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Abstract: 

In an era of increasing globalization and digitalization, hybrid and intercultural teams have become a 

key structural element in German companies pursuing nearshoring and offshoring strategies. However, 

these teams are particularly vulnerable to conflict due to cultural differences, communication barriers, 

and divergent working styles. This paper explores preventive conflict management strategies designed 

to address these challenges before escalation occurs. Drawing on established theories such as Glasl’s 

conflict escalation model and the Dual Concern Model, the study outlines practical approaches including 

intercultural training, role sensitization, and team composition techniques like the “N minus 1” staffing 

strategy. By integrating current empirical research and conceptual frameworks, the paper identifies 

actionable recommendations for managing conflict in hybrid and intercultural team settings. These 

include promoting open communication, aligning cultural expectations, and fostering trust and cohesion 

through shared experiences. The findings underscore the importance of proactive, culturally sensitive 

leadership and structured coordination mechanisms. Ultimately, the study argues that organizations 

capable of leveraging cultural diversity not only mitigate conflict but also enhance innovation, efficiency, 

and long-term viability of global collaboration models. The insights provided offer valuable guidance for 

managers and HR professionals seeking to optimize team performance in complex intercultural 

environments. 
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Introduction 

An increasing number of German companies are utilizing Nearshoring and Offshoring strategies to 

reduce corporate costs and compensate for the shortage of skilled workers. This significantly alters the 

work structure. The collaboration of team members in hybrid and intercultural teams faces the challenge 

of overcoming cultural differences, communication barriers, and diverse work styles shaped by different 

backgrounds. These conflicts have a significant impact on team dynamics and productivity (Henze, 

2009). 

This paper examines preventive strategies and methods of conflict management and demonstrates how 

they can be effective in intercultural teams. To this end, current studies and theories on global conflict 

resolution and intercultural management will be consulted. From this approach, the following research 

question can be derived: "How can hybrid and intercultural teams, emerging from Nearshoring and 

Offshoring processes in German companies, effectively manage conflicts preventively, and which 

conflict management methods are particularly suitable?" 

In addressing the research question, challenges such as the integration of empirical data and the 

effectiveness of various conflict management strategies will be explored. A practice-oriented perspective 

facilitates the transfer of theoretical findings to corporate situations, enabling the identification of 

concrete recommendations for action for companies. 

These recommendations aim to support leaders and companies in promoting effective teamwork in 

culturally diverse contexts, which will not only enhance the quality of work but also foster the long-term 

acceptance of such work models. The study offers insights into suitable methods, such as intercultural 

training and digital solutions, helping companies successfully navigate these challenges and promote 

innovation and efficiency in global work models. 

Fundamentals of Conflict Management 

Conflict The term "conflict" originates from the Latin word "conflictus," meaning "clash" or "struggle," 

and was already in use in German in the 18th century. Fundamentally, conflicts indicate problems arising 

from the incompatibility of differing interests and views (Wimmer, 2006). 

Conflict Management Conflict management can be understood as a steering process in which those 

involved learn to arrive at a common understanding of a problem and subsequently find a solution 

(Schwarz, 2006). It encompasses the practical handling of conflict situations (Mai & Müller, 2011). 

Intercultural Conflicts Intercultural conflicts are significantly shaped by intercultural perceptions. 

These perceptions are often influenced by ethnocentrism, which impacts the process of conflict 

evaluation (Mattl, 2006). 

https://doi.org/10.51137/wrp.ijcod.2025.ckci.45859
https://www.wr-publishing.org/


International Journal of Coaching and Organizational Development (ISSN: 3052-3974) 

an Open Access journal by Wohllebe & Ross Publishing, Germany. 

Volume: 01 Issue: 02 Year: 2025 

https://doi.org/10.51137/wrp.ijcod.2025.ckci.45859  

 

 

 

Wohllebe & Ross Publishing, Germany – The Open Access Publisher. 

More information and current publishing opportunities at wr-publishing.org 

Intercultural Encounters In intercultural encounters, differences in communication styles and 

behaviors can emerge as obstacles or disruptive factors in the understanding process, thus giving rise 

to conflicts (Sadri & Flammia, 2011). 

Nine Stages of Conflict Escalation According to Glasl 

Glasl's concept for conflict diagnosis and resolution can be effectively applied to intercultural situations 

(Glasl, 1990). His "Phase Model of Escalation" describes how conflicts often unintentionally escalate 

and develop a self-destructive dynamic if not actively controlled. To illustrate this process, Glasl 

designed a model with nine successive escalation stages. This model shows how conflicts can 

progressively intensify if no deliberate countermeasures are taken. It provides a structured framework 

for understanding the development of conflicts and developing appropriate intervention strategies, even 

in intercultural contexts. 

Glasl's conflict escalation model describes the dynamics and escalation of conflicts across nine stages, 

ranging from initial hardening to mutual destruction. Conflicts often begin as "cold conflicts," where 

disagreements go unnoticed, and evolve through open confrontations ("hot conflicts") into destructive 

disputes. 

In his model, Friedrich Glasl describes nine escalation stages of a conflict, divided into three main 

phases. The Win-Win Phase, where conflicts are resolvable and both parties benefit, includes three 

stages: 

1. Hardening: This describes the clash of differing opinions. Initial tensions arise here, but they 

can still be resolved through discussion. 

2. Debate: In a debate, positions can solidify, and parties try to convince the other of their own 

stance. Objective arguments give way to emotional attacks. 

3. Actions instead of Words: This occurs when communication is reduced, and initial actions are 

taken to assert one's position. 

The Win-Lose Phase, where one party attempts to dominate the other, is divided into three further 

stages:  

4. Coalitions: Conflict parties seek support from third parties to strengthen their position, leading 

to the formation of alliances.  

5. Loss of Face: This stage is described when one party is publicly discredited. The conflict thus 

becomes more personal and hurtful.  

6. Threat Strategies: Threats are made to put pressure on the other party, which massively 

deteriorates the relationship. 
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Finally, there is the Lose-Lose Phase, where both parties lose, and conflicts can end destructively. 

Glasl's model helps to recognize the degree of conflict escalation and develop appropriate intervention 

strategies; accordingly, this can be particularly beneficial for leaders and mediators. In these three 

stages—Limited Destruction, Fragmentation, and Together into the Abyss—the goal is, on the one hand, 

to harm the opponent, even if it brings self-disadvantage; above all, this is about demonstrating power.  

7. Limited Destruction: The aim is to damage the opponent, even if it leads to self-disadvantage, 

primarily to demonstrate power.  

8. Fragmentation: This prevails once the opposing party is to be destroyed or eliminated. Any 

cooperation thereby ends. 

9. Together into the Abyss: Finally, this refers to mutual destruction, where the conflict has 

escalated so much that both sides are willing to harm themselves to annihilate the other. 

Glasl describes the transition between the escalation stages as „slipping from one regression level to 

an even lower regression level" (Glasl, 1990). He emphasizes that so-called regression thresholds 

exist between stages 3 and 4, and between stages 6 and 7. These thresholds mark changes in the 

attitudes and behavior of the conflict parties. For each escalation stage, Glasl proposes specific 

intervention methods, including moderation, third-party mediation, arbitration, or external power 

interventions. This approach also applies to intercultural conflicts, as demonstrated by Keashly and 

Fisher (1996) and Ropers (1995) (Molzbichler, 2005). 

Kaune (2010) emphasizes that conflicts should be identified and addressed early. With an increasing 

degree of escalation (Glasl, 2011), the probability of successfully controlling and resolving the conflict 

decreases. 

Definition of Hybrid and Intercultural Teams 

Virtual teams are defined as a group of distributed workers with diverse skills who focus temporarily or 

continuously on a specific goal (Minder, 2020). Hybrid teams, a specific form of work group, combine 

intercultural and collaborative characteristics. They are comprised of members from different cultures 

who collaboratively work towards a defined objective. In doing so, they engage in direct exchange, 

assume various roles, and coordinate their activities through effective communication (Boedeker, 2011). 

Characteristics of hybrid teams are their synergies, which lead to an overall performance exceeding 

the sum of individual capabilities. Furthermore, a well-structured work organization with clear 

responsibilities and efficient processes plays a crucial role for successful collaboration. Equally 

important is a positive team culture, which, through a communicative, creative, and performance-

enhancing environment, strengthens cohesion and fosters a "we-feeling" (Boedeker, 2011). These 
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characteristics differentiate hybrid teams from loose working groups and contribute to above-average 

results through their high commitment and innovative problem-solving. 

It is important to emphasize that due to the diverse perspectives arising from different disciplines, 

interests, and mental imprints, a single, uniform definition for an intercultural conflict cannot exist. In this 

context, reference is made to Stella Ting-Toomey's definition: "Intercultural conflict is defined as the 

perceived or actual incompatibility of values, norms, processes, or goals between at least two cultural 

parties over content, identity, relational, and procedural issues" (Ting-Toomey, 1999). An intercultural 

conflict also occurs when one party feels that their way of thinking, feelings, or desires – at the level of 

their satisfaction, identity, relationships, or behavior – is being impaired (cf. also Glasl's conflict definition: 

Glasl, 1990). 

Conflicts are increasingly shifting to the organizational level. Organizational conflicts include, among 

others, change and structural conflicts. The analysis of conflicts in (international) companies or 

organizations often remains at this meso-level and rarely considers deeper conflict levels. These include 

conflicts within groups, between two individuals (pair conflicts), in triangular constellations, or at an 

individual level. Organizations emerged in response to a central and persistent conflict – namely, the 

conflict between groups. Groups, by their nature, are not inherently designed for sustained cooperation, 

which leads to many organizational conflicts being attributable to disputes between (sub-)groups 

(Schwarz, 2006). 

Conflict Types in Intercultural Teams 

From a comprehensive analysis of conflict-theoretical discussions, Glasl derives a series of categories 

from which he develops an intervention-oriented conflict typology relevant for the development of 

solution strategies. He distinguishes between the dimensions of: Arena (micro, meso, and macro 

levels), Scope (friction, positional struggle, and system change), and Manifestation (form-bound, form-

free, hot, and cold conflicts). 

Regarding solution strategies, a distinction can be made between intercultural conflicts, selections, 

compromises, and new creations. Even if not every social conflict can be clearly assigned to one of 

these categories, they describe the cornerstones of a matrix that encompasses possible forms of 

expression and resolution for intercultural conflicts. These categories serve as conceptual tools to 

structure potential conflict management strategies, thereby providing appropriate intercultural 

translation aid for the respective conflict situation.  
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The typology of intercultural conflicts can be divided into three main categories, each requiring different 

causes and solution approaches: 

• Substantive Conflicts arise from incompatibility and differing cultural standards that can occur 

at the micro, meso, and macro levels. These conflicts typically lead to tensions and can often 

be resolved through selection or compromises. 

• Recognition Conflicts emerge from factors such as competition, loss of status, poor social 

standing, or the low status of minorities. These conflicts also manifest at various levels, leading 

to friction and positional struggles. Their resolution likewise occurs through selection, 

compromises, or the creation of new approaches. 

• Political Conflicts, on the other hand, arise from competition and involuntariness at the meso 

and macro levels, leading to positional struggles and systemic changes. These conflicts are 

resolved through selection, compromises, or new creations (Molzbichler, 2005). 

The model clarifies that intercultural conflicts arise at different levels and necessitate distinct resolution 

strategies depending on the conflict type. It's especially crucial to consider the culture-specific values, 

hopes, and expectations of the parties involved, as these significantly influence the conflict's trajectory. 

This typology offers organizations a valuable foundation for better understanding intercultural conflicts 

and developing appropriate solutions. Here, it is decisive to consider the respective level (micro to 

macro) as well as the scope of the conflict to initiate suitable interventions (Molzbichler, 2005). 

Current Trends and Challenges 

The increasingly globalized and digitalized work environment presents companies with new challenges, 

particularly concerning collaboration in hybrid and intercultural teams. These teams, consisting of 

members from diverse cultural backgrounds as well as various geographical locations, must contend 

with a multitude of potential conflicts. In hybrid teams, the challenges of physical distance and digital 

communication are added, while intercultural teams are confronted with the hurdles of cultural 

differences and communication barriers. These factors can significantly impair team dynamics, trust, 

and effectiveness, underscoring the necessity for targeted conflict prevention and resolution in such 

teams. Identifying and understanding these challenges are crucial for developing successful 

collaboration strategies and fostering a productive, harmonious team environment. The following 

sections will highlight the key trends and challenges associated with conflict prevention in hybrid and 

intercultural teams. 
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State of Research 

The existing research on conflict prevention in hybrid and intercultural teams is addressed in various 

studies. Regnet (1993) examines interpersonal and professional conflicts within organizations by 

analyzing conflict concepts, causes, and conflict management, with a focus on leadership. However, 

virtual teams and intercultural collaboration are only marginally covered. Her study is based on 

qualitative interviews and real conflict cases. 

Mattl (2006) focuses on intercultural interpersonal conflicts, specifically investigating the emergence and 

behavior of conflicts in organizational and intercultural contexts. In her exploratory empirical study, she 

conducts qualitative interviews with expatriates. 

Mai and Müller (2011) analyze the influence of culture on conflict behavior in internationally active 

companies and derive practical recommendations for conflict management in a culturally diverse work 

environment. 

Keil (2010) investigates virtual international teams, shedding light on the challenges of virtual 

collaboration and success factors for managing and leading these teams. She also develops 

perspectives for advising virtual teams. Krejci and Clement (2008) address the consulting of virtual 

teams in an intercultural context through a case study. Köppel (2008) focuses on the cultural influence 

on work groups, conflict and synergy potentials, and a comparison of face-to-face teams (cf. figure 1) 

with virtual teams (cf. figure 2). The investigation is also based on qualitative methods. 

 

Figure 1: Team dynamics in face to face teams (derived from Köppel, 2008) 
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The analysis of the two MIPO model graphics and the study results reveal clear distinctions between 

virtual and face-to-face teams. 

In virtual teams, communication problems dominate more significantly than intercultural conflicts. 

Despite improved media literacy over time, the development of a solid collaboration base remains 

limited. The graphic for virtual teams shows that virtual conflicts persist at a consistently high level, while 

intercultural conflicts are less pronounced. In contrast, face-to-face teams undergo a classic 

development process with distinctly recognizable phases: Forming, Storming, Norming, and Performing. 

Here, group effectiveness continuously increases after the initial Storming phase, as intercultural 

synergies grow and conflict diminish. In terms of performance comparison, the empirical data 

demonstrates the superiority of face-to-face teams. Out of 13 face-to-face teams, 10 were rated as very 

good or good. Among 21 virtual teams, only 9 received a positive rating, while 11 were classified as 

average or poor. The graphics illustrate that virtual teams often remain stuck in the Storming and 

Norming phases, which long-term impairs their effectiveness. A Performing phase with high team 

effectiveness is rarely achieved in virtual teams. 

 

Figure 2: Team dynamics in virtual teams (derived from Köppel, 2008) 

Virtual conflicts are more far-reaching and hold greater significance than intercultural conflicts, which, 

due to their lack of visibility, only persist in a latent form. While the team develops the ability to manage 

media over time and improves its communication, leading to limited progress in the team development 

process, media-based communication only minimally fosters the establishment of a common basis for 
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cooperation. Therefore, communication problems, a lack of trust and identification, and the challenge of 

remote leadership persist – the graph in Figure 2 remains at a high level. 

Aside from market proximity, no significant virtual synergies are evident. However, intercultural 

synergies, such as culture-specific division of labor, are possible. The graphic shows that due to the 

disturbed team development process, the "storming" and "norming" phases persist for an exceedingly 

long time (empirically confirmed by Joy-Matthews & Gladstone (2000) and Herczeg et al. (2000)) and 

may never be completed if a functional social system is not established. It remains questionable whether 

a "performing" phase will be reached where virtual teams achieve similar effectiveness to face-to-face 

teams. Instead, an escalation is to be expected, which further reduces effectiveness. 

Challenges in Hybrid and Intercultural Teams 

Hybrid and intercultural teams often experience losses in temporal efficiency and effectiveness, 

frequently due to higher transaction costs arising from language barriers or the differing use of 

languages. Additionally, task-related conflicts tend to increase. According to Thomas (1999), overall 

collaboration and engagement are lower in intercultural teams. Disagreement is common during 

decision-making processes, particularly in moderately intercultural teams, which can lead to a "working 

side-by-side" dynamic (Earley &Mosakowski, 2000). Thomas (1999) also describes greater 

dissatisfaction with the group and the process, as well as lower trust among members. Frustration over 

communication problems is felt more acutely, especially in long-term teams. 

Members of intercultural teams often come from diverse cultural backgrounds, leading to differing 

values, particularly regarding fundamental cultural dimensions (Thomas, 2003). The term "cultural 

standard" encompasses all perceptions, ways of thinking, evaluations, and actions that most of a specific 

culture considers normal, self-evident, and binding. One's own behavior and the behavior of others are 

judged and regulated based on these standards (Thomas, 1996). Therefore, in intercultural teams, not 

only do different standards clash, but also varying ideas about what is considered self-evident, which 

significantly influences how incompatible cultural behaviors are dealt with. 

Language is an essential means by which each generation transmits its cultural heritage to the next. 

Without language, culture as we know would not exist. Without immersion in a language, it is difficult to 

comprehend certain cognitive categories (Hull, 1994). Consequently, the significance of different native 

languages within a team is considerable. Misunderstandings due to misinterpretations of what is said 

should not be underestimated, as clarifications, especially at the outset, require significant time and 

energy (Lagerström & Andersson, 2003). In some cases, team members and their competencies may 

even be "lost." Henderson (2005) found that people sometimes pretend to understand something to 

save face, even when they cannot follow the discussion. Communication barriers can also arise when 
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native speakers use colloquialisms, dialects, or slang (Henderson, 2005). If a non-native speaker speaks 

the language well but transfers the meaning of terms from their own culture, this can lead to irritation 

and, in the worst case, negative emotions such as disappointment or anger. 

Intercultural teams are characterized by the diverse cultural imprints of their members, leading to 

differences in values, communication, and behavior. These differences can complicate collaboration, 

particularly concerning differing value systems that shape every individual from childhood. When 

members from different cultures with divergent values meet, misunderstandings frequently occur 

because each person considers their own values to be universally valid and struggles to comprehend 

behavior that does not align with their own perceptions. This can lead to problems in goal setting and 

project approach (Jedrzejczyk, 2012). 

Preventive Conflict Management Strategies 

Preventive conflict management strategies play a crucial role in identifying and avoiding conflicts at an 

early stage in hybrid and intercultural teams. These teams, characterized by geographical and cultural 

diversity, are particularly prone to misunderstandings and tensions that may disrupt team dynamics and 

collaboration. To address these challenges, targeted strategies are required that respond to the specific 

needs and complex interactions within such teams. Preventive measures include fostering respectful 

and open dialogue, as well as training team members in intercultural communication and collaboration. 

The following sections present various approaches designed to prevent conflict by strengthening team 

cohesion and raising awareness of the challenges associated with hybrid and intercultural collaboration. 

Dual Concern Model 

The Dual Concern Model is based on the premise that conflicts arise from the interaction between one's 

own interests and those of the opposing party (cf. figure 3). Depending on the intensity of each party’s 

concern, different conflict resolution strategies emerge. When both parties show little concern for each 

other, avoidance is the likely outcome. Strong self-interest paired with low concern for the other party 

results in a dominating approach. Conversely, when both parties exhibit strong interest, collaboration 

occurs. Moderate concern on both sides leads to compromise, while low self-interest and high concern 

for the other side result in obliging behavior. This model enables a flexible and dynamic response to 

various conflict situations, emphasizing the need to distinguish between conflict resolution and 

prevention while considering the role of communication and mediation. 
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Figure 3: Demonetization and dual concern model (Das, 2017) 

The model visualizes five fundamental conflict management strategies derived from the interplay of two 

dimensions: concern for one’s own interests and concern for the interests of others. These strategic 

orientations include: 

• Dominating, characterized by high self-interest and low concern for others, often observed in 

contexts influenced by high power distance cultures. 

• Integrating, marked by high consideration of both parties’ interests, is particularly effective in 

intercultural teams where multiple cultural perspectives must be reconciled. 

• Compromising, which represents a moderate position in both dimensions, offers a practical 

solution when cultural differences in hybrid teams need to be bridged. 

• Avoiding, characterized by low concern in both dimensions, can be problematic in intercultural 

contexts, as unresolved conflicts often escalate. 

• Obliging, marked by low self-interest and high concern for others, tends to appear in hierarchical 

intercultural relationships. 

The model gains relevance in hybrid and intercultural teams, where differing cultural norms regarding 

power and role distribution may trigger conflicts. Unclear responsibilities and inconsistent expectations 

further exacerbate the problem. Intercultural conflict management must consider that team members 

bring diverse cultural values, communication styles, and expectations, which significantly affect both 

conflict perception and resolution processes. Applying this model thus requires a dynamic and adaptable 

approach. One frequent cause of conflict in such teams is ambiguity regarding roles and responsibilities, 

often leading to excessive or inconsistent expectations. 
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Intercultural conflict management is a broad field in both research and practice but remains largely 

underexplored. When selecting theories and approaches, it is essential to consider that the individuals 

involved come from different cultural backgrounds. These backgrounds influence their values, 

expectations, and assumptions, shaping both verbal and non-verbal communication and thereby the 

entire conflict process (Molzbichler, 2005). 

Intercultural Interaction and Sensitization 

Intercultural interaction and sensitization play a key role in fostering a sense of belonging (“we-feeling”) 

in international teams. To achieve this, the group requires a significant shared experience that unites 

them emotionally as a team. Knapp (2002) leaves open what kind of event might evoke this feeling but 

emphasizes the importance of culture-specific activities that promote cohesion. Learning basic 

behaviors, such as greeting customs, restaurant etiquette, or the way contributions are made in 

meetings, can often be achieved through simple imitation. Language courses focused on life and work 

in intercultural contexts—rather than vacation scenarios—offer a solid foundation for such learning. 

Successful international collaboration requires intercultural training that enables participants to take a 

reflective stance on their roles and understand how their own behavior is interpreted from another 

cultural perspective. Only by becoming aware of their own behaviors and their impact on others can 

employees experiment with alternative approaches in intercultural conflict situations and avoid 

escalation. These insights are also reflected in various conflict resolution strategies, as outlined by 

Schwarz (2006), Glasl (2011), and Rüttinger and Sauer (2000). 

Team Composition and Leadership Skills 

Team composition is determined at higher management levels. It is essential to leverage greater 

diversity to meet the varied demands of local markets (Snell et al., 1998). One strategy for fostering 

integration and a sense of belonging among team members is the “N minus 1 staffing” method. This 

approach intentionally involves assigning one fewer team members than required, thereby encouraging 

closer collaboration among the remaining team members (Snell et al., 1998). 

The “N minus 1 staffing” method is a team composition strategy aimed at enhancing cooperation and 

integration. By intentionally planning for one fewer member than needed, the remaining team members 

are compelled to work more closely to complete their tasks effectively. With fewer people available, 

individuals must assume greater responsibility and coordinate more efficiently. This can strengthen 

collaboration, improve communication, and foster team spirit, as each member plays a more significant 

role in the team’s success. 

This method can be particularly useful when it is important to enhance team dynamics and cooperation 

to create a strong collective identity and sense of belonging. To improve knowledge management and 
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tailor team configurations more effectively, implementing a network system is a viable option. Such a 

system facilitates the exchange of critical information and allows for the selection of team members 

(e.g., experts) based on the current needs of the team (Snell et al., 1998). 

Practical Implications 

In order not just to "survive" but to benefit from heterogeneity in international collaboration, it is vital to 

be aware of cultural differences and similarities and to actively leverage them. This requires not only 

knowledge about diverse working styles but also consistent implementation at both the organizational 

and employee levels (Zaninelli, 2004). 

Managing cultural diversity requires additional resources to prevent or address conflicts effectively and 

to harness synergies. At the same time, coordination becomes increasingly important, replacing 

traditional control mechanisms. Clearly defining and aligning team goals is thus essential, as hybrid and 

intercultural teams face heightened communication demands (Picot et al., 2007). 

Successful collaboration in such teams is supported by the introduction of clear processes that serve as 

guidelines for geographically dispersed members. The leader assumes the role of an “architect” of these 

processes, with increasing responsibility transferred to team members. This fosters self-management 

and requires a new leadership understanding based on trust (Picot et al., 2007). Especially in the context 

of globalization, companies and leaders must learn to integrate cultural differences and capitalize on the 

strengths of various cultures to meet future challenges (Zaninelli, 2004). 

Experience also shows that the success of international projects depends not only on technical 

execution but also on employees’ ability to apply intercultural knowledge and collaborate effectively 

across distances. Therefore, personal contact and training in intercultural competence are essential for 

ensuring the success of global projects (Zaninelli, 2004). Conflicts in international teams are inevitable 

but can be managed in ways that prevent long-term damage to collaboration.  

Conclusion and Further Research Options 

In conclusion, increasing globalization has amplified the significance of international project teams. 

Cross-border collaboration across time zones presents challenges such as cultural differences, 

divergent interests, and spatial distance—but also holds significant potential. Hybrid and intercultural 

teams, shaped by geographic and cultural diversity, offer valuable opportunities but also demand 

sophisticated conflict management strategies. A strong, inclusive corporate culture can help bridge 

intercultural differences and establish a shared foundation for collaboration. Building effective teams 

requires ongoing investments in training, technology, and strategic approaches. The use of artificial 

intelligence and analytics tools may support early conflict detection and preventive action. Effective 
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conflict management enhances not only productivity but also employee well-being and retention. 

Research indicates that face-to-face meetings foster trust and cohesion in hybrid teams. Therefore, 

opportunities for direct interaction should be actively facilitated. Suitable conflict management methods 

include intercultural mediation techniques, the promotion of cultural intelligence, and early-warning 

systems for conflict detection. 

Despite the extensive theoretical foundations and practical implications, there are still some gaps in 

research. There is a lack of empirical long-term studies on the sustainable effectiveness of preventive 

conflict management measures in hybrid, intercultural teams. Furthermore, interdisciplinary synergies 

have been researched little, such as the potential of narrative formats to promote team identity, role 

reflection and conflict-preventive thinking (Giebe, 2021). There is a lack of research on standardized 

protocols for combining human and digital prevention approaches, especially in an organizational 

context. It remains unclear to what extent digital intervention formats, such as mobile apps (Giebe & 

Wohllebe, 2025), can contribute to conflict prevention measures in hybrid and intercultural teams. For 

example, the integration of behavioral theories, gamification and AI-based personalization in hybrid 

settings could be investigated. Finally, there is a lack of research on digital alliance formation in culturally 

diverse teams, which would be essential for sustainable conflict prevention and motivation maintenance. 

To summarize, German companies that rely on nearshoring and offshoring strategies and use hybrid 

and intercultural teams must establish preventive conflict management as a strategic management tool. 

The results of the study suggest that cultural diversity can only be utilized as a resource for innovation 

and efficiency if targeted measures are implemented to promote intercultural sensitivity, structured 

communication and clearly defined responsibilities. In particular, the development of intercultural 

competencies at all levels - from team leaders to employees - is essential to avoid misunderstandings, 

loss of trust and productivity losses. Conscious team composition (e.g. by means of "N-1 staffing") and 

the use of reflective leadership practices can help to recognize and de-escalate conflicts at an early 

stage and ensure the long-term performance of globally distributed teams. 
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