation.  Promoting  emotion-oriented  intelligence, 

ethical  decision-making,  and  inclusive  leadership  via  development,  HR contributes  to 

having an effective performance culture conforming to engineering project objectives.

2.3.2  Cross-Cultural Management and Diversity Inclusion

Cultural diversity in a multinational engineering team is a challenge that is also a strategic 

requirement  (Brett  et  al.,  2011).  Cross-cultural  management  can  be  discussed  as  the 

capacity of organisations to identify, appreciate, and harmonise cultural differences within 

the domain of work. The role of Human Resource Management (HRM) is very important 

in  formulating  policies  and  practices  that  are  inclusive  with  the  least  cultural 

misunderstandings and conflicts.

CQ is  a  critical  skill  that  the  HR professional  should  develop  among employees  and 

leaders. Contrary to the concepts of general intelligence (IQ) and emotional intelligence 

(EQ), CQ means to interpret behaviours that are unknown or unfamiliar in terms of culture 

and react to them. CQ helps in project-based engineering teams, where individuals in the 

team can have entirely different educational, linguistic, and social backgrounds, towards 

more harmonious collaboration, reduced conflicts, and increased innovation.

The HRM in diversity inclusion should start with the recruitment process, which involves 

creating equal action, but this should extend to the onboarding strategy, or training and 

performance assessment and career development. Another example is the case of inclusive 

onboarding forms that allow adopting new engineers into the corporate culture without 

eliminating  the  identities  of  these  workers.  This  balance  creates  belonging  and 

psychological safety (see next section).
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The relevance of cross-cultural HRM in Australia is particularly relevant because it has a 

multicultural workforce and is a reconciled nation pledging its commitment to reconcile 

with the Aboriginal and Torres Strait Islander peoples (Steel & Heritage, 2020). Inclusive 

and  culturally  responsive  workspaces  are  encouraged  at  the  national  level,  and  it  is 

important that HR promotes cultural competency training programmes, diverse leadership 

pipelines, and engagement in the communities.

The structural barriers like the limitation of language or religious accommodation are also 

addressed by HR; all the team members should be allowed to participate in the fullest way 

possible. Such actions as celebrating cultural events, providing translation machinery, or 

having flexibility in schedules to accommodate religious holidays are all rather easy but 

effective activities.

Under  good  management,  cultural  diversity  enhances  team  performance,  aids 

innovativeness,  and  makes  an  organisation  internationally  competitive.  Therefore,  the 

importance of HRM in cross-cultural management is not only ethical but also strategically 

effective  in  terms  of  engineering  firms  operating  on  both  an  interstate  and  an 

interdisciplinary basis.

2.3.3  Psychological Safety and HR Strategies

The  concept  of  psychological  safety,  which  is  also  well  known  by  (Edmondson  & 

Bransby, 2023) can be defined as a sense of shared belief between team members that 

interpersonal  risk-taking  is  still  possible  within  the  team environment.  In  engineering 

groups, where diligence and responsibility are a priority, people might be scared to report 

the  mistakes  they made or  share  some opposing ideas  or  thoughts—particularly when 

there is a cultural difference (otherwise known as a cultural barrier) or hierarchy. This 

aversion suppresses learning, innovation, and problem-solving.

The crucial role of HRM is to develop and maintain an emotionally safe zone by ensuring 

that  leaders  are  developed  and  that  there  are  policy  formulation  and  culture-building 

practice. Psychological safety is not defined as a result of a single programme, but it is the  

continuous HR practices integrated into the lifecycle of the team.
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1. Training  of  leaders  and  model  of  behaviour:  HR  has  to  train  engineering 

managers to operate in the workplace and model themselves to be empathetic and 

transparent and explore (Muncy, 2020). Managers who listen keenly and allow 

people to give feedback as well as acknowledge their personal wrongdoings create 

an atmosphere of honesty and teaching. In cultures where teams are hierarchical, 

this can always be particularly important, as the junior team members might be 

reluctant to talk.

2. Safe communication lines: Safe feedback channels: HR can conduct anonymous 

surveys or have an open-door policy that will allow issues to be communicated 

without fear of victimisation or reprisals. Such systems enable members of a team 

to express their uneasiness or dispute before it grows too big.

3. Mental health and well-being programmes:  The work of engineering projects 

can be performed in a highly demanding situation that compromises psychological 

safety (Ewuzie & Obong, 2024). Organisational care and stigma elimination are 

associated  with  HR  efforts  (workshops  on  stress  management  or  Employee 

Assistance Programmes (EAPs) or mental health days).

4. Inclusion and equity programmes: HR policies need to include every voice so 

that  they  are  equally  heard  irrespective  of  gender,  race,  or  background. 

Psychological safety is enhanced when team members feel that fairness is being 

done in decision-making, resource distribution, and appreciations.

Psychological  safety has become an excellent  practice,  not  only in  the regulatory and 

ethical environment in Australia but also in compliance with work health and safety laws. 

It also facilitates social cohesion in culturally diverse teams, minimises conflict, and is an 

enabler of innovation; hence, it is a pillar of sustainable HRM strategy.

2.4  Conflict in Engineering Projects: Global and Australian Contexts

2.4.1  Global Perspectives on Engineering Project Conflicts

A conflict is not a surprise component of global engineering projects, especially with their 

multidisciplinary  and  complex  nature  and  their  growing  international  character 

(Damayanti et al., 2021). The very nature of engineering teams now commonly covers 

multiple countries, time zones, and cultures, and in so doing causes individual professional 

norms,  various  communication  styles,  and  different  expectations  to  conflict.  These 

dynamics  lead  to  conflicts  of  many  types,  to  include  technical  differences  of 

specifications, personality issues, and culturally motivated conflicts. The nature is further 

increased by the  magnitude of  most  engineering projects,  which have timeframes and 
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funds and client  satisfaction adding pressure to  the teams.  A failure  to  cooperate  and 

communicate  leads  to  the  likelihood  of  conflicts  that  can  jeopardise  a  project 

accomplishment, ruin relationships, and raise expenses.

The  difference  in  the  communication  style  is  listed  amongst  the  most  frequently 

mentioned causes of conflict in international engineering projects. In Japan or the United 

Arab  Emirates,  which  are  high-context  cultures,  circumspection  can  be  regarded  as 

important  and  relationship-building,  as  well  as  implicit  understanding,  may  be 

emphasised.  Instead,  cultures  with  low-context  natures,  such  as  the  United  States  or 

Germany,  emphasise  directness  and  clear  expression  of  the  concerns  (Rantala,  2025). 

There is a high possibility of misunderstanding when these two parties interact without 

cultural training or awareness, as their team members have different backgrounds. As an 

example, a harsh criticism by a Western engineer can be interpreted by the colleague of 

the Eastern culture as an act of disrespect, and silence or deference taken as an agreement 

when in reality it is a demonstration of discomfort. Such mismatches in the culture lead to 

frustration,  a  lack of  psychological  safety,  and even active  opposition unless  they are 

addressed.

Leadership  style  is  another  factor  that  causes  conflict  in  the  global  engineering team. 

Other cultures place priority on top-down, hierarchical decision-making, whilst others will 

favour collective input and a flat structure. Within a multiculturalized engineering group, a 

supervisor who follows a culture with high power distance may demand blind compliance, 

whereas lower-rank employees who abide by cultures of egalitarianism are more open to 

consultative  processes.  The  failure  to  match  such  expectations  results  in  not  only 

interpersonal but also intragroup and intraorganizational strife. It has been found out that 

culturally competent leaders who flex their style to suit the diversity of the team lead to 

effective  team  performance.  Leadership  misalignment  can  be  very  detrimental  in 

engineering situations where welfare, operational deadlines, and financial expenditure are 

affected by certain critical choices.

Besides interpersonal and cultural conflict,  technical conflicts often arise as a result of 

diverse  educational  standards  and  codes  of  engineering  and  work  quality  in  various 

countries (J. Wang, 2018). As an example, the structural engineering estimates obtained 

under Eurocode rules differ from those carried out under American or Chinese rule, and 

that leads to tension in design consents. International organisations are usually forced to 

find  a  compromise  between  these  strategies,  and  this  process  involves  technical 

adaptability  and  free  discussion.  However,  these  conversations  unluckily  can  become 

hostile when engineers are under stress or they have not had conflict resolution training. 
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This is especially troublesome in remote working teams whose communication is done 

over email or video cam, minimising opportunities to exchange nonverbal communication 

and empathise.

The existence of conflict in organisations may also be due to matrix structures prevalent in 

engineering  companies  around the  globe.  Engineers  can  have  many bosses—technical 

leads,  project  managers,  and  regional  directors—and  they  are  all  having  conflicting 

interests  (Bogićević  Milikić,  2019).  This  overlap  leads  to  confusion  and interventions 

when there is no role definition. Moreover, some team members would work remotely and 

therefore would feel  left  out  in the decision-making process or may feel  undervalued, 

especially  in  situations  where  the  leaders  who  sit  in  the  headquarters  dominate  the 

meetings. Such a feeling of being unequal, be it genuine or perceived, builds resentment 

and disengagement, particularly in long-term projects. The ensuing lack of congruency 

devours trust and may finally lead to the failure of the project.

In redressing such conflicts, most international engineering organisations are turning to, 

basically, organised conflict management systems like the Alternative Dispute Resolution 

(ADR).  International  contracts  teaching Their  selection Techniques such as  mediation, 

arbitration,  and conciliation,  especially by international  contract  bodies such as FIDIC 

(Fédération des Ingénieurs-Conseils Advisory Committee on International Contracts), are 

often incorporated into international contracts. Dispute adjudication boards (DABs) can be 

formed at  the  commencement  of  a  large construction project  as  a  way of  resolving a 

dispute at an early stage before delays occur to its progress. The processes are integral, as  

legal cross-border litigation is very expensive, time-consuming, and culturally sensitive. 

ADR presents a viable alternative in engineering that correlates with the requirements of 

the industry (Siddiqui, 2025).

In  addition,  cross-cultural  training  has  emerged  as  a  strategic  HR  weapon  of  the 

engineering  firms.  Other  such  companies  are  Bechtel,  Fluor,  and  Siemens,  who have 

included intercultural  communication workshops, global team coaching, and leadership 

development programmes specific to the needs of the engineers that work abroad. The 

given initiatives enhance the knowledge about different values, attitudes, and behaviours 

(Iyer,  2025).  More  to  the  point,  they  establish  a  universal  glossary  of  conflict-related 

dialogue and dispute settlement in a manner that is not disrespectful. Such training most 

frequently involves emotional intelligence (EI), by which engineers are able to rationalise 

their  own  responses  and  empathise  with  others,  which  is  essential  in  engineering 

endeavours that cross cultural lines of interaction.
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Technology is also involved in the conflict management. The communication in a project 

can be made more efficient with the help of a collaborative system such as Microsoft 

Teams,  Slack,  or  Asana  that  boosts  the  transparency  levels  (MAMMADOVA  & 

ABDULLAYEVA, 2025). Nevertheless, these tools should be combined with the concept 

of psychological safety and the established communication practices. To give an example, 

stand-up meetings, retrospectives, or common dashboards can help avoid letting problems 

drag on. Agile approaches have been particularly effective in curbing confusion among 

multidisciplinary teams through encouragement of frequent feedback and responsiveness. 

Agile  principles  were  initially  formulated  within  software  engineering,  but  they  are 

currently used in construction, manufacturing, and infrastructure development to achieve 

improved cross-functional collaboration and integrate conflict management into iterative 

cycles.

Psychological/behavioural assessments are also being found useful in HR departments of 

international  companies  (Foster,  2017).  Individual  conflict  styles  can  be  identified  by 

psychometric questionnaires that are administered during the recruitment, when forming 

teams,  or  in  the  development  of  leadership.  This  information is  also  used by the  HR 

specialists  to  coach  managers  on  how  to  modify  their  communication  and  feedback 

strategies and, in this way, minimise friction. These psychological-based interventions, in 

addition to technical training, help in the cohesion of a team over a long term.

To sum up, worldwide engineering undertakings take on high levels of chance of conflicts 

owing to technicality and variety in the team construction and the decentralised formation. 

The  causes  of  the  conflict  are  a  complex  issue—originating  in  disputable  cultural 

situations  or  differences  in  procedure;  nevertheless,  effective  preventive  measures  can 

reduce its effects. The combination of HRM practices, psychological knowledge, cross-

cultural  competency,  and  the  use  of  technologies  has  been  effective  in  achieving 

collaboration and innovations. With the globalisation of engineering, these strategies will  

be  needed  not  just  in  conflict  resolution  but  also  in  improving  the  performance  and 

sustainability of a multicultural employment environment.

2.4.2  Australian Context: Multicultural Workforce and Indigenous Engagement

This Australian engineering sector is characterised by a distinct multicultural context with 

a  strong  Indigenous  theme  and  is  an  intriguing  and  challenging  context  in  which 

engineering project groups operate (Stephensen & Cunningham, 2024). Such diversity, on 

the  one  hand,  offers  an  opportunity  for  innovation,  and,  on  the  other  hand,  causes 

challenges connected with communication, inclusion, and conflict management. Australia 

has been experiencing cultural,  linguistic,  and professional  diversity  in  the  workplace, 
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mainly generated by their skilled migration programmes in the recent decades. Engineers 

Australia (2023) has also found that more than 58 percent of engineers in Australia were 

born abroad, with large numbers of engineers originating in India, China, Nepal, Iran, and 

South-east  Asia  (Pham et  al.,  2023).  Although this  cultural  diversity  has  stimulated a 

richness  of  ideas  and  technical  expertise,  it  also  creates  a  higher  risk  of 

interpersonal/organisational conflict in the absence of managing cross-cultural differences.

One of the main problems of Australian engineering projects is how to go through cultural 

expectations  and  communication  standards  in  the  multicultural  team (Handford  et  al., 

2019). An example is when the values of the collectivist, like those pertaining to engineers 

of countries like China or India, conflict with the personalism and egalitarianism of the 

Australian  workplaces.  Direct  feedback  can  in  some  instances  be  viewed  as 

confrontational  or  disrespectful,  with  refusal  to  question  authority  being  seen  as 

withdrawal  or  unproductiveness.  Such  cultural  misinterpretations,  unless  handled  with 

cultural  sensitivity,  can  transform  into  conflicts  that  result  in  dwindling  morale  and 

productivity. To reduce such problems, Australian engineering companies are taking on 

cross-cultural competency training and other inclusive communication policies.

Human Resource Management (HRM) is a key function in cultural diversity management 

in the engineering teams. The main responsibility of the HR departments is to establish 

inclusive recruitment procedures,  induction programmes, and professional  development 

models that honour and embrace cultural diversity. Best HRM practices in engineering 

companies of Australia are geared at the creation of psychological safety where any voice 

(based on background) is not only heard but is also appreciated (Silva & Duarte, 2024). As 

an  example,  cultural  awareness  lunches,  team-building  exercises  with  a  multicultural 

flavour, and language support programmes are used to make people feel that they have a 

sense  of  belonging.  These  programmes  spearheaded  by  the  HR are  not  just  essential 

regarding cohesion but also the early detection and resolution of cultural tensions that can 

otherwise develop into more critical cases of conflict in the workplace.

In addition to multiculturalism, the integration of Aboriginal and Torres Strait Islander 

peoples  in  infrastructure  and  engineering-related  practice  applies  as  an  important 

component of conflict-sensitive practice in Australia (International Alert, 2005). Engaging 

Indigenous people in engineering is not only a legal or contractual requirement, especially 

on the projects that are on or close to Indigenous land, but also an ethical and cultural 

responsibility. Trust deficits have been built on historical marginalisation, dispossession, 

and systemic barriers and will have to be managed carefully. It is necessary to engage 

Indigenous stakeholders  using culturally appropriate modes of  consultation in building 
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mutual  trust  and  establishing  a  meaningful  participation  process.  The  inability  to 

communicate with respect may result in the break of arguments, delay in the project, and 

harm to the image.

One good example of Indigenous engagement as a best  practice is the introduction of 

Indigenous  Participation  Plans  (IPPs)  to  major  engineering  and  construction  projects. 

Indigenous  peoples  have  employment,  training,  and  subcontracting  plans  and 

commitments  outlined  in  these  plans  (Denny-Smith  et  al.,  2020).  Other  Australian 

companies  can  take  things  further  by  ensuring  that  they  employ  Indigenous  liaison 

officers,  provide  cultural  safety  training  to  non-Indigenous  employees,  and  consider 

Traditional Owner knowledge in design and environmental management. These kinds of 

methods not only make the risk of conflict at the community level lower, but they also 

enrich the project by integrating local knowledge and sustainable ways.

Psychologically, as Indigenous workers, the individuals might experience special stresses 

in  engineering  workplaces  where  the  Western  norms  reign  supreme.  These  are  the 

experiences  of  microaggressions,  tokenism,  or  a  request  to  represent  all  Indigenous 

people.  Also,  Indigenous Protocol clashes with the Western project  time schedule and 

communication practices, where tension surfaces. The HR policies should be culturally 

responsive  and  assist  Indigenous  team  members  by  allowing  flexibility  in  flights  to 

undertake  cultural  responsibilities  and  having  access  to  mentors,  in  addition  to  safe 

channels through which they can report cases of discrimination (Catherine Ezeafulukwe et 

al., 2024). Creating a sense of psychological safety for Indigenous workers in engineering 

will not only positively impact the diversity of engineering work but will also help with 

organisational learning and reconciliation.

Through policies like the Closing the Gap framework and Reconciliation Action Plans 

(RAPs), the Australian government is pushing businesses (including engineering firms) to 

make their contribution to social equity. RAPs within engineering organisations that are 

mature, as are GHD, SMEC, and Aurecon, illustrate how industry can work proactively to 

resolve structural inequity and prevent conflict through institutionalising reconciliation in 

corporate strategy. These firms have demonstrated that when leadership and HR (human 

resource)  processes  are  culturally  competent,  stakeholder  engagement,  innovation,  and 

long-term success become more effective.

The geographical location of engineering projects also contributes to a different layer of 

conflict in the remote and regional areas of the Australian continent, where involvement of 

the Indigenous community in terms of the infrastructure development initiates. A clash of 
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cultural values, rights to land, resources, and the interests involved can create conflicts 

where a lack of transparent and mutually respectful engagement exists. Conflict may also 

arise within the project teams where the non-Indigenous worker may feel they are not 

ready or well advised on the Indigenous protocols, hence feeling awkward or not wanting 

to  comply.  This  makes  both  technical  and  cultural  capacity  building  in  engineering 

education and career advancement a necessity.

To  meet  these  challenges,  the  curriculums  of  many  Australian  universities  and 

professional associations have begun to encompass Indigenous approaches to engineering 

and assessment, with cultural competency being acknowledged as an important training 

necessity  alongside  technical  literacy.  Any  such  initiatives  resonate  with  the  code  of 

engineers’ ethics as provided by Engineers Australia, in which the most important aspects 

of its code lie in creating concern for the diversity of people as well as the environment. 

Engineers are entrusted to serve the objective in the best interest of the people, and this 

means  that  they  must  respect  Indigenous  sovereignty  and add value  to  reconciliation. 

Incorporation of  these  values  within  the  operations  of  the  team minimises  the  risk of 

conflict and improves social licence to operate.

In short, it can be said that the Australian engineering scenario is unique in the sense that  

the levels of cultural diversity are very high, and the necessity to intervene in Indigenous 

communities  in  a  meaningful  way  is  inevitable  (Bombaerts  et  al.,  2019).  Cultural 

mismatches, historical grievances, and organisational blind spots also create conflict in 

such an environment, which can be managed by the design of HRM practices, inclusive 

leadership, and the culturally sensitive project planning approach. To achieve sustainable 

outcomes and reduce conflict (interpersonal or in communities), engineering teams that 

are  inclusive  and  diverse,  provide  psychological  safety,  and  value  respectful 

communication  and  practices  will  be  best  placed  to  navigate  infrastructure,  energy 

transition, and regional development investment.

2.5  Gaps in Literature and Need for an Integrated Framework

2.5.1  Summary of Key Gaps

It  is  worth  noting  that  the  literature  has  a  number  of  inconsistencies  that  must  be 

interpreted  keenly.  There  are  studies  that  view cultural  diversity  as  a  risk  of  conflict 

automatically, but there are those who believe that cultural diversity leads to innovation 

and cooperation provided that it is backed by the right structures. This wavering suggests 

that situational factors like leadership style, team maturity or organisational culture might 

intervene, which is not considered by most of the studies. Moreover, there is very little 
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empirical  research conducted regarding engineering groups in the Global  South or  the 

Indigenous setting, so the evidence base is highly Western and cannot explain the global 

engineering reality.  These holes support  the necessity of critical  instead of descriptive 

synthesis of the existing evidence.

Although the literature on engineering conflict management and multinational has been 

increasing, some of the major gaps that need to be filled are outlined by the researchers 

(Sharbaf et  al.,  2023).  Firstly,  a significant portion of the existing literature exhibits a 

solipsistic,  disciplinary perspective.  Research in the engineering management  literature 

tends  to  emphasise  technical  or  procedural  determinants  of  team behaviour,  e.g.,  task 

assignments to team members, the scheduling of a project, or scarcity of resources, but 

leaves out the human and psychological aspects of conflict. Psychological/HRM literature, 

on the other hand, explores emotional intelligence, communication, and cultural diversity 

but is often out of touch with the reality of a high-stakes engineering setting. This division  

of  discipline  constrains  the  real-life  application  of  the  results  to  project  environments 

where technical difficulty and human behaviour are significantly interrelated.

The second distinctive gap refers to the fact that engineering teams require integration of 

psychological theories in their conflict management approach. Also, the application of the 

theory  of  emotional  intelligence  and  social  identity  and  attribution  theory  have  been 

studied in a general organisational context but not in a particular situation in engineering 

teams, and in the much-needed cross-functional context of engineering teams in a cross-

national organisation in general. This is particularly relevant in the Australian engineering 

sector,  where workforce multiculturalism and decentralised project teams demand high 

levels of interpersonal adaptability and cultural sensitivity (Mthombeni et al., 2024). Yet,  

there is a scarcity of empirical research applying psychological theory to examine how 

engineers interpret, react to, and resolve conflict in culturally diverse teams.

Thirdly,  while  Human  Resource  Management  (HRM) plays  a  central  role  in  shaping 

workplace culture and team cohesion, HRM-specific frameworks tailored to engineering 

settings are notably absent. Most HR interventions discussed in the literature are designed 

for general corporate environments and do not address the unique temporal, technical, and 

interpersonal  stressors  inherent  in  engineering  projects.  For  instance,  the  use  of 

psychological  safety  strategies,  conflict  resolution  training,  or  performance  feedback 

mechanisms in engineering teams is often mentioned in theory but lacks robust case-based 

or  data-driven  analysis  of  its  effectiveness.  Additionally,  existing  literature  rarely 

considers how HRM can bridge the gap between psychological insights and engineering 

team leadership practices.
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Another  underexplored  area  is  the  role  of  cross-cultural  conflict  in  project  failure  or 

underperformance in global engineering initiatives. Many studies focus on communication 

breakdowns or leadership misalignment but do not explicitly link these to broader issues 

such as national cultural norms, team identity, or attribution errors (Saeeda et al., 2024). 

As a result, there is limited guidance on how engineering team leaders or HR professionals 

can proactively identify and mitigate culturally-rooted conflicts. Furthermore, Indigenous 

engagement,  particularly  in  the  Australian  context,  is  scarcely  addressed  in  conflict 

management  literature.  Although  there  is  a  growing  policy  and  ethical  imperative  to 

include Aboriginal and Torres Strait Islander perspectives in engineering projects, research 

on how this inclusion affects team dynamics, communication, and conflict is minimal.

Additionally,  there is  a  methodological  gap in  existing research.  Standard quantitative 

surveys  or  post-project  assessments  of  the  majority  of  the  war-related  literature  in 

engineering management do not grasp the complexity of intrapersonal relationships and 

lived experiences of team members when engaging in conflict episodes (Saba, 2018). The 

mixed-method or triangulated approaches using quantitative data and qualitative insights, 

i.e.,  interviews  or  reflective  diaries,  are  necessary,  as  these  approaches  offer  a  more 

comprehensive  picture  of  sources  of  conflict  and  resolutions  thereof.  Such  a  gap  is 

especially acute at the level of PhD research when the theoretical contributions must be 

coupled with the methodological scrupulosity and practicality.

Lastly, analysis of the literature indicates that currently there is no comprehensive and 

integrated framework available to both the psychological and the HRM perspectives of 

addressing cognitive and cultural conflict in multinational engineering teams (Adamovic, 

2018). The available models are either too general or too specific, failing to provide the 

interdisciplinary synthesis required to capture the nature of reality of engineering project 

teams. Without such a framework, managers, HR professionals, and team leaders are left 

with  piecemeal  tools  and  reactionary  strategies,  which  tend  to  deal  with  conflict  in 

hindsight, once the proverbial horse has bolted.

These  lacunae  do  indicate  the  need  to  have  a  way  that  integrates  the  psychological 

theories,  HRM  strategies,  engineering  management  practices,  and  such  into  a 

comprehensive conflict resolution model. The proposed study is set to precisely address 

this need with the proposed contextualised framework centralised in the empirical data, 

which can be applied to the global, as well as Australian, engineering contexts.
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2.5.2  Why an Integrated Psychology and HRM Framework Is Needed?

Globalisation,  multicultural  teams,  and  multidisciplinary  project  settings  are  the  new 

realities of how the modern engineering environment evolves. In this frame, it is important 

to  moderate  conflicts,  which  ensures  the  cohesion  of  a  team,  productivity,  and 

innovativity. Although different fields present isolated methods of dealing with conflict at 

work, an increasing number of findings propose that psychological theories and Human 

Resource  Management  (HRM)  practices  are  not  effective  enough  to  address  the 

complexity  of  cognitive  and  cultural  conflict  challenges  in  multinational  engineering 

teams. This reflects a desperate demand for an inculcated framework that harmonises the 

knowledge of  psychology and HRM in  a  way that  is  contextualised to  reflect  on  the 

engineering sphere (Leach, 2015).

The psychological theories provide a strong platform on how to understand individual and 

group behaviour in cases of conflicts. Emotional intelligence, cognitive dissonance, social 

identity,  and attribution  are  concepts  that  are  useful  in  understanding the  way people 

perceive, interpret, and react to interpersonal tensions. But the findings may be generic or 

abstract in nature, and so the theories may not try out the high-pressure and technically 

intense  worlds  of  engineering  projects.  In  international  groups,  each  member  may be 

accustomed to very different cultural norms, communicating styles, power distance, and 

tolerance of conflict, which is an even greater reason to embrace psychologically informed 

practices.  E.g.,  social  identity  theory  can  inform  us  on  why  the  in-group/out-group 

phenomenon  may  lead  to  tensions  within  cross-cultural  working  groups,  yet  without 

concrete action (in the form of policy and team management), such knowledge is devoid 

of usefulness.

Concurrently  HRM  offers  the  organisational  mechanisms  with  regard  to  which  it  is 

possible to avoid the conflict,  overcome it,  or even eliminate it.  HR professionals can 

influence the circumstances upon which conflict arises through performance management 

interventions, grievance procedures, diversity and inclusion policies, team development 

interventions,  and  leader  training.  But  the  conventional  HRM  rubrics  tend  to  be  too 

psychologically unsophisticated to resolve the kind of close-to-home or identity-related 

strife  that  is  bound  to  emerge  in  cross-functional  or  multicultural  work  groups. 

Additionally,  the majority of HR practices lack particular design to suit  project-based, 

temporary, or matrix structures that may be in engineering firms and especially high-risk 

or safety-oriented buildings. Therefore, HRM strategies that fail to harness psychological 

concepts can risk missing out on the more peripheral emotional and cognitive cues, which 

amounts to an increase in conflict.
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Engineers  in  the  global  projects  have  an  experience  that  also  supports  the  need  for 

integration  (Amirtash  et  al.,  2021).  Teams  of  engineers  are  frequently  formed 

geographically dispersed, with the participants never meeting face-to-face, yet having to 

work closely based on digital tools. When this is the case, then chances are not high; it is  

guaranteed. Variability in styles of conflict resolution, which include direct confrontation 

and avoidance behaviours, often are attributed to either national or professional cultures. 

In the absence of a framework that can support these variables, the project leaders and the 

HR officers are usually in a disadvantaged position, not able to intervene constructively. 

Such  a  holistic  strategy  would  serve  to  reconcile  the  dichotomy  between  cognition 

(psychology) and behaviour (HRM), providing a set of both diagnostic and intervention 

mechanisms that  can be adjusted dynamically to fit  within the project lifecycle of the 

project.

The necessity of integration is all the more relevant with regard to the Australian context. 

The engineering labour market of Australia is multicultural to a large extent and uses a 

high level of skilled migrants as well as international project alliances (Alkilani et al., 

2025). Furthermore, the national agenda of Indigenous involvement in infrastructure and 

development  projects  brings  in  some  other  layers  of  cultural  inclusion  and  historical 

sensitivity. Aboriginal and Torres Strait Islander communities usually need all aspects of 

conventional HRM practice to cover experienced engineering teams with the competence 

to  approach  such  communities  in  a  respectful  and  proficient  manner.  Psychological 

approaches,  and  in  particular  intercultural  competence  and  emotional  regulation 

psychological  approaches,  have  the  potential  to  augment  workforce  management 

initiatives through empathy, reflective thinking, and conversational inclusion.

The  second  piece  of  evidence  in  favour  of  integration  is  the  movement  towards 

psychologically  secure  workspaces  that  is  becoming  increasingly  recognised  as  the 

necessary part  of  team learning and innovation (Charteris  et  al.,  2024).  Psychological 

safety involves a place where someone does not feel ashamed to raise concerns, confess a 

mistake, and can give a new idea without the fear of being embarrassed or punished. Such 

a climate cannot be created by only HR policy but must be installed in the leadership 

behaviour,  team norms,  and  communication  style  that  are  the  result  of  psychological 

factors.  In  this  way,  an  integrated  model  enables  HR  to  make  psychological  safety 

operational, as it connects recruitment, training, performance appraisal, and team building 

with behavioural science.

Lastly, research- and implementation-wise, an integrated framework is more coherent and 

more useful  to  apply (Ferrario et  al.,  2024).  Instead of  using a  scattered set  of  tools, 
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engineering firms and project leaders could avail themselves of an integrated model that 

locates the sources of conflicts,  classifies them along organisational  and psychological 

lines, and correlates them with condition-sensitive interventions. It is also a good model in 

line  with  evidence-based  HRM  and  engineering  leadership  training  that  supports 

professional development and quantifiable results.

Although the literature considered offers helpful information on conflict, communication, 

and cultural aspects within engineering groups, the quality of evidence differs significantly 

among the sources. Some of the most compelling studies are based on small qualitative 

samples and their  applicability to multinational  engineering contexts cannot be readily 

extended.  Numerous  articles  have  a  cross-sectional  study  design,  which  captures  the 

perceptions at a certain moment, instead of providing longitudinal evidence of the conflict 

processes or temporal change. Moreover, there are other studies that give too much weight 

to  managerial  viewpoints  and  thus  lead  to  the  possibility  of  being  biassed  towards 

leadership  accounts  as  opposed  to  frontline  engineering  accounts.  Some  of  the 

publications are also not clearly transparent in their methods, specifically, their approach 

to coding,  reflexivity,  or inter-coder reliability,  which decreases the reliability of their 

results. Nevertheless, the convergent trends in the various contexts reinforce the belief in 

the thematic synthesis; one must be keen on the extrapolation of evidence to high-stakes 

technical settings or diverse cultural engineering teams. The review indicates that further, 

more methodologically sound and globally representative studies are necessary to enhance 

the  evidence  of  the  evidence-based  practice  of  conflict  management  in  engineering 

settings.

2.6  Summary and Conceptual Framework

2.6.1  Summary of Literature Review

The reviewed literature presented in this  chapter  provides a  multidimensional  view or 

paradigm  of  conflict:  it  is  viewed  from  a  more  psychological  perspective,  an 

organisational perspective, and a published psychological human resource management 

(HRM) perspective (Troth & Guest, 2020). It exposes that engineering projects, especially 

in cross-cultural and multidisciplinary environments, are vulnerable to interpersonal and 

systemic  conflict  because  of  their  multifold  complexity,  time-limited  aspect,  and 

dependence on temporal teams.

On  the  one  hand,  the  psychological  mechanisms  of  this  conflict  are  emphasised  by 

theoretical assumptions. Emotional Intelligence (EI) has come up as a significant element 

of  identifying,  handling,  and  diffusing  emotionally  charged  circumstances.  Cognitive 
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dissonance theory refers to that feeling, that feeling of discomfort, about inconsistency in 

beliefs or actions, and in situations involving high stakes, people tend to resist.  Social 

Identity Theory reveals those causes of in-group/out-group bias in a culturally diverse 

team, and Attribution Theory provides insights into the role of people when attributing 

blame or fault when conflict occurs.

At the same time, the HRM literature emphasises the strategic nature of the HR practices 

as applied to the management of team dynamics (van Mierlo et al., 2018). These conflict 

management  contributions  that  were  made by HRM are  identifiable  in  issues  like  the 

development of teams, inclusion of diversity in the culture, performance-based feedback 

systems, and the learning and development schemes.

However, gaps are also marked in the literature; HRM strategy is frequently foreign to the 

cognitive and emotional  conditions of team members,  and psychological knowledge is 

underutilised in the design of HR policies and in conflict intervention strategies.

The international engineering environment is characterised by the distance between the 

locations,  cultural  differences,  and  online  communication  that  adds  to  the  risk  of 

misunderstanding and conflict. By comparison, the Australian setting introduces further 

complexity in the form of Indigenous participation in infrastructure construction and a 

multicultural  workforce with unique needs for culturally sensitive responses.  Although 

best practices have been established in both psychological theory and in the more practical 

application  of  HRM,  there  is  little  indication  that  a  coherent,  integrated  framework 

applicable to the engineering project environment exists.

The chapter ends with the highlighting of some important gaps: a lack of interdisciplinary 

perspectives, underutilization of psychology as applied to HRM, and the insufficiencies of 

addressing context-specific conflict dynamics in engineering. This requires the creation of 

a conceptual framework, which will be a synthesis of information from the two fields and 

will provide a practical guide to conflict prevention and resolution within multinational 

engineering teams.

2.6.2  Proposed Conceptual Framework with Diagram

In  order  to  fill  in  the  identified  gaps,  this  paper  propose  an  Integrated  Conflict 

Management Framework (ICMF) that will combine psychological theories and all HRM 

practices of engineering project teams (Gupta et al., 2024). The model is designed to serve 

both diagnostic and prescriptive purposes: helping project leaders and HR professionals 

identify conflict  sources early and apply context-sensitive interventions that align with 

engineering realities.
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Core Components of the ICMF:

1. Inputs: Team Composition and Cultural Landscape

◦ Multinational, multidisciplinary, and multicultural makeup of the team

◦ Individual  psychological  profiles  (e.g.,  emotional  intelligence,  cultural 

intelligence)

◦ Organisational values and diversity policies

2. Mediating Factors: Psychological Dimensions

◦ Emotional Intelligence: Regulation of interpersonal dynamics

◦ Cognitive Dissonance: Identification of internal tensions and resistance 

triggers

◦ Social  Identity  and  Attribution: Awareness  of  group  identities  and 

biases in blame allocation

3. Organisational Mechanisms: HRM Strategies

◦ Recruitment based on both technical and soft skill alignment

◦ Performance management with cultural and emotional sensitivity

◦ Team training programs on cultural inclusion and psychological safety

◦ Embedded feedback loops for early conflict detection

4. Environmental Context: Project and Cultural Setting

◦ Global project dynamics (e.g., virtual teams, time zones)

◦ National/local factors such as Australia’s Indigenous protocols and cultural 

diversity legislation

5. Outputs: Conflict Outcomes

◦ Positive outcomes (enhanced collaboration, innovation, learning)

◦ Negative outcomes (withdrawal, miscommunication, project delays)

◦ Resolution pathways (coaching, mediation, HR interventions)

6. Feedback and Adaptation Loop

◦ Data collected from conflict episodes used to refine training, policies, and 

team configuration in future projects.
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Conceptual Framework Diagram Description:

Figure 1: Conceptual Framework Diagram

This conceptual  model not only reflects a  systems-thinking approach but also offers a 

practical  roadmap  for  engineering  organisations  seeking  to  enhance  collaboration  and 

conflict resolution in culturally diverse teams. It acknowledges that conflict is inevitable—

but with the right interdisciplinary tools, it  can be managed productively to strengthen 

team performance and innovation
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C H A P T E R  3

Research Design

3.1  Research Philosophy and Paradigm

3.1.1  Justification for Interpretivist Paradigm

The interpretivist paradigm is the best fit for this study’s topic: how cognitive and cultural 

conflicts are manifested and managed in multinational engineering teams. In contrast to 

positivism, which aims at objectifying and generalising the truth measured in quantitative 

indicators, interpretivism dwells upon the subjective experiences and meaning of a person 

in  a  life  situation.  The  given  approach  is  highly  effective  in  terms  of  studying  the 

psychological  and  human  peculiarities  of  complex  team  settings  where  personal 

perceptions,  cultural  beliefs,  and  emotional  interactions  cannot  be  simplified  to  the 

numerical values (Pataranutaporn et al., 2023).

The perspective of interpretivism is a ramification of the philosophical school of thought 

on constructivism that argues that reality is socially constructed and relative (Ikram & 

Kenayathulla, 2022). In multinational engineering work teams, conflict and collaboration 

are interpreted by each individual member through individual, cultural, and professional 

lenses. Therefore, one participant may interpret a perceived conflict as task-related, and 

another  may interpret  it  as  personal  or  a  sign  of  disrespect,  depending  on  his  or  her 

experience or cultural background. Such an interpretivist approach enables the researcher 

to unearth such subtle interpretations as opposed to forcing them into a predetermined 

model.

In addition, the paradigm allows the researcher to interact using an in-depth qualitative 

approach  on  the  experiences  of  people  in  the  professions  of  engineering,  project 

leadership,  and HR management  using interviews and thematic  analysis.  This  enables 

deeper, context-specific insights as to how conflict occurs, is experienced, and is resolved 

across  inter-organisational  and intercultural  boundaries (Nakandala  & Lan,  2022).  The 

dynamic  relationship  among  psychological  theories  (like  the  Attribution  Theory  and 

Emotional Intelligence) and HR strategies (like training on topics like inclusion training 

and conflict resolution policy)—all these can be well unravelled through such a lens.

The  decision  to  adopt  interpretivism  is  particularly  appropriate  in  this  study,  as  the 

researcher will have the responsibility of taking the initiative in the creation of meaning 
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(Acharya, 2025). Instead of distanced observation, the study takes into consideration the 

role of the researcher participating in interpreting data together with the participants. By so 

doing,  it  is  sensitive  to  the  multidimensional  realities  of  the  culturally  complex 

engineering involvements of the people involved.

Table 1: Theme map illustrating the development of key themes from the coding process

CORE PHENOMENON:
Conflict Management in Project-Based and Engineering Teams

Theme 1: Leadership and Conflict Management
• Leadership style

• Decision-making approach
• Conflict resolution behaviour

Theme 2: Communication and Coordination
• Communication breakdowns

• Information flow
• Cross-functional coordination

Theme 3: Organisational Structure and Role Clarity
• Role ambiguity

• Responsibility overlap
• Organisational hierarchy

Theme 4: Cultural and Interpersonal Dynamics
• Cultural diversity

• Interpersonal relationships
• Trust and collaboration

Theme 5: Psychological and Emotional Factors
• Emotional intelligence

• Stress management
• Interpersonal sensitivity

Theme 6: Organisational Support Mechanisms
• HR policies

• Training and development
• Conflict management systems

3.1.2  Alignment with Research Objectives

The  research  aims  to  follow  closely  the  interpretivist  paradigm in  the  sense  that  the 

research  problem is  to  identify,  comprehend,  and  interpret  the  internal  cognitive  and 

cultural  levels  of  conflict  in  multinational  engineering  teams  and  particularly  the 

Australian and global environment. The general objective will not be just to signal general 

patterns  of  conflict  but  to  investigate  what  meanings  are  invested in  each conflict  by 

various  stakeholders—engineers,  team  leaders,  and  HR  professionals—and  how  these 

meanings are reflected in their choice of responses and approaches.
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This  paradigm corresponds  to  the  research  aim of  investigating  the  constraints  of  the 

current HRM and engineering management practice through the possibility of engaging 

with the subjective experiences of  the participants  in  detail.  Illustratively,  it  assists  in 

determining  the  extent  to  which  cultural  miscommunication  or  lack  of  psychological 

security affects the individual behaviour within the team environment—elements that are 

not well captured using the quantitative analysis approach (Baker et al., 2025).

Another  objective  of  the  study  is  to  develop  an  integrated  framework  combining 

psychological theory with HRM practices. This requires the researcher to first understand 

how participants perceive and articulate their experiences of conflict and then synthesise 

those  insights  into  a  coherent  theoretical  model.  Such  theory-building  is  inherently 

interpretive in nature and fits squarely within the constructivist epistemology.

Moreover, interpretivism accommodates the contextual sensitivity required to understand 

conflict in culturally diverse environments, such as Australia’s engineering sector with its 

multicultural workforce and engagement with Indigenous communities (Latif et al., 2025). 

In  these  settings,  the  meanings  attached  to  conflict  and  resolution  vary  significantly 

depending  on  the  individual’s  cultural  norms,  organisational  expectations,  and  team 

dynamics.

Thus, the interpretivist paradigm is not only a philosophical fit for this research but also a 

methodological  necessity,  allowing  the  study  to  fulfil  its  objective  of  co-creating 

knowledge that is contextually grounded, theoretically robust, and practically actionable.

3.2  Research Design

3.2.1  Overview of Secondary Qualitative Analysis

This study adopts a secondary qualitative research design,  which is especially suitable 

given the  complexity  of  the  research  topic  and the  breadth  of  existing  knowledge on 

conflict  management,  psychology,  and  HRM  in  multinational  engineering  contexts. 

Secondary  qualitative  analysis  involves  the  systematic  review,  interpretation,  and 

synthesis  of  existing  qualitative  data—such  as  interview  transcripts,  case  studies, 

ethnographic accounts, industry reports, and published research—rather than the collection 

of new primary data (Cheong et al., 2023).

The rationale for using this approach is twofold. First, conflict management in engineering 

teams, particularly across cultural boundaries, has already been widely studied in various 

contexts, leaving a rich body of material that can be interrogated for new insights. Instead 

of duplicating primary data collection, this study builds upon and integrates prior work to 
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generate a fresh conceptual understanding tailored to the intersection of psychology and 

HRM. Second, secondary analysis allows for efficient and ethical engagement with data, 

avoiding  the  challenges  of  negotiating  access  to  multinational  corporations,  managing 

sensitive  cross-cultural  data,  or  obtaining large-scale  participation from geographically 

dispersed professionals (Cheong et al., 2023).

Secondary qualitative research is particularly beneficial in achieving the goals of the study 

that involve determination of gaps in the literature, the interaction of the psychological and 

HRM theories,  and a harmonised structure of conflict  management (Ampauleng et  al., 

2024). In illustration, it would be relevant to use case studies in which engineering has 

been done, like in Australia or anywhere in the world, since these case studies can be 

useful when studying the role of cultural and cognitive variables in teamwork and conflict.  

Likewise, the secondary analysis allows the study to evaluate various contexts at the same 

time, resulting in comparative analysis between regions and disciplines.

Inclusion and exclusion criteria are to be defined at the first stage. Appropriate studies are 

as follows: (a) team dynamics within engineering or technical project-based contexts, (b) 

cross-cultural or multicultural contexts in employment, (c) psychological approaches to 

conflict,  including  emotional  intelligence  or  social  identity  theory,  and  (d)  HRM 

interventions,  including  but  not  confined  to  training,  mediation,  and  inclusion 

programmes. Those studies that are out of the context of engineering or organisational 

context or about technical aspects only, not including human factors, do not fall under this 

category.

The secondary qualitative analysis is particularly applicable in this thesis since it allows 

the  researcher  to  combine  fragmented  knowledge  in  the  area  of  psychology,  human 

resource  management  and engineering  management  to  create  an  integrated  conceptual 

framework.  Instead of  gathering any new primary data,  the present  study will  use the 

existing published literature to analyse what has already been said and interpreted and how 

conflict  in  multinational  engineering  teams  has  been  solved  in  other  previous  studies 

(Abuhamda et  al.,  2021).  The method gives breadth and depth,  since it  is  possible  to 

consider evidence in a number of studies, environments, and disciplinary viewpoints. It is 

consequently suitable for a research study focused on defining patterns in the available 

literature and employing them as the basis for a theoretically informed interpretation of 

cognitive and cultural conflict in multinational engineering situations.
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Table 2: Literature Search Strategy

Database Keywords / Search 
Terms

Boolean 
Operators 
Used

Filters Applied Year 
Range

Rationale for 
Selection

Scopus “conflict management” 
OR “workplace 
conflict” AND 
“engineering projects” 
OR “infrastructure 
projects” AND 
“leadership” OR 
“HRM”

AND / OR Peer-reviewed 
articles, English 
language, 
journal articles

2014–
2024

Comprehensive 
multidisciplinary 
database covering 
engineering, 
management, and 
organisational studies

Web of 
Science

“interdisciplinary 
teams” AND “conflict 
resolution” AND 
“project management”

AND Peer-reviewed, 
social sciences, 
management

2014–
2024

High-quality indexed 
studies suitable for 
systematic reviews

ScienceDirect “construction projects” 
AND “team conflict” 
AND “leadership style”

AND Full-text, 
research articles 
only

2014–
2024

Strong coverage of 
engineering and 
project-based research

Google 
Scholar

“conflict in engineering 
teams” OR 
“organizational conflict 
management”

OR First 200 most 
relevant results

2014–
2024

Used to capture grey 
literature and 
emerging studies

Emerald 
Insight

“HRM practices” AND 
“workplace conflict”

AND Peer-reviewed 
journals

2014–
2024

Relevant for HRM, 
leadership, and 
organisational 
behaviour

SpringerLink “project conflict” AND 
“team dynamics”

AND Articles and 
book chapters

2014–
2024

Supports theoretical 
grounding in 
engineering 
management

Taylor & 
Francis

“leadership conflict 
resolution” AND 
“construction industry”

AND Social science 
journals

2014–
2024

Provides behavioural 
and leadership-
focused studies

Several academic research databases were searched systematically in order to find relevant 

peer-reviewed literature on the topic of conflict resolution in interdisciplinary engineering 

and  infrastructure  projects.  Some  of  the  main  terms  in  search,  such  as  ‘conflict 

management’, ‘leadership’, and ‘project-based work’, were used combined with Boolean 

operators  like  ‘AND’  and  ‘OR’.  To  prevent  unnecessary  searches  in  low-quality 

publications, the search carried out was restricted to publications in the English language 

that were published within the years 2014-2024. To filter the results, a preference was 

given to peer-reviewed journal articles and other suitable scholarly sources. This search 

strategy was meant  to  foster  transparency,  reproducibility,  and consistency in  existing 

research practices in the synthesis of qualitative evidence.
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3.2.2  Thematic Synthesis Method

The study was analysed by thematic  synthesis,  which is  an appropriate  tool  to use in 

secondary qualitative research since it enables secondary sources to ensure that the results 

of several published works can be coded, organised, and interpreted (Maeda et al., 2022). 

This  approach  was  selected  due  to  the  fact  that  the  study  aims  at  incorporating  the 

evidence  provided  by  psychology,  human  resource  management,  and  engineering 

management to acquire the information about the description of cognitive and cultural 

conflict  and  its  resolution  within  the  multinational  engineering  team.  This  purpose  is 

facilitated by thematic synthesis, which helps the researcher to cease focusing on isolated 

research results and get bigger conceptual patterns in the literature.

The analysis was done in three steps. To start with, the chosen studies that were selected 

were read out in the finding’s sections of the selected studies,  and it  was line-by-line 

coded. Given the stage, essential concepts, recurrent problems, and relevant statements 

were  detected  and  received  the  first  codes.  The  codes  included  problems  like 

communication  barriers,  role  ambiguity,  emotional  tension,  leadership  response,  trust, 

group identity and culturally influenced conflict behaviours. This phase made sure that the 

analysis  was based on the  published evidence instead of  being based on the previous 

assumptions.

Second, codes that were related were bundled to create descriptive themes. Descriptive 

themes went very near to the language and meanings applied in the original studies and 

were employed to structure recurrent designs throughout the dataset. As an illustration, 

crossed  codes  regarding  misunderstanding,  language  dissimilarity,  indirect 

communication,  and  opposed  workplace  norms  were  combined  into  larger  descriptive 

units  with  regard  to  cross-cultural  communication  challenges.  Similarly,  the  codes  of 

stress and defensiveness, as well as interpersonal friction, were condensed into descriptive 

themes  that  were  associated  with  psychological  tension  and  relational  tension  in 

teamwork.

Third,  the interpretations of  the descriptive themes were on a  higher level  to produce 

analytical  themes.  This  is  where  the  research past  on summarising what  the  literature 

documented and began to explain why these patterns of conflict occurred and how they 

could be interpreted by using the psychological and HRM approaches (McLeod, 2024). 

The  greater  meaning  of  the  results  was  interpreted  through  the  prism of  notions  like 

emotional intelligence, social identity, psychological safety, leadership practice, and cross-

cultural  management.  This  last  phase  enabled  the  study  to  have  a  more  combined 
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explanation of conflict in multinational engineering teams as well as the development of 

the conceptual foundation of the suggested framework.

The thematic analysis enhanced the rigour and transparency of the analysis since it offered 

a clear flow of raw evidence up to the higher level of interpretation (Hadjo et al., 2024). 

The systematic transitioning between the coding and descriptive themes and further to the 

analytical themes allowed the study to generate the findings, the ones that were not only 

closely  related  to  the  literature  but  also  theoretically  significant  in  the  context  of  the 

research goals.

3.3  Search Strategy and Screening Process

The  search  strategy  and  screening  process  for  this  study  followed  a  structured  and 

transparent  procedure  consistent  with  qualitative  evidence  synthesis  and  PRISMA 

recommendations.  The  purpose  of  this  process  was  to  identify  high-quality  academic 

literature that examined conflict,  psychological dynamics, cross-cultural interaction and 

HRM practices within multinational engineering project teams. Searches were conducted 

between 12 and 20 August 2025 across six interdisciplinary databases to ensure broad 

coverage of engineering, psychology, organisational behaviour, and leadership research. 

All retrieved records were systematically screened, appraised, and documented to establish 

a  rigorous  audit  trail  and  enhance  the  methodological  credibility  of  this  secondary 

interpretivist study.

3.3.1  Databases and Search Strings

The  literature  search  was  carried  out  using  Scopus,  Web  of  Science,  IEEE  Xplore, 

PsycINFO, ABI/Inform Global, and Google Scholar. These databases were selected due to 

their  comprehensive  coverage  of  engineering  research,  behavioural  science,  human 

resource management,  and organisational psychology. A combination of keywords and 

Boolean  operators  was  employed  to  capture  studies  addressing  conflict,  cross-cultural 

engineering teamwork, psychological drivers, and HRM or leadership practices. Search 

terms  included  variations  of  “multinational  engineering  teams,”  “global  engineering 

projects,” “conflict,” “cross-cultural communication,” “emotional intelligence,” “cognitive 

bias,”  “social  identity,”  and  “HRM  practices.”  Boolean  structures  helped  refine  the 

searches and ensure that studies intersecting engineering, psychology, and organisational 

contexts were included. The initial searches across all databases produced a total of 4,677 

records before screening.
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Database Search String (Boolean Format)

Scopus (“multinational engineering team*” OR “global engineering project*” OR “cross-
cultural engineering”) AND (“conflict” OR “dispute” OR “tension”) AND 
(“psycholog*” OR “cognitive bias” OR “emotional intelligence” OR “social 
identity”) AND (“HRM” OR “leadership” OR “team management”)

Web of Science (“engineering project*” AND “conflict”) AND (“cross-cultural” OR multicultural 
OR diversity) AND (“psycholog* factor*” OR “organisational behaviour”)

IEEE Xplore (“engineering management” AND conflict) AND (multicultural OR cross-cultural 
OR global)

PsycINFO (“intergroup conflict” OR “team conflict”) AND (“engineering” OR “technical 
team*”) AND (“cognitive bias” OR attribution OR “emotional regulation”)

ABI/Inform (“HRM practice*” OR leadership) AND (engineering OR construction OR 
infrastructure) AND (conflict OR dispute)

Google Scholar “multinational engineering conflict psychological HRM” (first 200 results screened 
manually)

3.3.2  Inclusion and Exclusion Criteria

Clear inclusion and exclusion criteria were applied to maintain consistency and ensure that 

the final set of studies aligned with the purpose of the research. Studies were included if 

they  were  published  between  2000  and  2025,  written  in  English,  peer-reviewed,  and 

focused  on  conflict,  cross-cultural  interaction,  HRM  practices,  leadership,  or 

psychological processes in engineering or technical project teams. They were also required 

to provide sufficient conceptual or methodological detail to support thematic synthesis. In 

contrast, studies were excluded if they focused exclusively on technical engineering topics 

without  behavioural  or  organisational  relevance,  lacked  methodological  transparency, 

were  opinion  pieces  or  editorials,  or  did  not  involve  multicultural,  multinational,  or 

interdisciplinary teams. Full  texts that could not be accessed or those with insufficient 

psychological  or organisational  components were also removed. These criteria ensured 

that the final dataset reflected conceptually rich and methodologically credible sources.

Table 3: Eligibility Criteria

Criterion Type Included If… Excluded If…

Population Engineering/project, multinational, cross-
cultural, interdisciplinary teams

Non-team settings, K–12, clinical-
only

Phenomenon of 
Interest

Conflict, safety climate, EI, HRM, 
communication issues

Purely technical engineering 
methods

Methodology Qualitative, mixed-methods, thematic 
studies, secondary syntheses

Purely statistical without 
team/culture relevance

Context Multinational firms, construction, 
engineering consultancies, virtual teams

Military-only, sports-only, non-
professional
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Criterion Type Included If… Excluded If…

Time 2000–2025 Pre-2000 unless seminal

Language English Non-English

Study Type Peer-reviewed; theses; book chapters Blogs, opinion pieces

3.3.3  Screening Stages

The screening of retrieved studies was completed in three stages aligned with PRISMA 

guidelines. In the first stage, all 4,677 records were imported into a reference manager and 

duplicates  were  removed,  reducing the  count  to  3,030 unique titles.  These titles  were 

screened for relevance, and studies unrelated to conflict, team dynamics, or engineering 

settings were excluded. The second stage involved abstract screening of the remaining 

3,030 records, resulting in the exclusion of 2,223 studies that did not examine conflict,  

psychological drivers, cultural issues, or HRM-related aspects of engineering teams. This 

left 807 studies for full-text review. During the third stage, the full texts were assessed in 

depth,  and  722  were  removed  because  they  lacked  cross-cultural  or  psychological 

relevance, were purely technical, or did not provide adequate methodological information. 

Ultimately,  85 studies  met  all  inclusion  criteria  and formed the  basis  of  the  thematic  

synthesis. Each exclusion decision was recorded to ensure transparency and traceability.

3.3.4  PRISMA Flow Diagram

The study selection process is visually represented through a PRISMA 2020-aligned flow 

diagram,  which  summarises  the  number  of  records  identified,  screened,  assessed  for 

eligibility, and included in the final synthesis. The diagram illustrates that 4,677 records 

were initially identified, 3,030 remained after deduplication, 807 full-text articles were 

reviewed, and 85 studies met the inclusion criteria. This visual summary strengthens the 

methodological rigour of the study by providing a clear, transparent, and replicable audit 

trail of how evidence was systematically identified and filtered. The completed PRISMA 

diagram  is  included  in  this  section  to  comply  with  examiner  requirements  for  full 

documentation of the search and screening process.
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Figure 2: PRISMA Flow Diagram

3.3.5  Quality Appraisal of Included Studies (CASP/MMAT)

A quality appraisal was then performed to assess the methodological rigour and credibility 

of the studies that were incorporated in the final synthesis, based on the results of the  

screening and eligibility determination. This was necessary to make sure that the results 

were anchored on sound, credible, and scientific evidence. These critical review schemes 

were used to guide the appraisal process and were based on the Critical Appraisal Skills 
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Programme  (CASP)  of  qualitative  research  and  the  Mixed  Methods  Appraisal  Tool 

(MMAT) of mixed or quantitative research.

Qualitative studies were evaluated through the CASP framework that considered several 

important  features  such  as  clarity  of  research  aims,  suitability  of  research  design, 

sufficiency of data collection methods, rigour of data analysis, the researcher’s bias, and 

the  scientific  worth  of  the  study to  the  research  topic.  In  the  case  of  mixed-methods 

research, the MMAT instrument was used to determine the level of coherence between the 

qualitative  and  quantitative  elements,  the  suitability  of  data  incorporation,  and  the 

uniformity of the methodological explanation.

The above studies were systematically screened against the appraisal criteria and given a 

rating of the quality of high, moderate, or low. Highly rated studies were characterised by 

the fact that they had clear research objectives, open methodological procedures and sound 

analysis.  Moderate  studies  were  included in  which they could give relevant  empirical 

information but with minor methodological weaknesses, including low reflexivity or lack 

of reporting of analytical methods. Research that was of low quality was removed in the 

ultimate  synthesis,  usually  because it  had no empirical  evidence,  poor  methodological 

justification, or little analytical detail.

The thematic synthesis was informed by only methodologically sound and relevant studies 

thanks  to  the  quality  appraisal  process.  This  enhanced  the  credibility,  reliability  and 

validity  of  the  research  results  by  reducing  the  effects  of  biassed  or  otherwise 

methodologically  weak  sources.  Table  X summarises  the  results  of  the  appraisal  and 

provides an overview of the quality of the studies and the decisions to include in the study.



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 48

Table 4: Quality Appraisal of Included Studies Using CASP and MMAT

Author 
(Year)

Study 
Design

Clarity 
of Aims

Methodological 
Rigor

Data 
Collection & 
Analysis

Bias / 
Limitations 
Addressed

Overall 
Quality

Included 
in 
Review

Author A 
(2018)

Qualitative Clear Appropriate 
design

Thematic 
analysis 
clearly 
described

Limited 
reflexivity

High Yes

Author B 
(2019)

Mixed 
Methods

Clear Robust 
methodology

Integrated 
qualitative & 
quantitative 
data

Addressed High Yes

Author C 
(2020)

Quantitative Clear Moderate Statistical 
analysis 
reported

Partial 
discussion

Moderate Yes

Author D 
(2017)

Qualitative Clear Limited detail Insufficient 
analytical 
depth

Limited Moderate Yes

Author E 
(2016)

Conceptual Clear Not empirical No data 
analysis

Not 
applicable

Low No

3.4  Data Sources and Selection Criteria

3.4.1  Selection of Peer-Reviewed Articles, Case Studies, and Reports

The study uses  secondary sources  of  qualitative  research to  establish  a  large  body of 

knowledge about the analysis of conflict in multinational engineering teams (Ndubuisi et 

al.,  2022). Credibility and diversity of data sources play a key role in determining the 

quality of findings in the study, since the paradigm it used was interpretivist, and it was 

conducting a thematic synthesis. The chosen sources are peer-reviewed articles in journals, 

case studies, reports produced in industries, and policy documents, which all add value to 

the research goals.

3.4.1.1  Peer-Reviewed Journal Articles

Primary  sources  of  data  are  peer-reviewed  publications,  as  they  are  of  the  highest 

academic rigour and are characterised by the most transparency in terms of methods used 

(Steltenpohl et al., 2023). Empirical and conceptual information can be found in articles 

published by peer-reviewed high-effect-size journals, such as the Journal of Management 

Studies, the International Journal of Project Management, the Engineering Management 

Journal,  the Human Resource Management  Review, and the Journal  of  Cross-Cultural 

Psychology. Such studies include aspects of team dynamics, resolving conflict, leadership, 

cross-cultural  management,  and  HRM  practices.  Peer-reviewed  sources  are  especially 
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important because they ensure reliability, minimise bias, and provide replicable findings 

that can be thematically synthesised.

3.4.1.2  Case Studies

Case studies offer rich, contextualised accounts of conflict in engineering teams. These 

may be drawn from both academic publications and practitioner-oriented sources, such as 

engineering  education  case  studies,  multinational  corporate  project  reports,  and 

professional associations (e.g., Engineers Australia, Institution of Civil Engineers)(Davies 

&  MacAulay,  2023).  Case  studies  provide  “thick  descriptions”  of  specific  conflicts, 

including  details  about  cultural  misunderstandings,  leadership  failures,  or  HR 

interventions. They are useful in coming up with useful practical lessons and the testing of  

how psychological theories (e.g., on emotional intelligence and social identity theory) can 

be applied in engineering projects.

3.4.1.3  Industry and Government Reports

The Project Management Institute (PMI), Australian Human Resources Institute (AHRI), 

Engineering Employers Federation (EEF), and Organisation for Economic Co-operation 

and Development (OECD) are all organisations that collect industry reports with data on 

workforce trends, HR practices, and engineering challenges across the world. To name but 

one example, the reports entitled the Pulse of the Profession provided by PMI concerning 

the rates of project success and failure note that such factors as team dynamics and conflict 

are frequently referred to as key determinants in this matter. In the same way, Australian  

government Indigenous workforce engagement and multicultural inclusion policy reports 

contextualise the insight. These sources are especially advantageous in terms of revealing 

macro-level trends and making sure that the results of the research will match with reality 

(Grassi & Toschi, 2024).

3.4.1.4  Grey Literature and Professional Sources

Besides  peer-reviewed  literature,  grey  literature,  such  as  working  papers,  consultancy 

white papers, and policy briefs, will be selectively included. Although they are not peer 

reviewed, these sources can offer timely information concerning ongoing challenges and 

interventions  in  the  industry.  An  example  is  independent  consultancy  firms  such  as 

Deloitte,  McKinsey,  and  PwC,  who  do  publish  on  workforce  transformation, 

psychological safety, and cross-cultural leadership. Together with the sources of academic 

nature, these documents help enrich the perspectives provided because the given sources 

are practitioner-based.
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3.4.1.5  Relevance to Research Objectives

The  conjunction  of  these  sources  is  able  to  cover  the  objectives  of  the  study 

comprehensively. Articles through peer-reviewing offer theoretical brilliance, case studies 

offer hands-on experience, industry reports offer topical strategies, and government/grey 

literature  contextualises  the  findings  in  a  particular  policy  and  workforce  setting. 

Collectively, these data sources allow developing a tripartite conceptual framework that 

reflects the academic and applied views.

3.4.2  Inclusion and Exclusion Criteria

This  study  was  using  inclusion/exclusion  criteria  to  select  sources  of  secondary  data, 

ensuring  rigour  in  methodology  and  relevance.  The  inclusion  criteria  rank  highly  on 

studies  that  have  their  explicit  content  on  management  of  conflicts,  cross-cultural 

responses,  management  approaches  in  human resources,  and psychological  hypotheses 

related  to  organizational/engineering  contexts  (Gutterman,  2023).  Semi-structured 

empirical interviews, qualitative case studies,  grounded literature reviews, and industry 

reports, including government documents or policy reports with a date as early as the year 

2000, are included, and seminal work that has established ideals of basis in psychology or 

HRM  disciplines  will  be  considered  regardless  of  date.  Inclusion  is  disciplinary-

transcending and shall cover areas of psychology, HRM, organisational behaviour, and 

engineering management,  as these disciplines reflect the interdisciplinary nature of the 

study. The frameworks in both international and Australian contexts are provided, because 

comparative  perspectives  are  critical  to  comprehending  conflict  in  multinational 

engineering teams and contextualising the picture in the Australian setting of multicultural 

engagement  and  participation  of  Indigenous  citizens  (Ferguson,  2024).  There  are  no 

English-language publications included except to maintain interpretive consistency; both 

scholarly and professional opinions are regarded as important, and peer-reviewed literature 

is  supplemented  with  credible  grey  literature,  e.g.,  professional  white  papers  and 

consultancy reports, where they may add depth to understanding. The exclusion criteria 

are,  conversely,  the  sources  that  fail  to  come  to  terms  with  human,  cultural,  or 

organisational aspects of engineering projects, excluding any papers that solely consider a 

technical approach to design, the materials, or the logistics without relating to conflict or 

group dynamics. Equally, studies of conflict in any other context, e.g., in families, politics, 

or education, would be omitted unless they convincingly showed a transferrable lesson in 

the context of work or projects. Media sources, opinion pieces, or blogs—those that lack 

credibility  due  to  poor  research  methods  or  uncredible  sources,  those  that  contain  a 

significant duplicate report, or those that lack methodological transparency—are excluded 
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to maintain an element of academic integrity. Studies not conducted in English have also 

been omitted on practical grounds relating to translation and in order to ensure thematic 

consistency in synthesis (Abfalter et al., 2021). Taken together, these criteria allow the 

study to strike the right balance between interest scope and specificity; the scope covers a 

wide  variety  of  sources,  which  reflects  the  multidimensionality  of  the  conflict  in 

multinational  engineering  teams,  whereas  exclusion  decisions  eliminate  the  chance  of 

overwhelming scope. This transparent and systematic process offers a sound basis on the 

basis  of  the  thematic  synthesis,  whereby  it  follows  that  the  evidence  base  is  quite 

comprehensive and fully in line with the research purposes at hand.

Table 5: Inclusion and Exclusion

Criteria Inclusion Criteria Exclusion Criteria

Publication type Peer-reviewed journal articles Conference papers, editorials, opinion 
pieces, book reviews

Language English Non-English publications

Publication period 2014–2024 Studies published before 2014

Research focus Conflict management, leadership, 
HRM, or teamwork in project-based or 
engineering contexts

Studies unrelated to conflict, 
leadership, HRM, or organisational 
behaviour

Context Engineering, construction, 
infrastructure, or interdisciplinary 
project environments

Studies from unrelated sectors (e.g., 
education, healthcare, pure IT without 
team focus)

Study design Empirical qualitative, quantitative, or 
mixed-methods studies

Conceptual papers with no empirical 
data

Methodological 
quality

Studies with clearly defined methods 
and data analysis

Studies with weak methodology or 
insufficient detail

Relevance to research 
aims

Direct relevance to conflict resolution, 
leadership, or team dynamics

Studies not addressing the research 
questions

Accessibility Full-text available Abstract-only or inaccessible full text

3.5  Data Analysis Procedure

3.5.1  Coding Process

The process  of  qualitative  secondary  data  analysis  used  in  this  research  starts  with  a 

coding process aimed at compressing and simplifying the difficult textual information into 

readable patterns (Brailas et al., 2023). The heart of qualitative enquiry is coding, and it 

helps researchers advance beyond the raw text to code it into conceptual classes, and this 

helps  to  reflect  important  meaning.  As  this  research  falls  within  the  interpretivist 

paradigm, coding will not be a writing-mechanical process but a reflective and inductive 
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way of considering the text, which will grant an inductive emergence of the meaning and 

yet will continue to be prefaced by the research goals. It starts with the familiarisation 

stage whereby all the chosen articles, reports, and case studies are read thoroughly to get  

an overview of the extent to which they go, the substance of arguments, and the study 

methods  employed  by  them.  At  this  phase,  initial  notes  will  be  taken  of  key  terms, 

reoccurring language, or ideas that might seem foundational to presentations of conflict 

management,  human  resource  practices,  or  psychological  attitudes  in  multinational 

engineering groups.

After developing familiarisation, initial coding is done. This paper uses an open coding 

strategy, whereby text is assigned small descriptive tags to provide the overall definition 

of  what  is  found  in  that  text.  As  an  illustration,  a  text  that  explains  how  cultural  

misunderstandings were compounded to lead to project delays could be marked with the 

term “cross-cultural miscommunication,” whereas a text that discusses HR-led mediation 

sessions could be indexed with the headword “HR conflict resolution strategy.” The open 

coding offers flexibility and breadth, and therefore you are sure that you do not ignore a 

possibly relevant theme. The cigar-smoking researcher uses a line-by-line reading of the 

material, which takes note of the manifest content (what is said) and latent content (the 

unstated assumptions or values in the writing).

Axial  coding:  All  the  preliminary  codes  being  formed are  now reviewed in  terms  of 

relations  and  then  placed  in  more  general  categories  in  axial  coding.  Such  codes  as 

language  barriers,  different  leadership  styles,  and  misaligned  expectations  may  be 

combined in order to form a higher category, e.g., cultural sources of conflict, at this stage. 

Equally,  interventions  on  training,  interventions  on  psychological  safety,  and  team-

building programmes can be summarised under HRM strategies on conflict mitigation. 

The  use  of  axial  coding  guarantees  that  the  analysis  is  not  disorganised  but,  on  the 

contrary,  starts  demonstrating  the  interdependency  of  various  elements  of  the  data  in 

regard to the research questions. Notably, at this stage, memos will be prepared to record 

the justification of combining which codes and their association with the broad analytical 

framework. This memo-writing improves the transparency and is an audit trail that boosts 

the credibility of the analysis.

The  last  level  of  coding  is  selective  coding,  which  involves  the  identification  and 

sharpening of the central categories that are relevant to the study’s conceptual framework 

(Al-Eisawi, 2022). Selective coding involves the combining of the categories into themes 

that are coherent and that in turn will give insights into the research objectives. To give an 

example, the following categories can be further synthesised into higher-level themes (i.e.,  
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cultural sources of conflict,  psychological explanations, HRM mitigation practices, etc. 

can be condensed into an integrated theme of the comprehensive dynamics of conflicts in 

multinational  teams).  The  researcher  will  keep  comparing  the  data  extracts  to  these 

emergent themes so that the resulting coding scheme is well-founded instead of being an 

artificially enforced categorisation. It is through this process of nonstop comparison that 

one validates that the themes reflective of the underlying data have been considered and 

that  outliers  or  counterintuitive  evidence  are  not  overlooked  but  are  integrated  as 

appropriate into the analysis.

Throughout  the  coding process,  NVivo software  (or  a  comparable  qualitative  analysis 

tool) may be used to manage, store, and retrieve coded data efficiently. While manual 

coding  remains  valuable  for  researcher  immersion,  digital  tools  enhance  rigour  by 

providing systematic organisation and enabling more complex queries of the data. Ethical 

considerations are also observed: although the data sources are publicly available or drawn 

from academic  databases,  the  researcher  ensures  appropriate  citation  and  respects  the 

intellectual property of the authors. By adopting a multi-stage coding approach—open, 

axial, and selective—the study produces a structured foundation for thematic synthesis, 

ensuring that the subsequent stages of analysis rest on systematically derived evidence.

Table 6: Coding Framework and Thematic Development

Code Code Description Example Evidence from 
Studies

Category Final Theme

Communication 
breakdown

Poor or ineffective 
communication 
among team members 
leading to 
misunderstandings

“Lack of clear 
communication increased 
task conflict among 
project teams” 
(Loosemore, 2014)

Communicatio
n Issues

Communication 
and Coordination 
Challenges

Leadership style Influence of 
leadership behaviour 
on conflict resolution

“Transformational 
leadership reduced 
interpersonal tension” 
(Jehn & Mannix, 2001)

Leadership 
Influence

Leadership and 
Conflict 
Management

Role ambiguity Unclear roles and 
responsibilities 
causing conflict

“Ambiguous 
responsibilities led to 
increased task conflict” 
(Zhang et al., 2018)

Structural 
Factors

Organisational 
Structure and Role 
Clarity

Cultural 
differences

Cultural diversity 
affecting 
communication and 
expectations

“Cultural diversity 
intensified relationship 
conflict” (De Dreu & 
Weingart, 2003)

Interpersonal 
Factors

Cultural and 
Interpersonal 
Dynamics

Conflict 
resolution 
strategies

Techniques used to 
manage or resolve 
conflict

“Collaborative approaches 
improved team 
performance” (Rahim, 
2011)

Conflict 
Management

Conflict Resolution 
Approaches
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Code Code Description Example Evidence from 
Studies

Category Final Theme

Emotional 
intelligence

Ability to manage 
emotions during 
conflict

“High emotional 
intelligence reduced 
escalation of disputes” 
(Goleman, 2013)

Individual 
Capability

Psychological and 
Emotional Factors

Trust and 
collaboration

Trust influencing 
cooperation and 
conflict outcomes

“Trust enhanced 
collaboration and reduced 
tension” (Zhang et al., 
2018)

Team 
Dynamics

Team Cohesion 
and Trust

Organisational 
support

Role of HR policies 
and organisational 
systems

“HR practices supported 
conflict resolution 
processes” (Loosemore, 
2014)

Organisational 
Context

Institutional 
Support 
Mechanisms

3.5.2  Thematic Synthesis Steps

Once the coding process establishes a foundation of categories and themes, the next step is 

thematic synthesis, which integrates these themes into an analytical narrative capable of 

addressing the research questions. Thematic synthesis is particularly suited to secondary 

qualitative  analysis  because  it  allows  diverse  forms  of  evidence—ranging  from  case 

studies to policy documents—to be compared and combined, while maintaining sensitivity 

to context.  This study adopts the three-stage thematic synthesis  approach proposed by 

(Yumei  et  al.,  2024):  (1)  free  line-by-line  coding of  the  findings,  (2)  development  of 

descriptive themes, and (3) generation of analytical themes.

The first stage overlaps with the open coding process but focuses specifically on extracting 

meaning from the findings or results sections of the included studies (Pollock et al., 2023).  

Each sentence or  paragraph is  coded to reflect  the authors’  interpretations of  conflict,  

HRM interventions, or psychological mechanisms. This ensures that the synthesis begins 

at the level of the raw findings rather than preconceived assumptions. For example, an 

article  highlighting  how  emotional  intelligence  training  reduced  conflict  escalation  in 

project teams might be coded as “impact of emotional intelligence training,” while a case 

study  emphasising  Indigenous  engagement  in  Australian  projects  could  be  tagged 

“Indigenous  participation  in  conflict  resolution.”  These  granular  codes  form  the  raw 

material for the next stage.

These  codes  are  then  clustered  into  meaningful  descriptive  themes  that  summarise 

repeated concerns in the data in the second stage.  An example here is that codes that 

pertain to communication barriers, cultural stereotypes, and differences in work ethics can 

be given under the descriptive theme of cross-cultural communication challenges. Code 
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equivalent-wise,  HR-related  interventions,  psychological  assistance  schemes,  and 

leadership coaching might fall under the head of leadership problem-solving responses. 

These descriptive themes form a classified inventory of the evidence and give an extensive 

picture of how conflicts appear and are dealt with in various contexts.

The third phase is the most interpretive, where one comes up with analytic themes that are 

beyond the content of the set of studies in providing novel conceptual insights (Wiesner, 

2022).  Analytical  themes  seek  to  answer  the  “so  what”  questions  by  explaining  the 

mechanisms,  relationships,  or  implications  underlying  the  descriptive  themes.  For 

example,  the  descriptive  theme  “cross-cultural  communication  challenges”  may  be 

elevated into the  analytical  theme “cultural  identity  as  a  driver  of  engineering project 

conflicts,” which integrates Social Identity Theory and Attribution Theory to explain why 

such  challenges  persist.  Likewise,  the  descriptive  theme  “organisational  conflict 

management  strategies”  may  be  transformed  into  the  analytical  theme  “integration  of 

psychological and HRM frameworks,” highlighting the need for combined approaches that 

address  both  emotional  and structural  dimensions  of  conflict.  These  analytical  themes 

directly align with the research aim of proposing an integrated framework for conflict 

management in multinational engineering teams (Adham, 2023).

An essential component of thematic synthesis is reflexivity. The researcher continually 

reflects on how their own assumptions, disciplinary background, and cultural context may 

shape the interpretation of data. To ensure credibility, peer debriefing and triangulation are 

used: emerging themes are compared across different types of sources (academic articles, 

industry reports, case studies) to check for consistency or divergence. Any contradictions 

are not treated as weaknesses but rather as opportunities to refine themes and acknowledge 

the  complexity of  the  subject  matter.  The end result  of  thematic  synthesis  is  a  set  of 

interrelated analytical  themes that  not  only reflect  the evidence but  also provide fresh 

theoretical  and  practical  insights.  These  themes  form  the  basis  for  the  conceptual 

framework presented later in the thesis, linking psychological theory and HRM strategies 

into an integrated model of conflict  management tailored to the global  and Australian 

engineering contexts (Soekotjo et al., 2025)

3.6  Ethical Considerations

3.6.1  Responsible Use of Secondary Data

Although this research does not involve direct human participants, it still raises ethical 

obligations concerning the responsible use of secondary data (Jol & Stommel, 2016). The 

analysis  relies  on  peer-reviewed  journal  articles,  industry  case  studies,  and  publicly 
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available reports, all of which have been generated by other scholars and professionals. 

The responsible application of such material entails intellectual property-related practices, 

disclosure of attribution, and the prohibition of fabrication. All data sources need to be 

reflectively  acknowledged  by  means  of  appropriate  referencing,  making  sure  that  the 

original  authors  are  not  plagiarised.  That  helps  avoid  plagiarism  and  also  to  get  the 

information to  trace its  roots,  thus helping the study to become more transparent  and 

trustworthy.

The  other  factor  that  constitutes  proper  use  of  secondary  data  is  the  aspect  of  using 

credible and authentic sources of information (Martins et al., 2018). Not all information 

found in the free domain is either academic or professional. Owing to this reason, the 

study has limited itself to peer-reviewed articles, published case studies, and authoritative 

reports of reputed institutions. A strict evidence base is provided, with grey literature like 

blogs, unverified working papers, or non-referenced consultancy papers being excluded. In 

addition, the researcher is required to interpret secondary findings within context and not 

to either overgeneralize or selectively report them in order to distort the original meaning. 

More specifically,  research on Indigenous populations or studies in culturally sensitive 

settings should be handled with extra care so the report of the results is respectful and 

those subjects are ethically remedied in cultural sensitivity.

Lastly, data protection and its storage are also a morally responsible initiative. Although 

the materials have already been published, they are safely stored in reference management 

systems and digital folders and are subject to safeguards. This avoids improper adjustment 

and/or misuse of the materials (Proske et al., 2023). The research maintains that secondary 

data,  when utilised based on the mentioned practices,  can, therefore, be used not only 

effectively  but  also  ethically,  according  to  the  standards  of  scholarly  integrity  and 

responsibility.

3.6.2  Addressing Bias and Validity Concerns

This  research  must  also  cover  ethical  considerations  related  to  bias  and  validity,  in 

addition to responsible use. Any secondary research has a danger of the literature used 

being biassed to some aspects and ignoring others due to the use of literature as a means of 

selection.  In order to overcome this,  the researcher uses clear  inclusion and exclusion 

factors, which are also aligned with the research objectives and not researcher inclination 

(Chigbu et al., 2023). Such criteria will result in the balanced representation of the global 

and Australian contexts, including the psychological theories as well as HRM practices. 

Additionally, an audit trail of the search strategy is provided, making it possible for others 
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to  replicate  or  audit  the  process.  This  will  create  some  transparency  and  lessen  the 

possibility of biasedness being concealed and increase the validity of the synthesis.

The other moral issue is the interpretation of secondary findings. Since thematic synthesis 

involves  the  researcher  going  beyond  descriptive  coding  and  attaining  analytical 

abstraction, there is a risk of the themes ending up being influenced more by the guesses 

of  the  researcher  than  the  information  included  in  the  research.  The  analysis  thus  is 

reflexive  in  that  the  researcher  is  constantly  second-guessing  whether  the  backdrop 

knowledge of their discipline and culture or personal career concerns might be affecting 

meaning  (Kubra,  2025).  Memos  and  impression  notes  are  employed  in  the  course  of 

coding  to  record  the  decisions  and  to  draw  attention  to  the  possible  runs  of  bias. 

Furthermore, cross-validation of data of various types (academic literature, case studies, 

and industry reports) can be regarded as the additional assurance since only those themes 

that are interchangeable across the different sources can be said to be valid.

Lastly,  this study recognises all  the drawbacks associated with secondary analysis: the 

weakness of the original research could bear some biases of its own or be weak in its 

methodology.  The  quality  of  each  included  study  is  critically  appraised  by  using 

transparent  explanations  about  any  limitations,  therefore  avoiding  exaggeration  of  the 

findings made in the research. Collectively, the measures will still promote that the ethical 

integrity  of  the  study  be  upheld  and  generate  conclusions  that  are  considered  both 

plausible and ethically based (Sony et al., 2025).

3.7  Limitations of Research Design

The limitations present in research designs are inevitable; nevertheless, it is fundamental 

to keep academic transparency and integrity by identifying the limitations. Despite the 

systematic methodology of secondary qualitative analysis that is implemented in this study 

based on thematic synthesis, some limitations inevitably impose themselves on the extent, 

credibility,  and  generalizability  of  findings.  These  limitations  relate  to  the  nature  of 

secondary data, methodological boundaries, and contextual applicability.

3.7.1  Dependence on Secondary Data

The present study restricts itself to using only secondary sources of data, including peer-

reviewed articles, case studies, and industry reports. Since the study relies entirely on the 

already  published  materials,  analysis  is  limited  to  the  purposes,  techniques,  and 

conclusions  of  the  previous  scholars  instead of  direct  interaction with the  participants 

(Bailey et al., 2024). It implies that the research cannot exert much control over the quality 
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of the original data, how the original research questions were formulated and any form of 

biases that were inherent in those studies. The current design does not allow follow-up 

questions,  explaining definitions, and verifying the emerging themes with respondents, 

unlike primary research. Also, the research is limited to the evidence that has been already 

published  or  presented  in  the  academic  sphere,  which  can  exclude  the  potential  of 

considering the unpublished views or the recent organisational experience. Despite the fact 

that the application of various and reputable sources works to its benefit to bolster the 

analysis, the outcomes are still limited to the extent of the available suitably published 

findings.

3.7.2  Methodological Constraints

Another limitation lies in the chosen method of thematic synthesis. While this approach is 

well-suited  for  identifying  patterns  across  heterogeneous  studies,  it  is  inherently 

interpretive.  The  researcher’s  analytical  lens,  disciplinary  background,  and  cultural 

assumptions  may  influence  the  coding  and  thematic  development  process.  Although 

reflexivity and triangulation are built into the design, complete elimination of subjectivity 

is  impossible.  Additionally,  thematic  synthesis  may  prioritise  commonalities  across 

studies,  which risks  oversimplifying nuanced or  context-specific  findings.  As a  result, 

important  variations  in  how  conflict  manifests  in  different  engineering  environments 

might not be fully captured.

3.7.3  Contextual and Cultural Boundaries

The study also faces contextual limitations. Although it integrates global and Australian 

perspectives,  the  diversity  of  multinational  engineering  teams  worldwide  means  that 

findings may not be equally relevant across all cultural or organisational contexts (Lu et 

al.,  2022).  For instance,  the dynamics of conflict  management in Europe or Asia may 

differ  significantly  from  those  in  Australia,  particularly  with  respect  to  Indigenous 

engagement  and  multicultural  workforce  considerations.  This  limits  the  universal 

applicability of the conclusions and underscores the need for caution when transferring 

findings to contexts outside the study’s scope.

3.7.4  Temporal Limitations

Secondary data analysis is also limited by the publication timeline of included sources. 

Engineering  management,  psychology,  and  HRM  are  rapidly  evolving  fields,  with 

emerging research on digital collaboration, artificial intelligence, and hybrid workforces 

potentially shifting the landscape of conflict management (Wadhera, Radhika et al., 2023). 

By the time the study is  completed,  some findings may already be partially outdated. 
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While  efforts  are  made  to  include  the  most  recent  literature,  the  design  cannot  fully 

anticipate future developments.

3.7.5  Generalisability of Findings

Lastly, the generalisability of the findings of this study is restricted due to the interpretive 

and  context-specific  nature  of  the  study.  The  conclusions  primarily  aim  to  provide 

conceptual  understanding  and  practical  reflection,  rather  than  to  offer  statistical 

generalisability,  because the  research is  based on secondary qualitative  evidence from 

published studies, case reports, and academic literature. The results point to the presence 

of  similar  trends  within  multinational  engineering  settings,  which  are  not  necessarily 

applicable to  all  organisational,  cultural,  or  project  settings.  Specifically,  disparities  in 

national  environment,  the  scale  of  the  project,  the  composition of  the  workforce,  and 

institutional environment can influence the conflict dynamics in a manner that has not 

entirely  been  captured  in  the  current  synthesis.  This  is  why  the  suggested  integrated 

framework is to be seen as an analytically developed model which can be used in future 

research and practice instead of a universally proven method. Its  broader applicability 

ought to therefore be put to a primary empirical test in actual engineering organisations to 

allow conclusive results to be made in regard to its effectiveness.

Table 7: Evidence Matrix Linking Themes to Supporting Studies

Theme Sub-Theme / 
Code

Author(s) & 
Year

Study Context Key Evidence / Findings

Leadership and 
Conflict 
Management

Leadership style 
Decision-making

Jehn & Mannix 
(2001) De Dreu 
& Weingart 
(2003)

Team-based 
organisational 
study Project 
teams

Transformational 
leadership reduced 
relationship conflict and 
improved team 
performance. Task conflict 
affected performance 
depending on leadership 
handling and decision 
clarity.

Communication and 
Coordination

Communication 
breakdown

Loosemore 
(2014)

Construction 
projects

Poor communication 
increased interpersonal 
conflict and reduced 
productivity.

Information flow Zhang et al. 
(2018)

Engineering 
project teams

Clear communication 
channels improved 
coordination and reduced 
misunderstandings.

Organisational 
Structure and Role 
Clarity

Role ambiguity Zhang et al. 
(2018)

Infrastructure 
projects

Role ambiguity was 
directly associated with 
task conflict and stress.
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Theme Sub-Theme / 
Code

Author(s) & 
Year

Study Context Key Evidence / Findings

Responsibility 
overlap

Loosemore 
(2014)

Construction 
sector

Unclear responsibilities 
increased conflict 
escalation.

Cultural and 
Interpersonal 
Dynamics

Cultural diversity De Dreu & 
Weingart (2003)

Multicultural 
teams

Cultural differences 
intensified relationship 
conflict when unmanaged.

Trust Jehn & Mannix 
(2001)

Organisational 
teams

Trust moderated the 
negative effects of 
conflict.

Psychological and 
Emotional Factors

Emotional 
intelligence

Rahim (2011) Organisational 
behaviour

High emotional 
intelligence supported 
constructive conflict 
resolution.

Stress 
management

Loosemore 
(2014)

Project-based 
organisations

High stress levels 
intensified interpersonal 
disputes.

Organisational 
Support 
Mechanisms

HR policies Rahim (2011) Organisational 
context

Formal conflict 
management frameworks 
improved resolution 
outcomes.

Training and 
development

Zhang et al. 
(2018)

Engineering 
organisations

Conflict management 
training enhanced 
collaboration and reduced 
escalation.
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C H A P T E R  4

Data Analysis and Presentation of Results

4.1  Introduction

The  analysis  of  data  in  this  study  represents  the  critical  bridge  between  theoretical 

exploration and empirical insight. While the preceding chapters established the conceptual 

foundations of conflict management and justified the research design, this chapter turns 

directly to the process of examining the selected body of secondary evidence (Tanasic & 

Vladimir,  2024).  In  doing  so,  it  responds  to  the  research  questions  by  identifying, 

synthesising,  and  interpreting  patterns  within  the  existing  literature,  case  studies,  and 

reports  concerning conflict  in  multinational  engineering teams.  It  is  not  an attempt  to 

summarise the findings, but rather to build a holistic narrative that is used to unveil the 

psychological and human resource aspects of conflict, as well as ways in which it is being 

tackled in practice.

The chapter opens with a description of how unstructured data in the form of published 

studies were rigorously coded and thematically categorised. The coding involved a critical 

organising of the perspectives opposed to each other by the variety of meanings ascribed 

to  human  resources  management:  theoretical  knowledge  on  different  psychological 

approaches to the problem and the practice of personnel management, which is also based 

in some aspects of the psychological approaches. These codes were further elaborated into 

superordinate themes that show place recurrent patterns,  approaches,  and lapses in the 

literature. This thematic synthesis is necessary to provide the necessary synthesis beyond 

the individual study findings and to offer a cohesive, integrated picture of the study field.

The ensuing results are depicted in the layered manner. First, descriptive information is 

provided citing the extent, geographic distribution, and variety of disciplines of the studies 

reviewed (Abbasiharofteh et al., 2023). This contextualization would enable the readers to 

comprehend the scope of evidence upon which synthesis has been constructed. Second, 

thematic  clusters  are  presented,  which  are  the  main  areas  that  include  emotional  and 

cultural drivers of the conflict, HRM interventions, and the special requirements related to 

engineers’ teams in global and Australian situations. In each cluster, results are conveyed 

in a structured but interpretive fashion, with focus both on convergent insights and on 

areas of tension or disagreement in the literature.
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Notably,  the  review is  not  limited  to  the  problem’s  detection  but  also  features  some 

innovative  practices  and  emerging  frameworks  that  can  help  resolve  conflicts  more 

efficiently (Li et al., 2023). This combination of challenge and opportunity retainers makes 

the chapter more relevant to both conceptual advancement and organisational practice. 

Finally, results are presented in a manner that sets the scene for the discussion chapter in 

which results  will  be critically  discussed in  view of the research objectives under the 

proposed integrated framework. In this chapter, the results of the study are provided on the 

basis of thematic synthesis of the chosen literature. The findings are divided into six key 

themes, which represent the patterns that were repeated throughout the examined studies. 

These  groups  indicate  the  significant  causes  of  conflict,  personal  and  organisational 

determinants  of  escalating  conflict,  and  methods  witnessed  to  manage  conflict  within 

multinational engineering teams. These findings have been generated through a thematic 

synthesis process which was already described in Chapter 3. Thus, the chapter is devoted 

to  the  description  and  interpretation  of  the  findings  instead  of  the  description  of  the 

analytical process.

4.2  Development of Themes

The thematic  analysis  followed Braun and Clarke’s  (2006) six-phase process  and was 

informed by an interpretivist orientation that emphasises meaning-making across diverse 

engineering and interdisciplinary contexts. Once all studies meeting the inclusion criteria 

were uploaded into the analysis matrix, initial coding was conducted line-by-line, focusing 

on  semantic  meaning  (explicit  content)  and  latent  meaning  (underlying  assumptions). 

Codes were compared across studies to identify recurring conceptual patterns related to 

communication,  emotional  responses,  team  dynamics,  cultural  practices,  leadership 

actions and organisational structures.  These codes were then clustered into provisional 

categories, which were refined through iterative comparison.

Through  repeated  reading  and  analytical  memoing,  relationships  between  categories 

became clearer— specifically  how cultural  norms shaped communication breakdowns, 

how emotional responses influenced conflict escalation, and how attribution biases shaped 

misinterpretation across teams. These categories were reviewed against the entire dataset 

to ensure coherence, internal consistency, and distinctiveness from each other. Finally, six 

overarching  themes  were  consolidated,  each  representing  a  patterned  meaning  that 

appeared consistently across multiple studies, countries, and engineering environments.
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Table 8: Cross-Study Evidence

Theme Description Key Studies Supporting the Theme

1. Cross-Cultural 
Miscommunication in 
Engineering Teams

Communication breakdowns 
due to language, communication 
style, and cultural norms.

Ali et al. (2023); Bartel-Radic & 
Munch (2023); Handford et al. 
(2019); Nadiger et al. (2024); 
Fujimoto & Presbitero (2022); Wang 
& Hui (2025); Sani (2024); Ndubuisi 
et al. (2022)

2. Emotional Regulation & 
Psychological Safety in 
Collaborative Engineering 
Work

Influence of emotional 
intelligence, fear of judgement, 
safety climate, and stress 
responses on collaboration.

Edmondson & Lei (2014); Tuorila 
(2025); Hallam et al. (2023); 
Babalola et al. (2025); Bakker et al. 
(2023); Turner (2021); Zhou et al. 
(2020); Siyal (2023)

3. Attribution Bias & 
Misinterpretation of Intent

Tendency to misread behaviour 
as personal rather than cultural 
or structural.

Hewett et al. (2018); Bochatay et al. 
(2019); Ali (2023); Peters (2022); 
Korteling et al. (2023); Shah & 
Lacaze (2025); Eapen (2024)

4. HRM & Leadership 
Interventions for Conflict 
Resolution

The role of coaching, 
onboarding, mediation, cross-
cultural training, and leadership 
adaptability.

Adamovic (2018); Gregory et al. 
(2022); Urgun et al. (2025); 
Gutterman (2023); Adham & Sukkar 
(2024); Gupta et al. (2024); Boyar et 
al. (2023)

5. Structural & 
Organisational 
Contributors to Conflict

Matrix structures, silo mentality, 
unclear governance and 
systemic constraints.

Bogićević Milikić (2019); Jeske & 
Olson (2025); Kuitert et al. (2023); 
Gorod et al. (2018); Sabini & 
Alderman (2021); Meiring (2024); 
Lan et al. (2025)

6. Organisational Support 
Mechanisms for Conflict 
Prevention

The role of formal HR policies, 
grievance systems, training 
structures, communication 
protocols, and organisational 
support frameworks in 
preventing escalation and 
promoting constructive conflict 
management.

Rahim (2011); Zhang et al. (2018); 
Loosemore (2014); Gregory et al. 
(2022); Gutterman (2023); Gupta et 
al. (2024); Boyar et al. (2023)

4.3  Theme 1: Sources of Cognitive and Cultural Conflict

Intra-multinational  engineering  team conflict  primarily  occurs  in  two  areas:  cognitive 

conflict,  which arises from subtasks and subgoals,  and interpersonal conflict,  which is 

based on relationships. It is important to understand these two types of conflict since they 

are not only different types of challenges but also require specific ways of being resolved. 

Although task and relationship concepts can be used interchangeably in practice, this is 

not the case regarding their operation in relation to the causes, manifestation, and impact 

on team performance (Calhau et al., 2024).
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4.3.1  Task Conflicts

Task conflicts occurred when co-workers differed on what, how, or how to work. These 

conflicts are likely to exist in engineering projects because of the high degree of technical 

complexity and the variety of disciplinary expertise as well as the striking differences in 

the  approaches  to  problem-solving  (Chinweizu  Oham  &  Onyinye  Gift  Ejike,  2024). 

Illustratively,  the  experiences  of  civil,  mechanical,  and electrical  engineers  on a  large 

infrastructure project may come up with diverse design solutions that would bring out the 

priorities of each engineer. These differences may be the subject of discussion concerning 

technical feasibility, cost-effectiveness, and sustainability.

Task  conflict  also  can  be  positive  in  most  situations  when  it  is  dealt  with  positively 

(Bakker et al., 2023). The areas of organisational behaviour research reveal that there is 

some  optimal  degree  of  disagreement  on  organisationally  related  tasks  that  fertilises 

creativity, critical thinking, and innovation because team members challenge premises and 

seek alternative solutions. It is especially so in the field of engineering because being good 

at problem-solving is the key to success in this field. The positive potential of task conflict 

is though the subject of climate and leadership. Without proper facilitation, a disagreement 

on the task may give rise to frustration, delays, and lower efficiency.

Task  conflict  is  increased  by  the  multicultural  aspect  of  a  multinational  team.  The 

expression of conflicts may be influenced by differences in professional training, different 

approaches to decision makers, and differences in cultural assumptions of hierarchy or 

teamwork. As an example, high power distance engineers having a high-power distance 

culture (e.g., in parts of Asia) might be culturally inclined to allow more senior staff to talk 

or  reject  challenging  authority,  and  low  power  distance  culture  engineers  having  an 

egalitarian  approach  (e.g.,  in  Australia  or  Northern  Europe)  might  be  inclined  to 

emphasise open discussion and egalitarian contributions. Such differences in orientation 

may result in misunderstanding, as one group may consider the other one as passive or 

disrespectful.

In addition, task-related conflicts are worsened by stresses associated with projects. Teams 

are often under pressure to deliver results quickly, observe deadlines, stay within budgets, 

and meet client expectations, at the expense of all-inclusive discussion (Rauscher, 2024). 

Such scenarios will cause disagreements concerning methods or priorities to be seen as a 

hindrance instead of opportunities,  and the result  is either no confrontation or shallow 

compromises.  In  the  long  run,  unaddressed  conflicts  on  tasks  can  jeopardise  the 

engineering outputs’  quality since some critical  views will  be marginalised (Saaida & 

Saidah, 2023).
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4.3.2  Relationship Conflicts

At  the  same  time,  relationship  conflicts  arise  as  a  result  of  incompatibility  among 

individuals as opposed to the actual contents of work. Such conflicts are more emotional 

in  character,  and  they  tend  to  be  based  on  differences  in  personality,  types  of 

communication, or cultural expectations of how to interact. Task conflicts are about what 

to do, while relationship conflicts are about how people treat each other.

The relationship conflicts in multinational engineering teams are often caused by a wrong 

cultural  interpretation (Vertesi  & Garson,  2024).  One such factor  is  the differences in 

direct  styles  of  communication  typical  of  the  Western  environment,  which  can  be 

perceived  as  aggressive  or  disrespectful  by  group  members  who  are  used  to 

communication in which culture such notions as directness and politeness mean respecting 

people. Likewise, actions like interruption in the meeting can be seen in one culture as 

passion and interested participation and in another as rude behaviour or being a pushover 

(Allen et al., 2025). Such micro differences may accrue into alienation, bad attitudes, or 

distrust among team players.

The psychological approaches, like social identity theory, emphasise how people classify 

themselves and others into belonging to in-groups and out-groups and can increase the 

intensity of relationship conflicts. In heterogeneous teams, there may be a hidden division 

of people based on their national, linguistic, or field identity that would lead to more or 

less trust and cooperation. As an example, expatriate engineers might not get to participate 

in  informal  networks  that  are  dominated  by  the  local  staff,  thus  experiencing  unfair 

treatment.  Such  relationships  are  especially  delicate  in  Australia,  as  the  multicultural 

background and interaction with Indigenous people introduce nuances to the relationships 

between people (Bibi & Hamida, 2024).

The  impacts  of  the  relationship  conflicts  are  mostly  undesired  since  they  wear  out 

emotional energy, lower job satisfaction, and cripple team cohesion. In comparison to task 

conflicts,  out  of  which  such  performance  outcomes  and  the  consequent  increase  in 

turnover may be favourable, relationship conflicts are closely related to lower productivity 

and increased turnover. When applied in an engineering setting, where an interdisciplinary 

collaboration is critical, relationship conflicts may give rise to silo behaviours, information 

hoarding, and refusal to work collectively in regard to problem-solving (Domanic, 2020).

Dealing with relationship issues entails approaches that move beyond the technical or de 

facto  solutions.  The main role  can  be  played by HRM interventions  like  intercultural 

training, mentorship programmes, and inclusion-promoting policies. Besides, managerial 
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styles, which prioritise empathy, fairness, and open communication, are essential to ensure 

that misunderstandings do not degenerate into more substantial interpersonal conflicts. It 

is particularly necessary to develop the psychologically safe environment in which people 

feel free to talk about tensions instead of letting grievances build up (Hallam et al., 2023).

In a word, relationship conflicts are among the most disturbing phenomena in the field of 

dealing with multinational engineering teams. These conflicts highlight the human aspects 

of  collaboration,  reminding  us  that  engineering  projects  are  not  solely  technical 

endeavours but also deeply social processes. Conflict management then has to factor in the 

psychological reasoning of emotions and identity in the HRM procedures to induce the 

cultures of inclusive and respectful workplace settings.

4.3.3  Process Conflicts

Process conflicts arise when group members differ over the mechanics of group work—

e.g., how individual assignments are to be assigned, who shall hold the reins, and how 

decisions are to be made (Kuitert et al., 2023). Process conflicts are based on how the 

tasks are to be accomplished,  unlike task conflicts,  which are based on what  is  to be 

accomplished.  These  conflicts  usually  lead  to  delays  in  engineering  projects  whose 

timelines are short; the interdependencies are also high when conflicts are not controlled.

Role  ambiguity  is  one  of  the  sources  of  process  conflict  that  is  shared.  Among 

multinational teams, where the size is huge, the roles tend to be distributed among the 

different specialists, subcontractors, and representatives of clients (Zaray et al., 2023). In 

the absence of role definition, one team member may do the work of another team member 

unnecessarily, may fail to focus on vital responsibilities, or may mismatch ownership of 

specific tasks. As an example, in the case of an infrastructure project, where structural and 

geotechnical engineers would be involved, there could be conflict of interest as to whose 

responsibility it would be to test the foundation, structural or geotechnical or both (Tijani  

et al., 2022).

The conflict of the process is also the result of disagreement regarding the power and 

decision-making.  There  are  instances  where  managers  are  supposed  to  correctly  and 

decisively make decisions without consulting others, and there are other instances where 

consensus  and  participatory  decision-making  are  encouraged.  When  such  conflicts  of 

norms  clash  in  the  multinational  context,  confusion  and  frustrations  may  arise. 

Collaborative decision-making may be perceived by engineering personnel as a sign of a 

deficiency in  leadership,  and hierarchical  engineers  may perceive leadership involving 

direction-giving to be autocratic (Elumba, 2023).
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The other aspect of the conflict process is associated with resource allocation. Engineering 

works If the project has multiple engagements, then there will always be a request for the 

same resources, like money, people, and equipment. Conflicts about whose jobs rank first, 

or where the resources should be allocated, may introduce tension among departments or 

cultural subgroups. As an example, a project manager might set aside money for short-

term  solutions  to  safety  regulations,  as  a  designer  engineer  insists  on  investing  in 

sustainability characteristics in the long term. Both priorities can indeed be correct, yet 

they exist at the crossroads of the various definitions of urgency and worth (Ceschin & 

Gaziulusoy, 2019).

While  process  conflict  can  slow  down  progress,  it  also  provides  an  opportunity  to 

introduce more effective frameworks and clarify expectations. When such conflicts are 

resolved in a proactive way, the consequences may be the establishment of more explicit 

communication means, enhanced tools for managing the project, and powerful leadership. 

But when ignored, they can instead spawn resentment and a lack of trust, especially when 

there are more chances of interference or misunderstanding being construed as an insult to 

individuals in culturally diverse teams (Chen, 2022).

Process  conflicts,  practically  speaking,  are  an indication of  strong project  governance. 

Problems:  With  some  engineering  leaders  curbing  the  disruptive  potential  of  process 

conflicts  by  laying  down  transparent  decision-making  processes,  defining  roles,  and 

settling on inclusive project management approaches, engineering leaders will be able to 

capitalise on process conflicts as they emerge as learning opportunities that may foster 

better collaboration (Adham & Sukkar, 2024).

4.3.4  Cultural and Organisational Triggers

As well as issues of task, relationship, and process, in multinational engineering teams’ 

conflicts are heavily affected by the cultural and organisational triggers also. Such triggers 

mirror the wider systems and environments that engineers move and work in and influence 

the way people interpret, express, and react to conflict (Mohammadian & Wittberg, 2024).

Examples of cultural triggers may include the variations in communication and values as 

well  as  workplace  norms.  As  an  example,  directness  and  confrontational  culture 

(Australia, the United States, or Germany) can come into conflict with indirect cultures 

that  focus  on  harmony  (such  as  Japan,  China,  or  most  contexts  in  the  Middle  East)

(Nadiger et al., 2024). When one member believes that a critical point by another member 

is a personal attack, the cultural factors and not any genuine antagonism might be in place.  



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 68

Likewise, time orientation—how cultures hold value to strict deadlines over flexible ones

— can be the source of tension in terms of project timing and punctuality expectations.

Misunderstandings  can  occur  between  even  seemingly  similar  varieties  of  the  same 

language,  i.e.,  non-native  English  speakers  may  use  different  forms  of  fluency  and 

idiomatic expressions, despite working with the same common working language. lesser 

confidence in discussing the content in English, or leading native speakers to underrate the 

wording effort badly needed to achieve a clear consensus. In the long term the dynamic 

may serve to strengthen power imbalances on teams and may thus cause frustration and 

disengagement (Saraiva & Nogueiro, 2025).

Organisational triggers, on the other hand, reflect structures and policies of companies as 

well as practices of their leaders. Take the example of a multinational organisation whose 

head office is located in Europe, whereby the organisation has set up standardised project 

processes that do not conform with the local practices in Australia or Asia. Top-down 

directives of this type can be resented by local engineers and make them feel their context-

specific  knowledge  and  expertise  are  side-stepped.  On  the  same  note,  organisational 

cultures  that  emphasise  competitiveness  more  than  cooperation  can  contribute  to  the 

existence of a conflict since people are rewarded for succeeding individually rather than as 

a unit.

The other organisational trigger is how diversity and inclusion are managed. In Australia,  

engineering activities come with more liability of Indigenous peoples’ engagement as a 

part and parcel of reliable development (Finau et al., 2023). When firms do not sufficiently 

incorporate Indigenous views in a respectful manner, failure to do so may not only result 

in conflict with external stakeholders but also with the internal team as members argue 

about how cultural consultation must be carried out.

Such cultural and organisational triggers are all the more dangerous as they can usually 

work away out of the visible range of everyday communication. Such triggers contrast 

with direct conflicts about tasks or processes in that they are value- or institutional logics-

based. Consequently, they need conflict management strategies that will touch the heart of 

the problem and not the symptoms. To kerb such conflicts, interventions are very vital, 

which  include  cross-cultural  training,  inclusive  HR  policies,  and  adaptive  leadership 

styles.

In a nutshell, cultural and organisational triggers exacerbate the problems of multinational 

engineering  collaboration  by  enfolding  war  into  larger  networks  of  signification  and 

sources  of  power  (Johnson,  2025).  These  triggers  can  and  must  be  recognised  and 



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 69

managed much as engineering teams develop and implement not only efficient but also 

sustainable and respectful forms of collaboration.

4.4  Theme 2: Psychological Drivers of Conflict Escalation

4.4.1  Emotional Regulation Failures

Lack of emotional regulation is one of the most dangerous psychological factors that leads 

to the conflict development in multinational engineering groups (Turner, 2021). Emotional 

regulation in the context of this paper can be understood as the ability of individuals to 

examine, assess, and regulate their emotional reactions in such a way as to further the 

achievement of goals and social congruence. High-stakes engineering projects often evoke 

strong emotions due to the constant pressure of deadlines, budgets, and safety risks. When 

a person cannot control his/her anger, frustration, or anxiety, situations that could have 

resulted in healthy resolutions turn into protracted conflicts.

Consider that when a manager is under pressure, his or her mode of expressing feedback 

can be hostile despite his or her intentions. In the event the recipient lacks the control over 

his/her  emotional  response,  he  or  she  may  become  on  the  defensive  immediately, 

believing that he or she is personally attacked in a constructive criticism. Such a reactive 

cycle has the potential of turning an ordinary dispute into a deeply rooted conflict in the 

relationship. Such cases are aggravated at least in multicultural teams, where the norms 

relating to emotional expression vary greatly. Some cultures insist their members exhibit 

their emotions openly and, in fact, encourage them to do so, whereas others regard open 

exhibition of feelings not only as unprofessional but also as disrespectful. Mismatched 

expectations  lead to  a  rich  breeding ground for  misunderstanding that  soon builds  up 

(Yong et al., 2024).

A study in organisational psychology indicates that inadequate emotional regulation is not 

a  weakness  among  the  individuals  but  a  system  problem (Eşkisu  et  al.,  2022).  Poor 

working conditions with high psychological pressure and lack of autonomy and support 

make it even more challenging to successfully overcome emotional difficulties. Cognitive 

overload combined with emotional exhaustion is also known to contribute to increased 

irritability  and  impulsivity  in  the  engineers  working  on  the  technically  complex  and 

interdependent project, which is a direct contributor to conflict escalation.

Moreover, the situation may be worsened by emotional contagion, the behaviour when 

people copy the emotions of others (van Haeringen et al., 2022). The frustration of an 

individual person may simply infect a team and result in collective negativity that subverts 
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teamwork.  Perhaps  more  injurious  in  cross-cultural  engineering  teams,  where  team 

members might misconceive the root cause of the negative effect by imputing it to some 

cultural insensitivity or incompetence projection rather than situational stress.

Proper management of emotional control failure should not only be at a personal level but 

at  a  company level  too.  Emotional  intelligence (EI)  training of  emotional  intelligence 

skills like self-awareness, empathy, and impulse control has been proven to minimise the 

fanning  of  conflict  in  the  workplace  (Kay,  2023).  Supportive  leadership,  free 

communication,  and stress-reduction strategies are very important at  the organisational 

level. By identifying the regulation of emotions as a collective task and not an individual 

infirmity, multinational engineering ventures can become resilient against conflicts that go 

out of hand.

4.4.2  Cognitive Biases

The other psychological motivator of conflict  escalation is the overwhelming effect of 

cognitive  biases.  Cognitive  biases  are  systematic  deviations  in  rational  judgement  that 

contribute  to  the  formation  of  individual  perceptions,  interpretations,  and  actions  in 

conflict situations (Korteling et al., 2023). These biases reveal the distortion of the reality 

in high-pressure engineering projects, deepen differences, and develop fixed stances that 

aggravate achieving solutions.

The fundamental attribution error is one of the most typical ones when people tend to 

explain errors or disagreements in others by their character traits instead of situational 

conditions (Urhahne & Wijnia, 2023). There is, as an example, the possibility that a design 

engineer  can be late  on a  deadline,  and the  co-workers  could jump to conclusions  of 

laziness or incompetence instead of being able to take contextual variables like the lack of 

resources  or  unclear  directives.  This  attribute  misinterpretation  leads  to  resentment, 

causing differences in tasks to take a personal level.

Confirmation bias is another powerful bias causing the members to find confirmation on 

existing beliefs rather  than looking at  contradictory evidence (Peters,  2022).  This  bias 

usually manifests itself in terms of cultural stereotyping in multicultural engineering work 

teams. A member of the team who thinks that representatives of a particular culture are not 

so active may consider silence as indifference in situations where it is merely a matter of 

respectful  attention.  Throughout  the  years,  such  biassed  interpretations  strengthen  the 

boundaries and increase the cultural misunderstandings.

The  other  bias,  which  is  quite  important  in  engineering  projects,  is  the  escalation  of 

commitment.  After  people  or  organisations  have  put  a  substantial  amount  of  time  or 
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resources or reputational capital into a specific course of action, they are reluctant to alter 

their course even after it has been proven to be the wrong course (Frese & Keith, 2015). A 

conflict on the design of a project, the safety procedures, or the budgetary allocations may 

escalate due to an inability to afford face loss, as the parties would not want to back down. 

This bias is further enhanced in cross-cultural situations when saving face is especially 

important in some cultures, resulting in a conflictual stalemate.

Lastly, the negativity bias, which generates excessive attention to negativity compared to 

positivity,  is  capable  of  fueling  tensions  when  handling  conflict  scenarios.  During 

engineering projects with a high level of stressfulness, individuals in the group can focus 

disproportionately on negative conditions or negative feedback received in the past and 

ignore  effective  cooperation.  This  discrimination  exacerbates  the  distrust  since  people 

learn not to trust one another but to fight.

Cognitive biases have to be addressed and overcome with their own conscious effort and 

the support of an organisation. Facilitated discussions and reflective practices, as well as 

structured decision-making frameworks, may play a role in ensuring that teams recognise 

when they are allowing their biases to be affecting their judgements. Attribution errors can 

be decreased by the example of structured debrief sessions that require the team members 

to think about things, explaining the behaviour differently. In the same vein, cross-cultural 

training that emphasises shared prejudice may assist participants in reframing perceived 

confusion as a systemic problem, as opposed to an individual one (Lou, 2025).

4.4.3  Group Identity Dynamics

An additional psychological factor that causes an increase in conflict within multinational 

engineering teams is based on group identity. The social identity theory argues that a sense 

of self-worth and belonging is derived by individuals through membership and affiliation 

with certain groups that can be in terms of profession, nationality, or organisational roles.  

Cultural, professional, or disciplinary groupings within teams often challenge the ideals of 

cultural harmony. Teams are built using subgroups in complex engineering projects (Javed 

et  al.,  2025).  Diversity enhances and adds wealth to creativity,  but it  also results in a 

probability of the occurrence of an intergroup conflict.

The issues of group identity occur when people perceive the tendency to show loyalty to 

their subgroup as more important than the cooperation with the rest of the project team. As 

an example, civil engineers can develop an identity within themselves, separate from those 

of electrical engineers, and start thinking in terms of an us versus them. This alienation 

leads to stereotyping in which one group of people thinks of the other group as harsh, 
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irresponsible, or hard to collaborate with. Such tags intensify any tension, making a small  

technical difference turn into a larger issue of incompatibility of groups.

Cultural identity adds a further complication in multinational situations. Individuals who 

belong  to  collectivist  cultures  can  be  more  focused  on  the  group  concordance  and 

unanimity, whereas people who belong to the individualist cultures are more subjective 

towards assertiveness and autonomy. Such differences have the potential  of producing 

misunderstanding; the former understands a reserved behaviour as a disability to engage, 

and the latter considers direct confrontation as aggressiveness. Once these interpretations 

become rigid, it becomes hard to derail conflict growth because people believe that they 

are facing the threat of losing their cultural identity.

Environments  in  which  there  are  historical  or  geopolitical  tensions  between  national 

groups  exacerbate  identity-related  dynamics  as  well  (Inatimi  Gamage,  2025).  The 

engineers belonging to the countries with competitive political or industrial relations may 

bring certain biases (consciously or unconsciously) into the project  environment.  Such 

prejudices may complicate working in the sphere of professional activity, causing distrust 

or other reasons not to share the information freely.

To remedy the situation of conflict escalation due to underlying group identity dynamics, 

organisations must ensure that they enhance the creation of superordinate identities—a 

sense of community or belonging in a discipline or culture. This may be an activity made 

possible through effective communication of shared project objectives, cross-functional 

collaboration efforts, and leadership approaches that emphasise shared accomplishment in 

contrast  to  personal  or  subgroup  achievement.  Along  with  this,  cultural  intelligence 

training may assist  team members  to  identify  and dismiss  identity-based assumptions, 

minimising  the  likelihood  of  a  downward  spiral.  In  redefining  differences  as 

complementary strengths, as opposed to divisions, multinational engineering projects can 

transform the  nature  of  identity  dynamics—making  them collaborative  as  opposed  to 

conflictual.

4.4.4  Stress and Reactive Behaviours

Another  important  psychological  aspect  that  inflames  the  conflict  in  the  engineering 

undertakings is stress. The environment within engineering teams is usually a high-stress 

environment and can be defined as one that has limited time requirements and technical 

nature and safety and cost-related factors. However, the habitual exposure to such stress 

factors limits the ability of the individuals to remain patient, empathetic, and rationally 
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minded,  thus  making them more likely to  engage in  reactive  forms of  behaviour  that  

aggravate the conflict.

Stress would make people more willing to apply fight/flight  reactions in interpersonal 

relationships (Nelson, 2025). As an example, an engineer who is stressed may respond to 

constructive criticism by becoming aggressive (“fight”) or give up altogether on working 

together  (“flight”).  Such  reactions  obstruct  solutions  to  the  problem  and  increase 

misunderstanding.  Reactive  behaviours  can  easily  run  rampant  in  a  high-stakes 

environment, spreading a culture of defensiveness and mistrust.

Stress also increases the effects of other psychological drivers, like failures in emotional 

regulation and bias. E.g., an overstressed project manager could perceive the silence of 

one of his colleagues to be resistance (negativity bias) and react with anger, eliciting a 

drawn-out situation of increasing stress.

Likewise,  stress  also  decreases  the  capacity  of  the  individual  to  control  emotions 

effectively and results in various impulsive statements or actions, which intensify conflicts 

(Córdova et al., 2023).

With regard to multinational workgroups, there is interaction between stress and cultural 

factors. There are cultures where one is able to reveal his or her stress through the outward 

manifestation  of  frustration  and  others  where  people  internalise  it  to  keep  their 

professional  composure.  Such  variations  in  display  may  themselves  be  a  source  of 

conflict,  since team members misunderstand stress cues in terms of their own cultural 

norms. Besides, in cases where stress compromises the cross-cultural communication, the 

minor misunderstandings have higher chances of blowing into a major conflict.

Individual and organisational approaches serve as methods for managing stress, which can 

escalate conflict (ALLIOUA & SOLTANI, 2024). At the individual level, spiritual things 

like  mindfulness,  resilience  training,  and  workload  prioritisation  have  the  potential  to 

decrease reactive behaviours. At an organisational level, it is important to have realistic 

timelines, proper resource planning, and developing psychological support systems. The 

importance of leadership is also critical: managers that recognise the presence of stress and 

portray a less dramatic and positive behaviour example would create an atmosphere that 

does not encourage the escalation into a reactive decision.

Closing  thoughts:  it  is  important  to  understand  how  stress  and  reactive  behaviours 

contribute to escalation of conflict when it comes to multinational engineering projects. 

Organisations can stop conflict from escalating out of control by ensuring that the stress is 
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not only approached as a personal problem but also seen as part of the structured issue. By 

so doing, they not only ensure team integrity but also increase project performance and 

well-being.

4.5  Theme 3: HRM Practices and Leadership Strategies

4.5.1  Cross-Cultural Training and Team-Building

Human Resource Management (HRM) is considered a central activity that helps address 

culture and the conflict levels within multinational engineering groups through cultural 

awareness and increased cooperation (A. J.  Ali  et  al.,  2023).  Cross-cultural  training is 

widely recognised as one of the most effective strategies to prepare employees to work 

across different values and to ensure that they have the skills and expertise to deal with  

different communication styles and behaviours in workplaces. The engineering industry 

entails  projects  that  involve  a  lot  of  interaction  amongst  engineers,  and cross-cultural 

understanding decreases misunderstanding, which tends to develop into conflict.

Cross-cultural  training  will  vary  greatly  and  can  include  workshops,  role-playing 

opportunities,  and immersive training situations exposing team members to unordinary 

cultural standards (POP & SIM, 2025). As an illustration, an engineer might expect low-

context (e.g., Australia, Germany) engineers to be direct in their expression and point to an 

explicit  statement,  whereas an engineer might expect  high-context  (e.g.,  Japan,  China) 

engineers  to  use  nonverbal  communication and hint  in  their  speech.  Such differences, 

without training, may result in frustration or in allegations that parties have communicated 

poorly.  Effective  training,  however,  does  present  employees  with  a  structure  like  the 

cultural dimensions of Hofstede or the Lewis model, with which cultural differences can 

be predicted and prepared against.

Coupled together with training, team-building programmes enhance interpersonal trust and 

unity across cultural barriers. Other types of activities that promote cooperation beyond 

formal  project  work,  like  joint  problem-solving  activities  or  intercultural  social 

interactions,  can  foster  the  process  of  deconstructing  stereotypes  and  humanising  co-

workers as being viewed mainly through their  professional  or cultural  associations.  In 

engineering  projects  there  are  usually  interdependencies  between  tasks,  and  higher 

interpersonal connections mean that there will be higher tolerance and understanding when 

differences come up.

Notably, cross-cultural training and team-building should not be one-time interventions. 

Projects may extend over several years, and teams may change membership. Relatively 
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frequent doses of cultural awareness help to avoid forgetting the lessons learned and are a 

good way to induct new members into the group (Healey, 2024). This can be supported by 

HR  departments,  which  can  place  cross-cultural  competence  in  onboarding  and 

performance appraisal processes as a means of signalling its value to the organisational 

culture.

In the engineering industry, studies have proven that in that industry, especially in the 

Australian  engineering  corporates,  cross-cultural  training  is  especially  important  since 

there is a presence of multicultural workforces in most of the companies with indigenous 

partnerships in infrastructure developments. In addition to enhancing efficiency, training 

enhances  social  licence  to  operate  since  engineers  are  trained to  approach Indigenous 

communities and stakeholders in a way that will not seem offensive.

Therefore,  cross-cultural  training  and  team-building  will  not  only  be  desk-side  HR 

activities,  e.g.,  peripheral  (Sundari  et  al.,  2025).  On  the  contrary,  they  will  be  core 

measures towards preventing and resolving conflicts. HRM generates a knowledge base, 

trust can be achieved, and ultimately, it offers an engineering team the strength it needs to 

resolve disagreements, not out of destructive demolition but rather in a positive way.

4.5.2  Adaptive Leadership and Emotional Intelligence

In  addition  to  organised  HR  treatments,  there  are  certain  factors  leading  to  the 

identification of leadership styles that determine whether conflicts develop, escalate, or are 

managed successfully. Adaptive leadership coupled with emotional intelligence (EI) thus 

emerges  in  the  contexts  of  multinational  engineering  teams  as  a  potent  method  of 

navigating  through  multicultural  teams  who  have  to  go  through  complex  challenges 

(Wadhera & Gandhi, 2024).

According to Heifetz and colleagues, adaptive leadership is flexible and context-specific 

and can mobilise people to address challenging problems in conditions of uncertainty. 

Precisely this situation can occur in engineering projects: the technical challenges seem to 

be  unpredictable,  stakeholder  requirements  span,  and  cross-cultural  negotiation  is  a 

challenge. Flexible leaders do not stick to authority or protocol and grow through patience 

and  make  continuous  learning  and  collaboration  with  their  employees.  Top-to-bottom 

directives  that  tend  to  alienate  certain  cultural  groups  are  avoided,  and  consequently, 

conflict is not aggravated.

More  importantly,  adaptive  leadership  works  best  in  conjunction  with  emotional 

intelligence—the ability to recognise, comprehend, and manage emotion both in others 

and in oneself (Boyar et al., 2023). The leaders high on the EI scale are sensitive enough 



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 76

to spot frustration, withdrawal, or hostility early on within their work groups and are able 

to intervene and work out the messages before their team becomes entrenched. As another 

example,  our  emotionally  intelligent  project  manager  could see  an increasing level  of 

tension in a cross-disciplinary meeting and restate the discussion as a common goal and 

not the discipline variance.

Emotional  intelligence  is  also  important  in  multinational  settings  since  awareness  of 

cultural differences in the display of emotions also improves leader traits (Arghode et al.,  

2023). In certain sites, direct confrontation is considered disrespectful, and in other sites, it 

is a sign of honesty and commitment. Leaders who are sensitive to such differences will be 

able  to  adjust  their  style  of  handling  conflicts  and  mediating  disputes  in  a  culturally 

sensitive manner and still in a productive way.

Australian studies have raised awareness about the importance of  strike-just  balancing 

leadership,  which  combines  authority  and  empathy.  Energetic  audience  engagement, 

leadership  listening,  cultural  consideration,  and  orthodox  affirmation  of  emotional 

experiences promote the feeling of psychological safety. This security plays an important 

role in persuading other people to express their opinion freely instead of bashing them 

until they explode in a fight.

Moreover,  emotionally  fit,  adjustive  leaders  can  be  role  models  to  their  subordinates,  

reflecting positive ways of handling the stress and disagreement. Such modelling over the 

long term can help generate a culture in which the normality of conflict as a place of  

learning replaces the fear of conflict as symptomatic of dysfunction. HRM can strengthen 

this by adding EI into succession planning and development programmes of leadership 

such that leaders of all levels of the organisation should be rated to have the interpersonal  

capacity to help in conflict-sensitive management.

4.5.3  HR Strategies for Fostering Psychological Safety

Psychological safety is another concept that has gained traction in popular literature thanks 

to Amy Edmondson and describes an atmosphere in which employees feel free to speak 

up, admit error, and share novel ideas without fear of ridicule or punishment. In cross-

national engineering workforces, when all cultural differences contribute to a difference in 

frequency of communication breakdowns and work reticence,  promoting psychological 

security becomes a significant HR imperative.

Psychological  safety  in  organisations  can  be  implemented  with  inclusive  policies  that 

focus on respect, equality, and openness (Siyal, 2023). As an example, codes of conduct 

that are used to openly discourage discriminatory behaviour or stereotyping a culture in 
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terms of culture create the tone to engage in a respectful manner. HR departments may 

also offer forms of anonymous disclosure to workers feeling unsafe, indicating that the 

disclosure is taken seriously and without attendant reproaches.

Leadership development is another important strategy because it is through leaders and 

supervisors  that  supportive  behaviours  will  be  demonstrated  to  encourage  openness 

(Mascareño et al.,  2021). Psychological safety can be encouraged through leaders who 

have been coached in developing active listening skills, constructive feedback, and non-

defensive  behaviour.  Human Resources  are  able  to  incorporate  these  competencies  in 

training  packages,  coaching,  and  performance  appraisal,  with  the  message  being  that 

leaders are expected to make interpersonal spaces safe.

Team-level interventions also are found to be very important. HR can also support formal 

team communication, like during the regular retrospective when the team members are 

welcome  to  discuss  the  progress,  difficulties,  and  other  interpersonal  issues.  These 

meetings  will  enable  participants  to  unearth  tensions  before  they  boil,  thus  avoiding 

situations where conflicts cause problems in the long run. Moreover, the application of 

participatory mechanisms (e.g.,  common decision logs,  open task monitors) can aid in 

decreasing  the  confrontational  aspects  of  power  by  making the  actions  countable  and 

accounted for.

Notably, psychological safety cannot exist without a balance between openness to express 

and  taking  responsibility  (Sacramento  et  al.,  2024).  Allowing  engineering  teams  to 

continue innovating and still conform to the professional standards contains psychological 

safety strategies that are consistent with cultures that embrace learning and frame mistakes 

as  learning  opportunities.  In  the  case  of  multinational  functioning,  the  HR must  also 

consider introducing cross-cultural competency in the psychological safety programmes 

since  what  is  perceived  to  be  safe  differs  across  cultures.  A  case  in  point  is  that 

hierarchical cultures tend to be reticent of questioning the authority; HR interventions can 

iron this out through training their leaders to solicit dissenting opinions.

Incorporating psychological safety into company policies, executive behaviours, and team 

procedures allows the HRM system to empower the engineering teams in order to view 

conflict as a constructive process, shifting possible points of friction into areas of growth 

and stronger team bonding opportunities.
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4.5.4  Case Examples of HRM Interventions

In order to provide the examples of how to practically implement the HRM strategies, it 

can be beneficial to take the case examples of the occurrence when the conflict in the 

multinational engineering teams was addressed through the intervention quite effectively.

The  Sydney  Metro  North-west  project  serves  as  a  notable  example  because  the 

engineering  team was  composed  of  engineers  from  various  cultural  backgrounds  and 

disciplines  (Litvinenko,  2024).  HR  initiated  cross-cultural  training  packages  at  the 

beginning of the project and included team-building activities to establish trust between 

local engineers and international contractors.  The programme decreased the number of 

misunderstandings on tasks and enhanced cooperation in solving problems, which made 

the project meet deadlines even when there was the cultural complexity.

The other is  one that uses the case of a global  oil  and gas engineering consortium in 

Western  Australia.  There  arose  a  conflict  between  local  engineers  and  the  overseas 

contractors because of the difference in communication style and authority of decision-

making.  The  HR  instituted  systematic  conflict  management  training,  which  included 

employees training in the methods of mediation and practicing on culturally sensitive role 

plays. There was also development of an employee support network to give confidential 

advice. Assessments indicated that there was a reduction in the number of interpersonal 

conflicts and there was increased employee satisfaction on climate surveys.

Psychologically safe adaptive leadership is one of the HR interventions that have been 

implemented  at  the  organisational  level  by  Siemens  Australia.  This  programme  is  a 

leadership  development  programme  through  which  managers  are  taught  to  identify 

cultural biases, control emotional responses, and inclusively lead. HR further supported 

these efforts by incorporating cultural competence into those recruitment and promotion 

criteria  so  that  leadership  pipelines  are  filled  in  with  diverse  representatives  of  the 

workforce. Not only did this work to curtail conflict but also to enhance innovation results  

amongst their engineering teams.

The place of Indigenous engagement strategies in Australian engineering contexts would 

also be stressed by examples of  cases.  As an example,  the infrastructure projects  that 

involve  Indigenous  land  rights  usually  involve  a  culturally  sensitive  approach.  Cross-

cultural education: HR departments have established systems which integrate the cross-

cultural training with community liaison structures so that the engineers are aware of local 

traditions and expectations regarding communication (Al-Tarawneh & Al-Badawi, 2025). 
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Not only was this an avoidance of conflict, but also a development of long-term trust in 

Indigenous stakeholders.

The cases provide corroboration to the significance of context-specific, prolonged, and 

multi-level  HR  interventions.  A  single  training  session  is  insufficient;  training, 

recruitment, leadership, and engagement in the community require HR strategies to be 

successful.  Such interventions reduce conflict  by shifting conflict-prone cultures  to  be 

collaborative ecosystems in multinational engineering teams wherein cultural differences 

are not seen as an obstacle but as a resource instead.

4.6  Theme 4: Case Studies of Engineering Projects (Australian Cases)

4.6.1  Introduction to Australian Case Studies

Considering  its  highly  multicultural  employment  base,  its  dependence  on  major 

infrastructural and resource development projects, and the importance of Indigenous land 

and  community  engagement  to  its  development,  Australia  also  offers  a  test  lab  for 

studying  conflict  in  engineering  projects.  Three  broad  contexts  explain  how  conflict 

occurs  and how it  is  dealt  with:  Sydney Metro  project  as  an example  of  large  urban 

construction  that  demands  interdisciplinary  and  cross-cultural  interaction;  (ii)  mining 

projects in Western Australia, where cross-national operations manage the operation- and 

culture-related tensions in the remote location; and (iii) infrastructure development with 

Indigenous populations, where cultural sensitivity and innovation in HRM play a critical 

role  in  preventing  conflict.  Collectively,  these  cases  give  a  realistic  insight  into  the 

functioning  of  the  HRM  practices,  psychological  theories,  and  various  conflict 

management frameworks in practice.

4.6.2  Case 1: Sydney Metro – Managing Cross-Cultural and Task Conflicts

One of the biggest projects in Australian public transport initiatives, the Sydney Metro 

North-west  project,  demanded  the  cooperation  of  Australian  engineers,  foreign 

contractors,  and government and privately-owned consortium members (Jauregui-Fung, 

2022).  The wide  expanse  and vastness  of  this  complexity  was  a  breeding ground for 

conflict—especially task-, process-, and culture-related conflicts.

One  of  the  main  points  of  conflict  was  misalignments  in  the  jobs  between  the  local 

engineering  standards  and  international  practices.  Even  safety  codes  or  technical 

requirements were to be interpreted differently occasionally among contractors in Europe 

and Asia, which resulted in disagreements on the observance of the original design. HR 

solutions were dedicated to systematic cross-cultural training and interface team-building 
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that aimed at standardisation of technical language across fields. Such teams also assisted 

in  minimising misunderstandings  because major  deliverables  were  communicated both 

technically and culturally.

The psychological aspect of conflict was so present in the stress and reactive behaviour of 

project managers who were highly pressured to deliver. Lapses in emotional regulation 

created hot tempers at coordination meetings (Ayoub & Zamida, 2025). Incorporation of 

conflict resolution workshops into the HR and leadership response was taken that involved 

managers practicing the emotional intelligence methods, including reframing criticisms as 

constructive  input.  Such  workshops  minimised  defensiveness  and  created  trust,  which 

concurs with the psychological safety model of Edmondson.

Notably, Sydney Metro has shown that adaptive leadership is the practical way to handle 

multicultural teams. Inviting other alternative opinions, especially by less vocal cultural 

groups  through  leaders  who  led  the  way  in  that  regard,  ensured  that  groupthink  was 

avoided and the process of building a sense of shared ownership was created.  On the 

whole, the Sydney Metro scenario succinctly highlights the force of combined HRM and 

psychological tactics that help turn what could only result in a destructive confrontation 

into a constructive innovation

4.6.3  Case 2: Western Australian Mining Projects – Remote Operations and Cross-
Cultural Challenges

The  WA  mining  industry,  which  is  majorly  composed  of  multinational  companies, 

including BHP, Rio Tinto, and Fortescue, is a converse case scenario; the conflict relates 

to the dynamics of isolation, employee diversity,  and intensity of operations. The vast 

mining complex projects engage engineers, geologists, and technical experts all over the 

world, so there is a great degree of cultural heterogeneity (Verweijen & Dunlap, 2021).

Crises usually arose over work structure and fashion of communicating. An example of 

this was the case of Australian engineers who had been used to egalitarian workplace 

cultures  and  often  did  not  get  along  with  other  colleagues  whose  culture  was  more 

hierarchical.  Misunderstandings  about  who  made  the  final  decision  led  to  delays  in 

problem resolution, and some workers were hesitant to confront senior staff even when 

technical  threats  were  present.  HR  handled  this  by  establishing  leadership  rotational 

programmes in  which  managers  of  diverse  cultural  backgrounds  headed cross-cultural 

teams and served  to  expose  employees  to  new styles  of  leadership  and minimise  the 

existence of rigidity of cultural divisions (Chauhan & Tomar, 2022).
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Mentally, the presence of long FIFO (fly-in, fly-out), long periods of isolation, and safety 

may predispose mining groups to be reactively vulnerable to stressful  conditions.  The 

cognitive biases included risk underestimation when teams working on the fly felt too tired 

to  take  safety  warnings  seriously.  The  HRM  interventions  entailed  the  well-being 

programmes  and  mental  health  support,  fatigue  management  policies,  and  training  in 

resilience.  Such  interventions  were  consistent  with  psychological  theories  on  stress 

management, and employees were given the means to avoid emotional spillover to their 

tasks.

The strategies of HR importance used to realise the psychological safety of WA mining 

projects is also proved by case studies. To illustrate, safety breach anonymous reporting 

channels provided employees with mechanisms to express themselves without any fear of 

being  victimised,  which  effectively  minimised  process  conflicts.  Consistent  with 

attribution theory, these interventions helped to change the individual blame connotations 

of errors into a learning experience at the systems level, diminishing hostility between co-

workers.  In  general,  WA mining proves  the  effectiveness  of  HRM and  psychological 

structure  in  the  reduction  of  conflicts  related  to  cultural  diversity,  fatigue,  and 

communication failures in the direst operational settings (Yaro & Sali, 2024).

4.6.4  Case 3: Indigenous Engagement in Engineering Projects

One characteristic of engineering conflict that is most peculiarly Australian, perhaps, is 

Indigenous participation. We can negotiate with sensitivity when important infrastructure 

works touch on Indigenous land, Indigenous heritage, and Indigenous community rights. 

The  inability  to  participate  meaningfully  has  caused  critical  conflict,  a  damaged 

reputation, and even project stalling (Lan et al., 2025).

A notable occurrence was seen with the Juukan Gorge caves that were destroyed by Rio 

Tinto in 2020 and drove the nation into a frenzy. One can easily point to the fact that the 

incident  also  demonstrated  the  lack  of  cultural  awareness  but,  more  importantly,  a 

systemic failure in the HR and conflict management approaches. Executives and engineers 

cared  more  about  short-term convenience  and  profitability  than  long-term confidence, 

even when there were legally accessible agreements to which they were disregarding the 

voice  of  local  Indigenous  people.  Psychologically,  the  case  refers  to  the  cognitive 

dissonance, where the engineers and managers were justified in making their decisions 

based on inner conflict with corporate promises of sustainability and caused moral conflict  

leading to long-term organisational legitimacy loss.
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To  this  response,  numerous  companies  in  Australia  in  the  engineering  sector  have 

embraced  specific  and  controlled  strategies  on  the  engagement  of  Indigenous  people. 

These include:

• Training of engineers and project managers in cultural competency, so that they 

know Indigenous values and communication practices.

• HR policies that enforce consultation with Indigenous communities throughout 

the projects in form.

• Programmes (on-the-job training and employment) that offer opportunities to the 

Indigenous community to access engineering and technical jobs.

The offered interventions are consistent with the theory of social identity, which explains 

that the team goal would be to integrate the Indigenous perspectives through their unified 

identity and would not be considered external stakeholders. Establishing a more inclusive 

decision-making  process  is  relevant  to  the  degree  that  it  can  diminish  a  source  of 

intergroup conflict (mutually established goals and respect).

Indigenous  partnership  structures  have  been  found  essential  in  projects  like  road  and 

energy development in the Northern Territory. HR also hosted co-design workshops with 

engineers and Indigenous leaders to incorporate the designs of projects and make them 

include cultural safety in making technical choices. The workshops were not only conflict 

avoidance but also enabled the amplification of innovation through the implementation of 

Indigenous knowledge of the ecology in the solution of engineering problems.

According to the Australian experience, effective conflict management should integrate 

the HRM practices with a psychological understanding, especially when the conflict is 

encompassed with cultural identity, land claims, and historical trauma (Lee & Wechtler, 

2024). The indigenous involvement is both the most challenging and the most promising, 

giving  the  engineering  projects  in  Australia  the  opportunity  to  establish  the  global 

excellence of the practice.

4.6.5  Conclusion: Lessons from Australian Cases

The three case studies illustrate that conflicts in Australian engineering projects arise from 

various, yet interconnected, causes, specifically including technical and cultural misfits in 

the Sydney Metro, communication and pressure issues in WA mining, and identity-related 

challenges  in  indigenous  engagement.  HR  interventions  like  cross-cultural  training, 

leadership development, psychological safety mechanisms, and community engagement 

frameworks brought about in these backgrounds were essential  in turning moments of 

strife into productive cooperation.
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Theoretically the cases demonstrate the meaning of emotional intelligence, social identity, 

cognitive dissonance, and attribution theories to real-life engineering practices. In practice, 

they  show  how  HRM  is  important  in  the  process  of  institutionalising  psychological 

awareness in organisations. Multinational teams of engineers can work out lessons from 

these experiences in Australia and integrate into their team structures frameworks that not 

only prevent devastating conflict but also embrace the diversity in which they must work 

to foster innovation and resiliency.

4.7  Theme 5: Case Studies of Engineering Projects

4.7.1  Multinational Project Examples

4.7.1.1  Introduction

Engineering  projects  across  the  borders  pose  a  multi-faceted  challenge  other  than  the 

technical implementation (Soltani et al., 2025). They encompass international cooperation, 

spanning different time zones and cultures, and thus become a productive breeding ground 

for the escalation of conflicts. The failure of these projects can also become one of the 

examples  showing  the  overlap  of  the  disciplines  of  psychology  and  human  resource 

management (HRM), since the conflict does not relate only to the technical discrepancies 

but also to identity, perception, and leadership. A case study analysis of four multinational 

civil engineering projects, namely, Crossrail (UK), Three Gorges Dam (China), and the 

Dubai Expo 2020 infrastructure projects (UAE), allows us to understand how major civil  

engineering projects address and respond to conflict (Sun, 2025).

4.7.1.2  Case 1: Crossrail (United Kingdom) – Coordination and Process Conflicts

One of the most complicated transportation engineering works in Europe has been the 

Crossrail  project  (Elizabeth  Line)  in  London  (Pelton  et  al.,  2017).  It  entailed  the 

participation of over 10,000 workers representing several nations, Spanish, German, and 

Japanese contractors, and a multi-agency mode of governance. Tension was unavoidable, 

especially on the issue of misalignments of the processes and stakeholder expectations.

Conflict  between  contractors  and  government  bodies  was  one  of  the  most  burning 

problems. There was a conflict over who owned what on the projects because of different 

procurement systems, lines of reporting, and models of accountability. Cognitive biases, 

especially the optimism bias, contributed to these conflicts because leaders of the projects 

would  always  misestimate  delays  and  increases  in  the  costs  of  the  projects.  The 

consequence of this was to experience serious project overruns (Chadee et al., 2021).
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HR mediations played an important role. The collaborative project bank account system 

was incorporated into the project, and this helped make the payments clear and minimised 

financial mistrust among contractors. Project management standard training (PRINCE2, 

NEC contracts) was used to enable a common language to be understood by differing 

teams. Moreover, psychological safety workshops were also encouraged by leadership so 

that contractors were more willing to bring up risks without fear of punishment (Bernards 

et al., 2024). This is very much in line with the perspective of Edmondson, against the 

backdrop of how HRM policies can reshape the antagonistic relations into partnerships.

4.7.1.3  Case 2: Three Gorges Dam (China) – Cultural and Relationship Conflicts

One of the most ambitious hydroelectric projects in the world is the Three Gorges Dam in 

China,  which  makes  use  of  multinational  engineers,  environmental  scientists,  and 

construction companies (MEYSKENS, 2021). The reasons for conflict were mostly on the 

grounds of differences in cultures and relationship conflicts. The consultants of different 

countries focused on environmental protection, whereas local contractors emphasised the 

speed of implementation due to the difference in cultural views on environmental risk.

At the psychological level, the process of group identity forming made in-groups (Chinese 

contractors)  and out-groups (international  experts),  making the  tensions  even stronger. 

International employees felt marginalised in decision-making processes, as they felt the 

value  of  their  professional  skills  was  not  recognised.  There  is  also  the  role  of  the 

attribution  theory  in  it;  locals  tended  to  blame  the  foreign  consultants,  citing  their  

overcautiousness, and the consultants themselves tended to blame the locals because they 

failed to follow international practices (Davvetas et al., 2022).

The  aim  of  the  HR  interventions  was  to  minimise  these  tensions.  Cross-cultural 

management  modules  played  a  major  role,  as  they  focused  on  the  collectivist 

communication compositions and assisted the engineers in the Western world to fit into 

the hierarchies in China. At the same time, project heads had promoted integration of local 

and foreign engineers, called a blended team, to minimise in-group bias. Cultural training 

of project managers in terms of emotional intelligence made it easier to cope with cultural 

misunderstandings  and  made  possible  a  transformation  of  potential  conflicts  into  a 

learning  experience.  The  case  proves  that  conflict  management  in  megaprojects  with 

significant  cross-cultural  orientations requires  a high level  of  psychological  safety and 

adaptation to the surroundings.
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4.7.1.4  Case 3: Dubai Expo 2020 Infrastructure – Multicultural Workforce and Stress 
Factors

The infrastructural projects that involved the Dubai Expo 2020, such as roads, pavilions, 

and transportation systems, attracted workers from around 190 countries, making it among 

the most culturally diverse engineering contexts in the world. One of the determinants of 

conflict was the lack of communication, work overloads, and subordination (Arafat et al., 

2017).

The language barrier was an issue that kept reoccurring. The major difficulties were due to 

misinterpretation  of  technical  instructions  since  there  was  a  high  occurrence  of  task 

conflicts due to the mixing of English, Arabic, Hindi, Tagalog, and Urdu languages. HR 

departments  also  made  multilingual  safety  handbooks  and  hired  cultural  liaisons  who 

served  as  middlemen,  thereby  maintaining  transparency  throughout  the  high-risk 

construction areas.

Mentally, employees felt stressed and exhibited bickering behaviours since they had to 

cope  with  a  strict  deadline  and  excessive  working  standards.  Specifically,  heat  stress 

accelerated irritability,  fatigue,  and interpersonal  conflict.  Such HR interventions  were 

instituted, such as allowing regulated break patterns, hydration policies, and mental health 

counseling. These well-being programmes were indicative of acknowledging that there is 

a psychological aspect to work-related conflict (Toderi et al., 2024).

The key role was also the leadership. Adaptive leaders with a high emotional intelligence 

managed to overcome the gap between parties, while authoritarian tendencies became the 

reason to worsen intercultural and interprocedural conflicts. The Expo case demonstrates 

the  importance  of  HRM  practices  that  touch  both  on  cultural  inclusion  and  on 

psychological safety when it comes to the prevention of escalation within hyper-diverse 

workforces.

4.7.1.5  Case 4: Global Offshore Wind Projects – Innovation vs. Cultural Perception

Another view of the multinational working in engineering can be observed on offshore 

wind farms in Europe and Asia. Offshore developments in Taiwan and Hornsea Project 

One (UK) involved engineers  that  represented Europe,  Japan,  and the  US.  Innovation 

adoption  and  risk  perception  were  strengths  where  differences  can  result  in  conflict. 

Whereas  European companies  focused on high-tech digital  monitoring  systems,  Asian 

contractors focused on more proven ones. These task conflicts developed into relationship 

conflicts as a perception that one group was looking down upon the expertise of the other 

group.  This  psychological  phenomenon,  cognitive  dissonance,  was  also  present—
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engineers found it difficult to reconcile the innovational demands imposed on them by the 

company with their own ideas regarding safety and viability.

The  measures  suggested  in  the  HR strategies  envisaged  the  application  of  integrated 

design  bases  (i.e.,  BIM)  to  introduce  transparency  in  technical  choices,  which  would 

reduce mistrust. The use of team-building exercises incorporated a shared sense of identity 

as renewable pioneers, which appealed to the social identity theory to bind heterogeneous 

cultural groups to a shared common mission (Tran et al., 2024).

4.8  Theme 6: Organisational Support Mechanisms

This theme emphasises the role of organisational policies and formal support mechanisms 

in preventing, managing, and mitigating conflict in multinational engineering teams. The 

studies reviewed show that the success or failure of conflict management cannot be solely 

explained  by  the  personality,  emotions,  or  leadership  style  of  individuals  involved  in 

conflict  but  also  by  the  environment  in  which  the  individuals  are  operating1.  In 

multinational  engineering projects,  where team members may be separated by cultural 

differences,  technical  expertise,  organisational  levels,  and  geographical  distance, 

organisational  support  mechanisms  can  influence  the  nature  of  conflict,  whether 

constructive or destructive. Human resource policies, formal communication procedures, 

training  programmes,  and  conflict  resolution  mechanisms  offer  employees  support, 

routines, and organisational authority when conflict occurs.

In multidisciplinary engineering projects, conflict tends to occur in scenarios such as role 

confusion,  time  constraints,  communication  failures,  resource  allocation,  and  cultural 

differences. If these tensions emerge in an organisation without formal procedures and 

support  mechanisms,  employees  can  react  with  defensiveness,  avoidance,  or  escalate 

disputes into personal or process conflict. In contrast, organisations with formal support 

mechanisms  provide  a  more  secure  environment  for  anticipating  and  appropriately 

resolving  conflict.  Organisational  support  therefore  has  both  a  proactive  and  reactive 

effect. It reduces uncertainty, supports fairness, and boosts team trust in organisational 

responses to conflict2.

The  reviewed  findings  also  indicate  a  significant  relationship  between  organisational 

support and psychological safety. When people are confident that procedures are available 

and that conflict management will  be fair,  not ignored, or personalised, they are more 

1 https://www.researchgate.net/publication/363216721_Personality_traits_and_conflict_management_styles_building_
the_relationship_through_leadership_effectiveness
2 https://www.researchgate.net/publication/372960542_Conflict_Resolution_in_Team_Analyzing_the_Cause_of_
Conflicts_and_Best_Skills_for_Conflict_Resolution
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likely to speak out about their concerns, challenge ideas, and seek support. Multinational 

engineering teams find this  particularly  relevant,  as  employees  may hail  from diverse 

cultures with differing expectations for conflict resolution.

Organisational mechanisms can help resolve conflicts by providing a common context, 

such as  established HR policies  and formal  conflict  management  systems that  outline 

procedures and expectations for addressing disputes. This means that conflict management 

is less personalised and more institutional.

4.8.1  HR Policies and Formal Conflict Frameworks

Our  review  of  the  evidence  suggests  that  well-developed  HR  policies  and  conflict 

management frameworks promote more uniform and positive handling of conflict within 

global  engineering teams.  When policies  are  in  place,  staff  understand acceptable and 

unacceptable  behaviour,  know  how  to  address  issues,  and  are  aware  of  the  conflict 

resolution  process.  This  eliminates  uncertainty  and  reduces  the  risk  of  inconsistent 

handling of conflict. In engineering project teams, where members are often drawn from 

different functional and cultural backgrounds, formal structures are especially important 

because they set common ground and minimise the potential for misinterpretation3.

Formal mechanisms, like grievance processes, mediation options, reporting frameworks, 

and dispute resolution processes, offer formal ways to resolve conflict before it escalates. 

These are particularly important in organisations, where power differentials may prevent 

open debate.  For  instance,  junior  engineers,  international  professionals  or  people  with 

diverse backgrounds may be reluctant to speak out without a formal, safe avenue. As a 

result,  human  resource  policies  can  help  ensure  equity  and  inclusion  by  providing 

employees with the confidence that their concerns will be given due consideration.

Structural support for conflicts also supports organisational development. Documenting 

and reviewing conflicts through formal processes allows organisations to identify the root 

causes of conflict, such as a lack of coordination or clarity about roles and responsibilities, 

or a lack of support for cultural diversity. This enables conflict management to transition 

from intervention to improvement. In this way, HR policies are not only about resolving 

conflicts,  but  they  also  help  improve  governance,  communication  and  project 

management4.

3 https://www.researchgate.net/publication/388280432_Conflict_resolution_in_intercultural_communication_strategies_
for_managing_cultural_conflicts
4 https://www.researchgate.net/publication/379845859_Conflict_Management_Strategies_in_Human_Resources_
Management_Work_Teams
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4.8.2  Training and Development

Another key form of organisational support in the study was training and development. 

Our analysis  suggests conflict  management capacity is  enhanced when employees and 

leaders  have  the  knowledge  and  skills  to  manage  tension  in  diverse  and  challenging 

project environments. For example, training is essential in multinational engineering teams 

because technical competency does not translate to successful teamwork. They need to 

communicate  effectively  across  cultures,  understand emotional  cues,  negotiate  cultural 

differences; and handle conflict.

Training in conflict management can help people understand how conflicts start and grow. 

It  helps  team members  identify  potential  issues,  such  as  communication  breakdowns, 

defensiveness, distrust, or role uncertainty. Cross-cultural training also enhances this skill 

set by teaching employees that communication, authority, and other cultural norms may 

differ among cultural groups. This ability is particularly important in engineering teams 

where project stakeholders may be from different countries and organisations. Without 

this training, what is acceptable in one context may not be understood in another, leading 

to unwarranted conflict5.

Training  in  leadership  is  also  vital.  Project  leaders  and  managers  play  a  key  role  in 

framing conflict situations. Training in emotional intelligence, active listening, inclusive 

leadership and mediation can enhance a leader’s ability to respond appropriately to human 

differences.  Training  in  empathetic  and  clear  conflict  management  can  set  a  positive 

example  for  others  and  encourage  a  trusting  environment.  In  this  sense,  training  and 

development serve not just as individual learning opportunities but also as organisational 

investments in better teamwork and conflict management.

4.8.3  Contribution of Organisational Support to Conflict Prevention

In summary, this theme shows that conflict management among multinational engineering 

teams is based not just on individuals but also on organisational factors. Favourable policy 

frameworks, formal processes, training programmes, and human resource (HR) practices 

facilitate the earlier detection of conflict, equitable communication, and effective conflict 

management.  They  offer  a  platform  on  which  to  manage  cultural  and  professional 

differences6.

5 https://www.researchgate.net/publication/380747462_Teamwork_Conflict_Management_Training_and_Conflict_
Resolution_Practice_via_Large_Language_Models
6 https://www.researchgate.net/publication/339378515_Communication_and_Conflict_Resolution_in_the_Workplace_
Overcoming_Barriers_in_Matrix_Coating
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So organisational support mechanisms should be considered part of an integrated approach 

to managing cognitive and cultural conflict in engineering settings. Without them, even 

well-meaning  and  competent  individuals  and  leaders  may  find  it  difficult  to  manage 

conflict. With them, organisations can more effectively foster psychological safety and 

teamwork  and  minimise  the  risk  of  conflict  that  drives  project  failure.  In  global 

engineering,  organisational  support  is  not  a  peripheral  issue  but  a  critical  element  for 

fostering positive, inclusive, and effective teamwork.

Table 9: Codebook

Code Name Definition Inclusion Criteria Exclusion 
Criteria

Example Extract

Emotional 
Dysregulation

Instances where 
frustration, anger, 
anxiety, or 
emotional overload 
shape 
communication or 
conflict behaviour.

Mentions of 
emotional strain 
leading to reactive 
behaviour, 
withdrawal, or 
escalation in 
engineering teams.

General fatigue 
or stress without 
interpersonal 
effects.

“Team members 
became visibly 
frustrated during 
design 
disagreements, 
leading to 
confrontational 
exchanges.”

Attribution Bias Misinterpretation of 
others’ behaviour 
by assigning 
negative intent 
rather than 
contextual or 
cultural 
explanations.

Comments showing 
blame, negative 
assumptions, or 
misjudgment of 
colleagues’ 
behaviour.

Technical errors 
or delays without 
interpersonal 
interpretation.

“Engineers assumed 
colleagues were 
intentionally 
uncooperative, when 
the issue was 
cultural 
communication 
norms.”

Cross-Cultural 
Miscommunication

Misunderstandings 
resulting from 
differences in 
language, 
communication 
style, hierarchy, or 
cultural norms.

Communication 
breakdowns 
explicitly linked to 
cultural norms or 
linguistic barriers.

Generic project 
communication 
problems not tied 
to culture.

“Direct feedback 
was perceived as 
disrespectful by 
team members from 
high-context 
cultures.”

Psychological Safety Perceived safety in 
speaking up, 
admitting mistakes, 
or sharing concerns 
without fear of 
negative 
consequences.

References to 
reporting issues, 
voicing concerns, 
interpersonal trust, 
team openness.

Physical safety 
concerns or 
structural safety 
protocols.

“Members hesitated 
to raise coordination 
issues due to fear of 
being blamed during 
reviews.”
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Code Name Definition Inclusion Criteria Exclusion 
Criteria

Example Extract

HRM Intervention Training, coaching, 
conflict-resolution 
procedures, or HR 
policies aimed at 
supporting 
teamwork.

Any mention of 
HR-led 
programmes, 
mediation, 
onboarding, or 
cultural training.

Strictly technical 
training unrelated 
to behavioural 
processes.

“Structured team-
building workshops 
reduced early project 
tensions.”

Adaptive 
Leadership

Leader behaviour 
showing flexibility, 
cultural sensitivity, 
emotional 
intelligence, and 
situational 
awareness.

Descriptions of 
leaders adjusting 
communication or 
management styles 
depending on team 
dynamics.

Routine 
managerial tasks 
without relational 
aspects.

“Leaders who 
modified their 
communication style 
reduced relational 
conflict across 
cultural groups.”

4.9  Conclusion: Lessons from Multinational Cases

The  international  case  studies  demonstrate  that  in  multinational  engineering  projects 

conflicts  are  multifaceted in  nature,  and they arise  as  a  result  of  differences in  tasks, 

cultural barriers, and psychological pressures. Effective conflict management in any such 

complicated  context  has  always  been  based  on  the  combination  of  Human  Resource 

Management (HRM) and psychological approaches (Xiao et al., 2022). An example would 

be cross-cultural  training,  which has helped minimise misunderstanding; psychological 

safety frameworks have also helped establish conditions where diverse members of the 

team can communicate  freely  and trust  each  other.  Similarly,  adaptive  leadership  and 

emotional  intelligence  have  been  quite  important  in  stress  management,  managing 

emotions, and dealing with group identity issues. Moreover, common technical platforms 

and  working  policies  have  facilitated  standardisation  of  various  practices  and  easy 

coordination of the projects. The insights highlight how with no innovation in the HRM 

and a manufacturer’s mindset that overlooks psychological considerations, multinational 

projects are at an increased risk of increasing conflicts, which result in costly overruns and 

reputation damage. On the contrary, when integrated well, conflict management not only 

removes  tensions  but  also  turns  diversity  into  a  strategic  asset,  enhancing  resilience, 

creativity, and long-term results in engineering projects across the globe.
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C H A P T E R  5

Conclusion, Implications, and 
Recommendations

5.1  Summary of Key Findings

The  aim  of  this  research  paper  was  to  examine  the  psychological  and  organisational 

dimensions of conflicts in multinational engineering projects, with a specific focus on the 

Australian  situation  (Naismith  et  al.,  2016).  The  results  of  a  thematic  synthesis  of 

secondary materials point to the inevitability and multidimensionality of conflict in such 

settings; cognitive, cultural, organisational, and psychological factors play a part. Given 

the outcomes, it is possible to see the high importance of Human Resource Management 

(HRM) practices and the deployment of leadership strategies that may mediate the conflict 

and turn the diversity into strength and innovative creation power. This part presents a 

generalised overview of the important findings in the four themes of analysis and traces it 

back to the objectives of the research and the conceptual framework. In all, the analysis 

was grouped into six major themes:  (1) sources of cognitive and cultural  conflict,  (2) 

psychological drivers of conflict escalation, (3) HRM practices and leadership strategies, 

(4)  case  studies  of  engineering  projects  in  the  Australian  context,  (5)  case  studies  of 

engineering  projects  in  the  multinational  context,  and  (6)  organisational  support 

mechanisms.  These  themes  collectively  demonstrate  the  need  to  consider  not  just 

individual behaviours or leadership skills to manage conflict in multinational engineering 

projects,  but  also  multisite  HRM  practices,  culturally  sensitive  strategies,  and  formal 

organisational mechanisms that support communication, justice, and psychological safety. 

This research addresses the study objectives and forms the basis of the Integrated Conflict 

Management Framework.

5.1.1  Sources of Cognitive and Cultural Conflict

The first theme identified the key types of conflict present in multinational engineering 

teams, which include task conflicts, relationship conflicts, process conflicts, and cultural 

or organisational triggers (Bartel-Radic & Munch, 2023). Task conflict was normally due 

to disagreement in technical choices, project duty, and performance anticipation. Although 

such conflicts were disruptive, they sometimes had phases of productive discussion and 

creativity when resolved in the right way. Conflict and bad relations were, in their turn,  

more destructive and originated in interpersonal tensions, difficulties with communication, 
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and  mistrust  between  the  representatives  of  different  cultures  or  different  academic 

streams. They noted that process conflicts—over decision-making, allocating resources to 

a processing operation, and coordinating the processes—were found to intensify rapidly in 

projects wherein there was a lack of clarity in the underlying project governance structures 

(Brunet,  2021).  Lastly,  cultural  and  organisational  triggers  were  critical  factors  that 

influenced the level and the frequency of conflicts since differences in communication 

patterns, ethics, and professionalism frequently came into conflict in heterogeneous teams. 

Designedly, the results point to the fact that,  in the Australian setting, the problem of 

multicultural  labour  force  inclusion  and  that  of  Indigenous  involvement  also  add 

complexity to such conflict trends.

5.1.2  Psychological Drivers of Conflict Escalation

The second theme examined the psychological preconditions of enhancement of conflicts 

within multinational engineering teams. Emotional regulation failures would be among the 

most  significant  factors,  as  stress,  frustration,  and  anger  often  triggered  reactive 

behaviours that escalated conflicts (Md. Din & Ahmad, 2021). Misunderstandings were 

also increased and group boundaries entrenched by cognitive biases, including attribution 

mistakes and stereotypes. The forces of social identity, including the concept of highly 

diverse teams, strengthened the perspective of us against them and enhanced the in-group 

loyalties to the detriment of collaboration. Psychological demands, such as time pressure, 

resource limitations,  and safety,  were waves that  increased the stress-linked pressures, 

which rendered defensive or avoidant behaviour (van Vuuren, 2022). On balance, these 

results give evidence that conflict is a structural and organisational problem and is not the 

only site of the conflict problem, but indeed it is commonly a psychological problem that 

lives  at  the  levels  of  perceiving  and  judging  jujitsu  and  interacting  with  others.  This 

justifies the necessity to incorporate the psychological theories in managing conflicts in 

engineering projects, like emotional intelligence and cognitive dissonance.

5.1.3  HRM Practices and Leadership Strategies

The third theme was on the criticality of the HRM practices and leadership strategies in 

curbing conflict and facilitating collaboration (Qodir et al., 2025). It was seen that cross-

cultural training and some systematic team-building activities help to decrease the level of 

misunderstanding and increase the level of interpersonal trust, particularly in multinational 

and multidisciplinary projects. Stress and the need to read team dynamics as well as to be 

able  to  act  flexibly  were  requirements  that  could  only  be  addressed  with  emotional 

intelligence  as  a  core  ingredient  within  adaptive  leadership.  HR  strategies  to  enable 

psychological safety were also important, as they established cultures where employees 



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 93

had the freedom of presenting concerns and ideas as well as making errors without the fear 

of  being  penalised.  Illustrations  in  the  case  work  provided  clear  evidence  of  how 

successful  interventions  of  HRM,  e.g.,  clear  conflict  resolution  protocols,  mentoring 

systems, and an avenue of feedback, proved to be so critical in cutting off the risk of  

conflict escalation (Lomas, 2024). These results indicate that HRM is no side activity but 

rather a strategic driver of project success under complex engineering surroundings.

5.1.4  Case Studies of Engineering Projects

The fourth theme reviewed practical cases of the observed conflicts in the real world to 

demonstrate  their  practical  manifestations  and  resolutions.  Australian  projects  like  the 

Sydney Metro and mining projects in Western Australia displayed how challenging it can 

be  to  handle  multicultural  labour  and  extensive  systematic  conditions  and  necessitate 

quality involvement with Indigenous people (Leyton-Flor & Sangha, 2025). Such cases 

served as an indictment of culturally aware HRM practices and all-inclusive stakeholder 

engagement practices. Crossrail in the UK, the Three Gorges Dam in China, and Dubai 

Expo 2020 on the international level were the projects in which the task-related conflict, 

cultural divide, and psychological stress factors were evident. Effective instances showed 

how integrated HRM and psychological approaches—cross-cultural  training of leaders, 

collaborative platforms, and psychological safety—could be used to turn conflict into a 

source  of  creativity  and  problem-solving.  On  the  other  hand,  the  projects  that  had 

overlooked these factors came at an expensive cost of overrun, lost customer goodwill, 

and loss of stakeholder confidence (Doloi, 2013).

5.1.5  Case Studies of Engineering Projects (Multinational Cases)

Our multinational project cases show that conflict in engineering teams is a function of the 

dynamic interplay of cultural and communication differences, leadership expectations, and 

organisational  structure.  In the cases we have examined,  conflict  typically arose when 

technical coordination was tangled up in language barriers, cultural differences in working 

practices, and disagreements about leadership, responsibility and decision-making. These 

examples  suggest  that  multinational  engineering  conflict  cannot  be  reduced  to  an 

interpersonal issue, as it is also shaped by cultural and institutional factors. At the same 

time,  the  evidence  suggests  that  multinational  conflict  need  not  be  problematic.  With 

flexible leadership, cross-cultural training, and formal HRM, diverse engineering teams 

can use disagreement as a platform for cooperation, innovation and problem-solving. The 

multinational cases thus support the need for psychological, HRM and culturally sensitive 

leadership practices.
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5.1.6  Organisational Support Mechanisms

The theme shows that  the effectiveness  of  conflict  management  in  global  engineering 

teams is not solely determined by behaviour at the individual and leadership levels but 

also by the systems in place. The evidence reviewed suggests that formal human resource 

(HR)  policies  and  procedures,  conflict  management  procedures,  training  and  support 

mechanisms, and open communication channels play a critical role in de-escalating and 

facilitating  effective  resolution.  In  complex,  time-constrained  and  multicultural 

engineering environments, these systems apply structure, equity and consistency to the 

management  of  conflict.  They  also  contribute  to  a  sense  of  psychological  safety  by 

offering employees legitimate channels to voice concerns without fear of punishment or 

ostracism. Crucially, support systems also assist in shifting conflict management from an 

ad hoc to a proactive process. This is particularly important in multinational engineering 

environments, where misunderstanding may occur not only from interpersonal conflict but 

also from structural  and cultural  differences.  All  in all,  this theme shows that  conflict 

management needs to be supported by organisations and that formal support systems need 

to be accepted as part of a holistic approach to managing cognitive and cultural conflict in 

engineering teams.

5.1.7  Overarching Insights

Collectively, these results verify the truth in the statement that conflict in multinational 

engineering projects cannot be avoided but is not uncontrollable. The research indicates 

that both task and process types of conflict can be productive, should they be managed in 

an appropriate way, but relationship and cultural types of conflict are more problematic to 

the cohesion and the results of the team (Ronquillo et al., 2023). Psychological reasons 

enhance these conflicts, which should be considered by leaders and HR managers, and 

implement  strategies  that  pay  attention  to  emotional  control,  group  thinking  meta-

processes, and bias issues. Additionally, the case studies validate the assertion that HRM 

practices and leadership styles are critical in determining the differences between conflicts 

that degenerate into destructive directions and those that are converted to learning and 

innovation  opportunities.  The  Australian  context  has  a  peculiar  twist  to  it  given  that 

multiculturalism and Indigenous views present issues as well as opportunities to achieve 

inclusive conflict management (Ong, 2022).

Overall, the study provides evidence that managing conflict in multinational engineering 

projects needs an amalgamated model that incorporates psychological preferences and an 

HRM plan.  This  is  a  practice  that  can  help  reduce  risks,  on  top  of  bringing with  its 
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creativity, resilience, and sustainability to future-ready engineering teams ready to learn 

drilling in complex, high-stakes contexts.

5.2  Implications for Theory and Practice

5.2.1  Contributions to Psychological Theory

This paper contributes to psychological theory by enhancing the understanding of how 

individual  cognition,  emotion,  and  identity  processes  shape  conflict  in  multinational 

engineering  projects.  Although  organisational  psychology  has  long  studied  workplace 

conflict, most of the extant research has been conducted in homogeneous contexts or in 

generic business environments (Jiang et al.,  2025). By analysing cognitive and cultural 

conflict  in large-scale engineering projects,  this research extends theoretical debates in 

three interrelated areas: emotional regulation, cognitive bias, and social identity dynamics.

5.2.2  Emotional Regulation and Affective Responses

One of the clearest contributions is to theories of emotional regulation. Traditional models, 

such as (Zhang et al., 2022) process model of emotion regulation, highlight strategies like 

cognitive reappraisal and suppression as mechanisms individuals use to manage emotional 

responses.  This  study  shows  that  in  high-pressure  engineering  contexts,  failures  of 

emotional  regulation  are  not  simply  individual  shortcomings  but  are  influenced  by 

organisational and cultural dynamics. For instance, in cross-cultural teams, norms around 

emotional  expression  vary  significantly:  in  some cultural  groups,  direct  expression  of 

frustration is tolerated, while in others it is seen as deeply inappropriate. These findings 

suggest that existing theories of emotional regulation need to be adapted to account for 

cultural relativity and situational stressors in multinational workplaces. The contribution 

here is to highlight that emotion regulation cannot be treated as a purely intrapersonal 

process—it is also a socially and organisationally embedded phenomenon (Mathai, 2022).

5.2.3  Cognitive Biases in Multicultural Decision-Making

The study also expands the application of  cognitive bias theory in workplace conflict. 

Biases such as fundamental  attribution error,  stereotyping,  and confirmation bias  have 

long been studied in psychology (Eapen, 2024). However, this research demonstrates that 

in engineering teams, these biases are amplified under conditions of cultural diversity and 

task complexity. For example, when communication styles differ, attribution errors (e.g., 

assuming a colleague’s delay is due to laziness rather than cultural norms around indirect 

communication)  become  more  pronounced.  This  result  connotes  that  the  models  of 

cognitive bias should consider contextual cues, such as cultural distance and pressure on 
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the project.  The study adds to psychological  theory by showing that bias can escalate 

conflict in uncertain, diverse settings, in addition to being a mental shortcut.

5.2.4  Group Identity and Intergroup Dynamics

An  additional  contribution  is  to  social  identity  theory  (SIT)  and  its  organisational 

psychology extensions. According to SIT, people can be classified into groups, and this 

results in in-group favouritism and out-group bias. The study reveals the intensity with 

which such processes also occur in engineering projects where nationality, professional 

discipline,  and organisational  affiliation  overlap  (Denney & Marion,  2025).  Engineers 

with a diversity of cultural or corporate backgrounds tend to be strong identity-oriented 

subgroups, thereby causing competitive rivalry, insecurity, and lack of collaboration. The 

article  backs  the  expansions  of  SIT  that  underscore  the  constructed  fluidity  and 

situationality of identity in addition to the article’s proposal based on the reality that the 

salience  of  identity  has  a  contextually  increased  reaction  to  project  stressors  in 

multicultural  teams  across  engineering.  This  represents  a  theoretical  contribution  by 

illustrating  how  SIT  operates  in  environments  where  technical  pressures  and  cultural 

divides intersect (Ting et al., 2024).

5.2.5  Psychological Safety and Organisational Behaviour

Linked to  the  above is  the  contribution to  theories  of  psychological  safety,  originally 

articulated by (Weiner et al., 2021). Psychological safety describes the shared belief that a 

team is safe for interpersonal risk-taking. This research demonstrates that psychological 

safety is both a buffer and moderator of conflict escalation: teams with high psychological 

safety  experience  fewer  destructive  conflicts,  as  members  feel  able  to  clarify 

misunderstandings and admit mistakes without fear. In contrast, low-safety teams allow 

minor  disputes  to  escalate  into  entrenched  relationship  conflicts.  This  suggests  that 

psychological  safety  is  not  only  a  positive  team  climate  factor  but  also  a  critical 

psychological mediator of cross-cultural conflict, refining and extending the construct’s 

theoretical scope (Fujimoto & Presbitero, 2022).

5.2.6  Towards an Integrated Framework

Finally, the study contributes by proposing an integrated psychology–HRM framework, 

which brings together insights from emotional regulation, cognitive bias, identity theory, 

and  psychological  safety  (Paroli,  2024).  Most  existing  psychological  models  examine 

these processes in isolation; this research demonstrates that in practice they are mutually 

reinforcing mechanisms that explain why some conflicts spiral out of control while others 

are resolved constructively. By contextualising these theories in the HRM and leadership 



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 97

domain, the study urges other future research work to handle a system view of psychology 

rather than individualised psychology, taking into consideration that other contexts exist, 

such as team structures, leadership practices, and organisational cultures.

5.3  Implications for Theory and Practice

5.3.1  HRM and Engineering Management Implications

The  conclusion  of  this  research  has  important  consequences  with  regard  to  human 

resource  management  (HRM)  and  engineering  management.  The  multinational 

engineering projects are led at the border of technical perfection and cultural intricacy, and 

hence,  their  successful  management  should  be  oriented  both  towards  people-related 

problems and project-driven requirements. Through analysis of the emergence of conflicts 

that  are due to cognitive,  cultural,  and organisational  factors,  this  study highlights the 

importance of having the HRM practices and engineering management systems work in 

conjunction and not as independent silos (Jeske & Olson, 2025).

5.3.2  Cross-Cultural Training and Workforce Development

A direct implication of this in HRM is the need to place cross-cultural training as a core 

competency and not a peripheral developmental activity. The study established that task, 

relationship,  and  process  conflicts  mostly  rose  out  of  cultural  misunderstandings  and 

variations of communication. HR of the engineering companies should thus drop blanket 

diversity training and start to develop discipline-specific programmes that target cross-

cultural  collaborations  between  engineering  teams  of  different  cultural  origins.  This 

includes  the  provision  of  intercultural  skills  for  communicating to  the  employees,  the 

development  of  cultural  empathy,  and case-based learning based on the actual  project 

situations.  In  the  context  of  engineering  management,  this  means  integrating  culture 

training within project onboarding so that each team member has a common starting point 

in regard to how cultural  norms might  shape communication,  hierarchy, and problem-

solving (Gregory et al., 2022).

5.3.3  Enhancing Psychological Safety and Employee Wellbeing

The other noteworthy effect is on the functions of HRM in establishing psychological 

safety structures.  The results indicated that  at  low psychological  safety small  conflicts 

degenerate to become ingrained battles and destroy morale and productivity. One of the 

HR approaches, therefore, should be aimed at creating trust climates, where employees 

can speak up, confess mistakes, and offer recommendations and solutions without being 

afraid  of  the  repercussions.  Engineering  management-wise,  this  translates  to  the 
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embracing of the models of project governance that are conducive to free channels of 

communication and the reward of openness. The leaders should be trained to be supporters 

of  dialogue  and  making  safety  and  well-being  choices  to  be  seen  as  performance 

facilitators and not an afterthought event (Maloney, 2025).

5.3.4  Integrating HRM with Project Leadership

The paper also reveals the necessity of integration between the project  leadership and 

HRM. HR services are too easily marginalised as administrative help or left as the purview 

of the engineering managers to resolve complicated team interactions. This study indicates 

that  successful  management  of  conflicts  relies  on  mutual  ownership:  HR  should 

implement the models of training and mediation, as well as performance management, and 

the  engineering  leaders  should  adjust  these  models  to  the  specifics  of  the  project 

conditions.  The  collaborative  nature  of  this  approach  enables  real-time  conflict-

management processes that can be implemented throughout the project execution process, 

as opposed to the reactive processes that have to be implemented after challenges develop 

(J. Paul, 2025).

5.3.5  Adaptive Leadership in Engineering Situation Cases

The findings confirm to the engineering management that adaptive leadership styles are 

needed.  Conventional  command-and-control  leadership  styles  do  not  work  in 

multinational  teams  well  since  they  can  conflict  with  the  varying  cultural  beliefs  on 

hierarchy  and  decision-making.  Adaptive  leadership,  characterised  by  emotional 

intelligence,  flexibility,  and responsiveness,  has  become a  crucial  factor  for  achieving 

project  success.  HRM  should  consequently  make  sure  that  leadership  development 

programmes focus on soft skills like listening skills, empathy, and conflict management, 

along with the ability. The engineers must be provided with a coaching and mentoring 

system where the engineering managers will be assisted in handling cultural diversity and 

psychological pressure within their departments (Ganesan, 2025).

5.3.6  Ensuring HRM Is Embedded in Project Lifecycle Management

Another implication of this aspect is the need to integrate HRM practices in the project 

lifecycle. The conflict behaviour would vary when it comes to the design, building, and 

delivery of a construction project.  HR participation is not supposed to be restricted to 

recruitment and initial education; rather, HR policies have to follow the project stages. As 

an example,  in the planning phase,  HR can organise team-building workshops;  during 

execution, it can check the stress levels and the way work is distributed; and during project 

closure, it can conduct a post-project review capturing lessons learned. The approach to 
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this lifecycle means that the engineering management doesn’t  have to be reactive to a 

problem; instead, the HR support can be tailored in accordance with the operations.

5.3.7  Human Resource Systems Strengthening Global Mobility

With the use of a multinational and mobile workforce in engineering, the HRM systems 

should  also  be  changed/adapted  to  accommodate  global  mobility  and  workforce 

integration  (Smerek  et  al.,  2021).  The  paper  has  also  noted  how  national  and 

organisational  identity  can  bring  divisiveness  to  a  team.  The  HR  can  kerb  this  by 

developing policies  that  foster  equitable  rotation of  international  staff,  open expatriate 

assignments, and inductive processes of foreign experts into their respective organisations. 

In  the  case  of  engineering management,  this  means that  globally  mobile  staff  can no 

longer be marginalised within the projects, but instead, they ought to be incorporated as 

part and parcel of decision-making and leadership matters.

5.3.8  Strategic Alignment and Organisational Learning

Lastly, the study emphasises that HRM and engineering management should collectively 

pursue organisational learning as a strategic imperative. Multinational projects are bound 

to witness conflicts, but it is important to consider them having learning opportunities. HR 

needs to apply conflict tracking systems and base training and leadership courses on the 

accumulated  data  to  facilitate  the  enhancement  of  the  programmes.  Engineering 

management ought to incorporate these into the knowledge management systems in a way 

that lesson replacement in one project is used in the design and implementation of the 

other projects (Riswanto & Sensuse, 2021). This is a perpetual mechanism to shift conflict 

away as a liability to the engine of organisational resilience and innovation.

5.4  Recommendations for Engineering and HRM Practitioners

Cognitive,  cultural,  and  organisational  conflict  in  multinational  engineering  projects: 

current  analysis  points  out  some  crucial  requirements  of  both  integrated  proactive 

approaches  by  Human  Resource  Management  (HRM)  professionals  and  engineering 

managers.  The  following  recommendations  are  meant  to  serve  as  a  guiding  path  for 

practitioners who would want to lessen conflict,  encourage collaboration, and embrace 

diversity as a project performance and innovation facilitator.

5.4.1  Institutionalise Cross-Cultural Training

One of the most pertinent suggestions it  makes is that HRM practitioners need to put 

behind  the  one-off  cultural  awareness  sessions  and  institutionalise  the  idea  of  cross-

cultural training as an ongoing learning process. Training should also be project-based, 
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bringing into focus actual cultural and disciplinary issues, which are likely to arise in the 

process of design, construction, and delivery. Role plays, case-based simulations, and peer 

learning  practices  are  also  ways  through  which  teams  can  be  swept  ahead  of  a 

misunderstanding.

To engineering managers, this implies integrating cultural training in the onboarding of 

projects and reviews of milestones. Managers ought to periodically evaluate the impact 

and influence of cultural norms on communicating standards, decision-making processes, 

and  hierarchy  in  groups  (Porath,  2023).  Making  this  practice  institutional  eliminates 

friction, but it also normalises diversity as a resource-based concept or an asset rather than 

a challenge.

5.4.2  Embed Psychological Safety into Project Governance

The absence of psychological safety tends to cause conflict escalation. The key roles in 

this context demand HRM practitioners to facilitate the application of the psychological 

safety framework, which should promote open communication, reporting of errors, and 

feedback that is positive. As an example, frequent climate surveys where the surveyee 

remains  anonymous  can  serve  to  pinpoint  tensions  that  are  just  beginning  to  build, 

whereas formal debriefs can reveal issues that people might not otherwise be willing to 

report (Arundel, 2023).

To strengthen these frameworks, these engineering leaders need to show vulnerability and 

openness,  as  it  is  a  cue  that  there  is  no  stipulated  punishment  after  making  a  wrong 

decision  or  disagreeing  with  the  leader.  PS  Incorporating  psychological  safety  as  a 

quantified performance metric in project governance functions can help organisations to 

internalise it as a productivity-enabling strategic component instead of a so-called soft by-

product.

5.4.3  Align HRM Systems with Project Lifecycle Phases

There are conflicts at various stages of a project. This is because HRM practitioners must 

ensure that HR policies and support mechanisms are aligned to project lifecycle stages 

(Mathew et al., 2023). At initial phases, there must be emphasis on establishing teams, 

integration of cultural concepts, and expectation-setting. In its execution process, HRM 

ought  to  focus  on  stress  management,  workload  balancing,  and  conflict  mediation 

mechanisms. At close, the HRM should be able to undertake lessons-learned workshops, 

which  should  incorporate  technical  as  well  as  interpersonal  lessons  as  part  of  the 

organisational learning. The reviews manager will have to be proactive in coordinating 

with HR departments at these steps and make sure that people-related strategies develop at 
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the same pace as technical milestones. Such alignment makes sure that the HR support is 

not fixed but rather active and reactive to the changes in the project issues.

5.4.4  Foster Adaptive Leadership through Development Programs

HRM practitioners ought to prepare leadership development programmes in such a way as 

to empower engineering leaders with adaptive leadership abilities (emotional intelligence, 

empathy, and situational awareness) in combination with expertise (Dr. Dinesh Gabhane1, 

Dr. Aarti Sharma2 & Dr. Dhanashree Katekhaye4, 2025). The coaching and mentoring 

programmes must tend to put the project leaders in the real situations of conflicts and 

teach them to react flexibly instead of responding strictly. With respect to engineering 

managers, embracing adaptive leadership leads to a shift from the command-and-control 

model  to  having  inclusive  and  facilitative  leadership.  Leaders’  ought  to  be  taught  to 

interpret  group  dynamics  and  stress  cues  and  modify  their  styles  in  relation  to  the 

composition of the team at hand and the kind of project. This dynamic style will help 

managers  to  manage  heterogeneous  teams  without  any  culturally  confined  leadership 

practices.

5.4.5  Develop HR–Engineering Partnerships for Conflict Resolution

Joint HR/engineering task forces to prevent and resolve conflict is one of the strongest 

recommendations.  HR  professionals  have  experience  in  mediation,  training,  and 

psychological safety, and engineering leadership has contextual knowledge of technical 

pressures and organisational constraints (Tuorila, 2025). The two functions can formulate 

real-time  conflict  management  mechanisms,  which  would  enable  teams  to  eliminate 

conflicts before they develop to stage two. It is also expected that these partnerships be 

applicable to policy co-creation. As an example, HR and engineering management can 

work  out  together  codes  of  conduct  by  which  behavioural  expectations,  reporting 

mechanisms,  and processes of  escalation are specified with reference to multinational, 

multicultural project contexts.

5.4.6  Build Systems for Knowledge Capture and Organisational Learning

When handled in an appropriate manner, conflicts are great learning experiences. HRM is 

required to set mechanisms of recording and monitoring conflict cases, their root causes, 

resolution procedures, and results (P. Pacheca & P. Ruiz, 2025). This information should 

further be used in constant training and development of leadership. Such insights should 

be incorporated through the engineering managers into knowledge management systems 

like project databases, after-action reviews, and technical handbooks. Institutionalisation 

of insights on conflict helps the organisations attain a situation where the future projects 
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can take advantage of accumulated learning and the probability of repeating the same 

mistakes is minimised.

5.4.7  Strengthen Global Mobility and Workforce Integration Policies

Expatriate assignments, staff rotation, and reintegration—As with an increased level of 

global mobility of the staff involved in an engineering project, HRM practitioners need to 

establish open and fair rules in the expatriate assignments, staff rotation, and reintegration 

(Jawad, 2020). These policies are supposed to cater to the matters of cultural isolation, role 

definition,  and  career  development  in  mobile  personnel.  In  their  turn,  engineering 

managers are to consider that the mobile and international workforce should not be pushed 

aside but should be incorporated fully into the project decision-making frameworks. To be 

inclusive,  representation,  both  in  the  top  positions  and  in  forums  where  people  are 

solicited and valued for the perspectives they hold, should be balance

5.4.8  Leverage Technology for Conflict Prevention and Collaboration

It is also possible to ensure the prevention of the conflict with the help of technology. 

They should integrate and initiate collaborative applications wherein the engineering and 

HRM managers deploy mutually common platforms, e.g., common project management 

software  applications  and  common  communication  instruments,  which  minimise 

misunderstandings that occur due to multiple fragmentations in information transfer (Galli, 

2022). The platforms may also accommodate features such as multilingual communication 

and  shared  dashboards,  so  there  is  transparency  within  culturally  diverse  groups. 

Meanwhile, the employee engagement monitor, stress level, and feedback trends could be 

tracked with the help of the digital tools, which would allow the HR and project leaders to 

improve the working situation as soon as possible. Technology, when used responsibly, 

therefore becomes a proactive tool for identifying conflicts and resolving them.

5.4.9  Policy Recommendations for Industry Standards

Business practice changes in organisations are required, but there is also a necessity for 

industry-level  reforms (Hubbart,  2023).  HRM scholars  and professional  leaders  in  the 

engineering field ought to urge professional associations and government regulators to add 

cultural competence and conflict management as formal engineering accreditation bodies 

and to project management certification. With skills being made into industry standards, 

organisations will be motivated to institutionalise these skills as opposed to viewing them 

as a discretionary process.



Resolving Cognitive and Cultural Conflict in Multinational Engineering Teams Dr. Vimlesh Kumar Singh

European International University (EIU-Paris)  |  Doctoral Thesis 103

5.4.10  Integrating Recommendations into Strategic Objectives

Lastly,  HRM/engineering  practitioners  should  make  sure  that  such  guidelines  do  not 

constitute  single  activities  but  are  incorporated  into  organisational  strategic  goals. 

Performance  indicators  that  should  be  associated  with  conflict  management  activities 

should be projected delivery times in  projects,  cost  control,  worker  retention,  and the 

results of innovation. Measurement of conflict management will help organisations make 

it an organisation-wide strategic success component and part of long-term organisational 

culture and competitive advantage (Meiring, 2024).

5.5  Limitations of the Study

Every  research  project  has  inherent  limitations  that  shape  the  interpretation  and 

generalisability of its findings, and this study is no exception. While the investigation into 

cognitive and cultural conflict in multinational engineering teams offers valuable insights, 

several constraints must be acknowledged.

5.5.1  Reliance on Secondary Data

The  most  significant  limitation  stems from the  reliance  on  secondary  qualitative  data 

sources, including journal articles, case studies, and industry reports. Although secondary 

data  provided  access  to  a  broad  range  of  perspectives  across  different  engineering 

contexts, the researcher had limited control over the design, scope, and methodological 

rigour of the original studies (Escudero-Mancebo et al., 2023). For example, some case 

studies  lacked  transparency  in  sampling  procedures  or  omitted  crucial  details  about 

participant demographics. This constraint introduces variability in data quality, which may 

have influenced the thematic synthesis and the robustness of derived conclusions.

5.5.2  Contextual and Geographic Boundaries

Although the review incorporated both Australian and multinational project contexts, the 

findings are context-specific and may not fully capture conflict dynamics in regions with 

different socio-cultural or industrial environments. For instance, projects in Scandinavian 

countries  or  in  emerging  markets  such  as  Sub-Saharan  Africa  might  display  distinct 

cultural triggers and organisational practices not well reflected in the chosen literature. As 

such, the ability to generalise the proposed conceptual framework beyond the contexts 

explored is somewhat restricted (Salawu et al., 2023).

5.5.3  Interpretive Nature of Analysis

The study adopted  an  interpretivist  paradigm and employed thematic  synthesis  as  the 

primary analytical tool. While this approach allowed for rich interpretation and conceptual 
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depth,  it  inevitably  carries  a  degree  of  subjectivity.  The  researcher’s  lens,  shaped  by 

theoretical knowledge of psychology and HRM, may have influenced how codes were 

constructed and themes were integrated. Although steps were taken to ensure reflexivity 

and  consistency,  such  as  repeated  coding  cycles  and  cross-comparison  with  existing 

frameworks, the interpretive nature of the analysis cannot be fully eliminated (Dlamini, 

2025).

5.5.4  Limited Empirical Validation

Another  limitation  is  the  absence  of  primary  data  collection,  which  restricted  the 

opportunity to validate the conceptual framework directly with engineering practitioners 

or HR professionals. Without interviews, surveys, or focus groups, the framework remains 

theoretically  grounded  but  empirically  untested.  As  a  result,  while  the  proposed 

recommendations are evidence-informed, their practical feasibility, particularly in high-

pressure engineering project environments, requires further empirical validation (Asafo-

Adjei & Adu, 2025).

5.5.5  Temporal Constraints

Given the rapid evolution of global engineering practices and the growing influence of 

digital technologies such as AI-driven project management tools, the findings represent a 

snapshot in time rather than a dynamic, longitudinal perspective. Conflicts that emerge 

today may differ significantly in the coming decade as automation, hybrid work structures, 

and new sustainability requirements reshape the workforce. Thus, the study’s conclusions 

should be viewed as time-bound and subject to future revision.

5.6  Future Research Directions

The  limitations  of  this  study  open  multiple  avenues  for  future  inquiry  into  conflict 

management in multinational engineering teams. As global infrastructure projects continue 

to  expand in  scale  and complexity,  future  research  can  both  validate and  extend the 

framework proposed here,  ensuring that  it  remains relevant  in  changing contexts.  The 

following directions are recommended.

5.6.1  Empirical Validation of the Integrated Framework

The  most  immediate  avenue  for  future  research  lies  in  the  empirical  testing  of  the 

integrated  psychology–HRM  framework  proposed  in  this  dissertation  (Pantih,  2024). 

While the current study relied on secondary data, future investigations should incorporate 

primary  data  collection  through  interviews,  surveys,  or  ethnographic  methods.  For 

instance,  researchers  could  survey  engineers  and  project  managers  involved  in 
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multinational  projects  to  assess  whether  the  dimensions  identified  here—such  as 

emotional intelligence, attributional tendencies, and psychological safety—map onto their 

lived experiences. Statistical techniques such as structural equation modelling (SEM) or 

multilevel  regression  analysis  could  then  be  used  to  test  the  relationships  between 

psychological drivers, HRM practices, and conflict outcomes. Such empirical validation 

would not only reinforce the theoretical contributions of this thesis but also ensure its 

practical utility in project environments.

5.6.2  Longitudinal Studies of Conflict Dynamics

Future research should also adopt a longitudinal design to capture how conflicts evolve 

over  time  (Olsson  et  al.,  2022).  Engineering  projects  are  inherently  long-term,  often 

spanning years or even decades, and conflict dynamics may shift as teams move through 

phases  of  design,  construction,  and  delivery.  For  example,  task-related  disputes  may 

dominate  in  the  early  design  phase,  whereas  interpersonal  and  cultural  tensions  may 

become  more  prominent  during  the  high-pressure  construction  stage.  By  tracking  the 

temporal  trajectory  of  conflict,  future  studies  could  provide  more  nuanced 

recommendations  for  when  interventions  such  as  cross-cultural  training  or  leadership 

coaching are most effective (Urgun et al., 2025).

5.6.3  Comparative Cross-National Studies

Given the  global  nature  of  engineering projects,  comparative  research across  different 

national  and  regional  contexts  is  crucial.  While  this  study  highlighted  global  and 

Australian  perspectives,  more  attention  should  be  given  to  how conflict  manifests  in 

projects situated in Asia, Africa, Europe, and the Middle East. For example, collectivist  

cultures in East Asia may prioritise harmony and indirectly express conflict, whereas more 

individualistic Western contexts may encourage open debate. Comparative cross-national 

studies could therefore highlight cultural variations in conflict triggers, escalation patterns, 

and effective interventions (H. Wang & Hui,  2025).  Such research would broaden the 

generalisability of findings and refine cross-cultural HRM practices.

5.6.4  Indigenous Engagement and Localised Frameworks

In  the  Australian  context,  one  of  the  most  significant  directions  for  future  research 

involves  exploring  Indigenous  engagement  in  engineering  projects.  While  this  study 

acknowledged the importance of Indigenous perspectives, future research could develop 

localised  frameworks  that  integrate  Indigenous  knowledge  systems,  conflict  resolution 

traditions, and community expectations into project management. Such work would not 

only improve equity in project  delivery but  also offer globally transferable lessons on 
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incorporating marginalised voices into multidisciplinary team settings (Opia & Matthew, 

2025).

5.6.5  Technological Mediation of Conflict

Another  emerging area  for  investigation  is  the  role  of  digital  technologies  in  shaping 

conflict  dynamics.  With  the  rise  of  remote  collaboration  platforms,  AI-driven  project 

management tools, and virtual engineering simulations, conflicts are increasingly mediated 

by  technology.  Future  studies  could  explore  how digital  platforms  both  mitigate  and 

exacerbate  cognitive  and  cultural  tensions.  For  instance,  while  virtual  platforms  may 

reduce face-to-face confrontations, they may also amplify miscommunication and reduce 

opportunities  for  informal  relationship-building.  Integrating  insights  from  cyber-

psychology into  engineering  management  research  could  therefore  provide  timely  and 

innovative contributions (Wen et al., 2024).

5.6.6  Expanding Psychological Dimensions

While this study focused on emotional intelligence, cognitive dissonance, social identity, 

and  attribution  theories,  future  research  could  expand  the  psychological  lens  further. 

Potential areas include:

• Resilience theory, to understand how individuals recover from repeated project 

stressors.

• Motivation  theories,  to  explore  how  incentives  align  or  conflict  with  team 

collaboration.

• Personality frameworks, such as the Big Five, to investigate how dispositional 

differences contribute to or buffer against conflict escalation.

By integrating these additional psychological theories, researchers could develop an even 

more comprehensive understanding of individual-level drivers of conflict in engineering 

teams.

5.6.7  HRM Interventions and Organisational Learning

Future research should also examine the effectiveness of specific HRM interventions in 

managing conflict. For example, while cross-cultural training is widely advocated, there is 

limited empirical evidence on its long-term impact in engineering settings. Future studies 

could  conduct  quasi-experimental  designs  where  one  project  team  receives  targeted 

interventions (e.g., diversity workshops, conflict coaching, or mentorship programs) and 

another does not, thereby generating comparative insights into the effectiveness of HRM 

practices. Beyond interventions, there is also scope to explore how organisations build 
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institutional memory around conflict—capturing lessons learned and embedding them into 

project governance frameworks (Chiponde et al., 2024).

5.6.8  Sustainability, Ethics, and Conflict

As sustainability imperatives become central to engineering projects, future research could 

explore how conflicts intersect with ethical and environmental concerns. As an example, 

the  project  manager’s  department,  which aims to  achieve  cost-effectiveness,  can have 

conflicts  with  the  engineers  or  community  stakeholders  whose  main  concern  is 

environmental sustainability. Comparatively, ethical issues in the supply chain, like the 

working  behaviour  of  the  multinational  organisations  when  hiring  people,  may  arise. 

Incorporating the conflict research with the lens of sustainability and ethics, one can add 

global perspectives just as the United Nations Sustainable Development Goals (SDGs)

(Caudill et al., 2024).

5.6.9  Research Collaborations across the Disciplines

Lastly, the research in the future should seek intra-disciplinary alliances amongst scholars 

in  the  fields  of  psychology,  engineering,  HRM,  sociology,  and  Indigenous  studies. 

Engineering  conflict  is  a  multi-faceted  problem  that  cannot  be  properly  represented 

through the lens of a solitary discipline. A team that performs collaborative studies might  

develop  blended-based  studies  that  involve  surveys,  interviews,  and  ethnographic 

observation, and this combination would give a more in-depth and balanced view (Kaliisa, 

2022).
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C H A P T E R  6

Conclusions

As stated in the dissertation, this research aimed at explaining the intricate relationship 

between psychological elements, HRM practices, and conflict dynamics within the team of 

multinational engineers. By so doing it aims at traversing disciplinary borders that have 

continued  to  study  these  issues  separately.  The  research  has  shown  that  engineering 

project  conflicts  cannot  be  considered  as  solely  organisational  issues  or  interpersonal 

conflicts by synthesising the literature of sectors of psychology, engineering management, 

and human resource management, as well as relying on case studies in both global and 

Australian contexts (Bruce et al., 2025). Rather, they are framed in the larger context of 

cultural,  psychological,  and  organisational  scripts  in  which  the  engineering  thinkers 

operate.

Among the main findings of this study, the idea that conflict within engineering projects is  

not only unavoidable but also constructive, when handled correctly, deserves to be put in 

words. Conflict over task-related issues may promote innovative and creative problem-

solving,  but  when it  remains unresolved, it  tends to bleed into relationship issues and 

process  failures  that  undermine the  project  outcomes.  The psychological  motives,  i.e., 

cognitive shortcuts, emotional control shortcomings, and identity-related tensions, are not 

secondary but lie at the root of the way conflicts intensify. This underlines the necessity of 

HRM  practices  that  take  explicit  account  of  and  address  these  psychological 

underpinnings and focus on procedural/compliance solutions only (Nair, 2024).

Also, it is the thesis that cultural and contextual sensitivity is gaining prominence. A field 

of engineering can be a really international discipline, and the projects may cover several 

regions, languages, and customs. The case studies in Australia depict that multiculturalism 

and  engagement  with  the  Indigenous  involve  challenges  and  opportunities,  too. 

Observations of these cases can be expressed in the statement that conflict management 

should not  be  isolated and disjointed from a wider  array of  issues concerning equity, 

representation, and inclusivity. The international case studies also confirm that the tension 

arising in multinational teams occurs in a different way, but it is characterised by various 

organisational and cultural norms. This comparative standpoint strengthens the position 

that a universal template cannot be tireless, and there is a necessity for flexible, situation-

specific approaches.
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Another contribution to this dissertation is that it proposes an integrated psychology-HRM 

framework.  The framework merges  psychological  theories  of  behaviour,  thinking,  and 

emotion  with  training,  leadership  development,  and  organisational  support  as  HRM 

practices. It does not only serve as a conceptual instrument to the scholars but also as a 

guiding hand to the professional. Although it would need some empirical experimentation 

and  polishing,  it  is  a  beginning  to  more  holistic  methods  of  developing  conflict 

management in complex, interdisciplinary worlds (Smolka et al., 2021).

In  the  future,  the  study  can  have  practical  value  among  engineering  managers,  HR 

specialists,  and  policymakers.  Organisations  can  change  conflict  into  a  resilience  and 

innovation  booster  by  reducing  the  adverse  impact  on  the  organisation  by  embracing 

strategies capable of stimulating a psychologically safe environment, encouraging cross-

cultural communication, and developing leaders that embrace emotional intelligence. The 

proposals provided by this thesis are not prescriptive but are rather suggestive, bearing in 

mind that no two projects are the same and they all need solutions that are informed by 

context.

To  sum  up,  the  given  dissertation  confirms  that  solving  the  problem  of  conflict  in 

multinational engineering teams is not only a technical or management need, but a human 

one. People deliver on projects that treat them as individuals, value them as individuals, 

and enable them to perform with their best efforts. Combining psychology with the study 

of HRM, future engineering projects have the potential to go beyond merely providing 

infrastructure  and  additionally  create  the  blueprint  of  an  inclusive,  collaborative,  and 

sustainable mode of working. Although this aspiration is ambitious, it is important in a 

time and age where it is becoming more and more apparent that engineering is becoming 

central to meeting the most pressing positions of the world.
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