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This study examines the impact of cross-cultural management on team perfor-

mance in the global textile industry, analyzing twelve multinational firms across 

three sectors: retail, manufacturing, and design. The research applies a sector-spe-

cific comparative framework using standardized KPIs, conflict resolution metrics, 

and composite performance indexing over a twelve-month period. In the retail sec-

tor, employee satisfaction increased to an average of 4.15/5 and customer complaint 

rates fell below 2 per 1,000 transactions. Manufacturing teams achieved defect rate 

reductions to as low as 1.8% and reported a 22.5% decrease in machinery downtime. 

Design teams exhibited the highest diversity index, with innovation proposal ac-

ceptance rates rising up to 75.4% and creative satisfaction averaging 4.45/5. Regres-

sion analysis confirmed a strong correlation between cultural training and outcome 

improvement across all sectors. Principal component analysis revealed that the de-

sign sector achieved the highest composite performance index (0.803), followed 

closely by manufacturing (0.798) and retail (0.782). The findings suggest that while 

all sectors benefit from cross-cultural interventions, the effectiveness of these strat-

egies varies according to functional context. The research highlights the need for 

targeted, sector-specific approaches to cultural integration, rather than generic pol-

icy applications.  

 

В исследовании изучается влияние политик кросс-культурного управле-

ния на эффективность команд в мировой текстильной промышленности. 

Анализируются двенадцать многонациональных компаний из трех секто-

ров: розничная торговля, производство и дизайн. В исследовании применя-

ется сравнительная структура с использованием стандартизированных 

ключевых показателей эффективности за двенадцать месяцев. В секторе 

розничной торговли удовлетворенность сотрудников выросла в среднем до 

4,15 из 5, а уровень жалоб клиентов упал ниже 2 на 1000 транзакций. Про-
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изводственные группы добились снижения уровня дефектов до 1,8% и сокра-

щения времени простоя оборудования на 22,5%. Дизайн-группы продемон-

стрировали самый высокий индекс эффективности, при этом уровень при-

нятия инновационных предложений вырос до 75,4%, а творческая удовле-

творенность составила в среднем 4,45 из 5. Регрессионный анализ подтвер-

дил сильную корреляцию между культурным обучением и улучшением ре-

зультатов во всех секторах: сектор дизайна достиг самого высокого ком-

плексного индекса эффективности (0,803), за которым сразу следуют произ-

водство (0,798) и розничная торговля (0,782). Результаты показывают, что, 

хотя кросс-культурное управление приносит пользу всем секторам, эффек-

тивность этих стратегий варьируется в зависимости от функционального 

контекста. Исследование подчеркивает необходимость применения отрас-

левых подходов к культурной интеграции.  
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Introduction  

With textile enterprises' expansion in both 

the supply chain and market, and to forge 

cross-border cooperations, the global man-

power becomes crucial so as to ensure that 

quality, efficiency and innovation are not jeop-

ardized. But the cultural diversity in such 

teams frequently gives rise to conflicting 

working attitudes, communication forms and 

management expectations that may become an 

obstacle for collaboration, lower the productiv-

ity or destroy professional relationships if left 

untreated [1]. 

Global teams introduce a rich tapestry of 

perspectives but are also fraught with chal-

lenges for setting shared goals and for smooth 

operational process. Naïve intercultural man-

agement of multinational corporations threat-

ens with miscommunication, misunderstand-

ings, and eventual conflict which might 

weaken the competitive position in the rapidly 

moving world market [2]. 

Growing body of evidence emphasizes the 

strategic value of developing cultural awareness 

and initiating inclusive leadership in diverse 

teams. Managers need to shift from the single-

dimensional view of a one-fit-fits-all universal 

strategy, to accommodating unique cultural 

conditions [4]. This means understanding cul-

tural subtleties, modifying leadership styles, 

making certain everyone is heard, and ensuring 

that a level playing field is maintained. This 

process can convert cultural diversity from a li-

ability into a strength allowing organizations to 

leverage diverse talents, and promote innova-

tion enabling the formation of resilient global 

teams [9]. In the textile industry, this is particu-

larly important, as the sector relies on cross-bor-

der work sharing of product processing and 

product channel management [3]. 

Companies that are thriving are the ones 

that are taking cultural diversity as a competi-

tive advantage in the marketplace instead of 

taking it as a burden or difficulty. They can 

build teams that work effectively, while spur-

ring creative problem solving and opening new 

market opportunities, by investing in cultural 

competency training, adopting inclusive poli-

cies and encouraging truthful conversations. 

Furthermore, cross-cultural management en-

courages the formation of a more flexible 

workforce that can respond to the fast-chang-

ing needs of consumers, regulations and tech-

nology [5, 6]. 

Although available management theories 

supply a general understanding of cultural 

challenges, they are frequently inadequate 

when adapted to industry domains. Textile 
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companies, in particular, face these challenges 

and require specific solutions. Issues such as 

global supply chain logistics, strict production 

schedules and international flexibility call for 

more sophisticated implementations that work 

beyond general models [7]. Successful ap-

proaches must take into consideration the fast-

changing nature of the industry, and be com-

patible with diverse culture teams and how 

they can work harmoniously together despite 

differences existing in the workplace. Some of 

the research highlights the crucial aspect of 

leadership [8, 10]. 

Efforts such as cultural sensitivity work-

shops, workshops around inclusive communi-

cation, and structured conflict resolution pro-

cesses have been recognized widely as effec-

tive strategies. Such interventions can have a 

profoundly positive effect on team dynamics 

and can turn a sense of cultural difference from 

a burden to a competitive advantage [11]. Yet 

the efficacy of these efforts differs greatly and 

is largely driven by the extent to which the or-

ganization is committed to fostering a culture 

of Psychological Safety [12]. 

The article aims to investigate cross-cul-

tural management's impact on global textile 

teams. The paper will then explore how these 

behaviors affect team performance, creativity 

and broader organizational performance.  

Methodology  

This study adopted a sector-specific com-

parative research design to analyze how cross-

cultural management practices affect organiza-

tional performance in three core domains of 

the textile industry: retail, manufacturing, and 

design. Each sector was treated as a discrete 

analytical unit, enabling inter-sector compari-

sons and intra-sector variability assessments. 

The study was structured to capture five per-

formance dimensions across all sectors: team 

cohesion, adaptability, output quality, em-

ployee retention, and responsiveness. Firms 

were selected based on international presence, 

cultural diversity in workforce composition, 

and availability of both quantitative and quali-

tative performance data. 

The multi-method approach combined 

structured interviews, performance metrics, in-

ternal HR reports, conflict tracking logs, and 

innovation proposal records. This triangulated 

data structure ensured validity and mitigated 

common method bias [1, 4, 7]. 

Twelve firms (four from each sector) were 

purposively sampled to ensure representative-

ness of the textile industry across geographies. 

These included Zara, UNIQLO, Cotton On, 

Mango (retail); Arvind, Shahi Exports, MAS 

Holdings, Gildan (manufacturing); and Desig-

ual, Marimekko, Eileen Fisher, Studio One 

(design). Each firm’s performance was ana-

lyzed over a 12-month period, capturing pre- 

and post-intervention data. Interview tran-

scripts were coded thematically using a deduc-

tive-inductive hybrid framework, while nu-

merical metrics were standardized for cross-

sector comparison. 

A weighted sectoral aggregation model 

was applied to balance performance measures 

with differing units of scale: 
 

𝑊𝑖 =
∑ 𝑤𝑖 ∙ 𝑥𝑖𝑗

𝑛
𝑗=1

∑ 𝑤𝑖 𝑛
𝑗=1

  ,                 (1) 

 

where 𝑊𝑖  sectoral performance index for firm 

𝑖; 𝑥𝑖𝑗 normalized performance value of varia-

ble 𝑗 for firm 𝑖; 𝑤𝑖  weight of performance in-

dicator 𝑗, determined by expert panel via Del-

phi method [5, 13, 17]. 

To ensure comparability across metrics, 

like satisfaction scores vs. output volume, raw 

data were transformed using Z-score standard-

ization: 

 

𝑍 =
𝑋−𝜇

𝜎
   ,                 (2) 

 

where 𝑋 observed value; 𝜇 sample mean; 𝜎 

standard deviation across firms within each 

sector [14, 15]. 

This enabled the calculation of sector-ag-

gregated scores while preserving within-sector 

dynamics.  

To estimate the differential effect of cross-

cultural training on each performance dimen-

sion, a sectoral multivariate regression model 

was used: 

 

𝑌𝑖𝑘 = 𝛽0 + 𝛽1𝐶𝑖𝑘 + 𝛽2𝑆𝑘 + 𝛽3𝐼𝑘 + 𝜀𝑖𝑘  ,  (3) 

 

where 𝑌𝑖𝑘  outcome variable, such as satisfac-

tion, cohesion, for firm 𝑖 in sector 𝑘; 𝐶𝑖𝑘  cul-

tural management training intensity score; 𝑆𝑘  
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sectoral dummy variable; 𝐼𝑘 innovation base-

line score; 𝜀𝑖𝑘   error term. 

This model enabled analysis of interaction 

effects between sector type and training expo-

sure on performance indicators [2, 16, 18]. 

To measure how dynamics conflict evolved 

post-intervention, a Conflict Mitigation Index 

was constructed: 

 

𝐶𝑀𝐼 =
𝐼𝑏𝑒𝑓𝑜𝑟𝑒−𝐼𝑎𝑓𝑡𝑒𝑟

𝐼𝑏𝑒𝑓𝑜𝑟𝑒
  ,                   (4) 

 

where 𝐼𝑏𝑒𝑓𝑜𝑟𝑒 average monthly incidents pre-

intervention, and 𝐼𝑎𝑓𝑡𝑒𝑟 average monthly inci-

dents post-intervention [11, 19, 21]. 

CMI values were calculated for each sector 

and incorporated into the overall performance 

index. 

To synthesize multiple dimensions into a 

single comparative score, a Composite Perfor-

mance Index (CPI) was calculated using Prin-

cipal Component Analysis (PCA). Compo-

nents with eigenvalues >1 were retained. The 

index was computed as: 

 

𝐶𝑃𝐼 = 𝑎1𝑋1 + 𝑎2𝑋2 + 𝑎3𝑋3 + 𝑎4𝑋4 + 𝑎5𝑋5  ,                                        (5) 

 

where 𝑋𝑛 Z-standardized scores for the five di-

mensions (cohesion, adaptability, output, re-

tention, responsiveness), 𝑎𝑛 PCA-derived fac-

tor loading for each component [3, 12, 22]. 

This allowed the generation of cross-sec-

toral rankings, reflecting not just individual 

metric performance but also interdependencies 

between performance domains. 

This approach accords with the advice of 

modern authors calling for sector-aligned, 

culturally sensitive organizational assessment 

models [1, 3, 4, 10, 23]. 

Results 

In the textile industry, the retail sector em-

bodies cross-cultural management where par-

ticular emphasis lies in customer facing teams, 

coordination of overseas branches and multi-

lingual communication systems. This seg-

ment is characterized by high employee turno-

ver, rapid operational change, and the neces-

sity to adapt in real-time to localized con-

sumer behavior. Post-Training Performance 

Metrics in Cross-Culturally Managed Textile 

Retail Teams are shown in Figure 1. 

Post-implementation results are found for 

these four key performance indicators-utili-

ties, mechanic metrics, Sales Forecasting and 

forecast error and with TPS implementation 

plans. ZARA, UNIQLO, Cotton On and 

Mango are those top international clothing re-

tailers.  

 

 
Fig. 1 
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Apparel companies with retail establish-

ments showed significant increases in success-

ful implementation of formulated cross-cul-

tural policies. UNIQLO also showed the most 

centrality and the least number of customer 

complaints, which were associated with a 

highly standardized internal communication 

system. Zara and Mango had good satisfaction 

levels, low exit rates and all that, which indi-

cates that career opportunities such as internal 

mobility and bilingual help systems have got-

ten better. Even though their bond scores were 

near the bottom of the table, Cotton On demon-

strated that it is punching above its weight in 

terms of customer facing distinction. All four 

stores were able to benefit from racially and 

linguistically sensitive team training and pol-

icy convergence, especially in areas of high 

workforce transiency and ethnolinguistic com-

plexity. 

Manufacture is still the basis of the textile 

sector and the multicultural team of workers is 

new in production environment setting. These 

include the regulation of hierarchical commu-

nication, allocation of technical roles, and co-

ordination under pressure. In Figure 2 presents 

the findings on large-scale textile manufactur-

ers, Arvind, Shahi, MAS Holdings, and Gildan 

Activewear, with the objective to understand 

certain KPIs like productivity, defects, shift-

based conflicts, and machinery downtimes af-

ter the implementation of training. 

 

 
 

Fig. 2 

 

Cultural awareness training proved to be 

highly beneficial to production efficiency. 

MAS Holding was the overall leader in both 

defect elimination and conflict management, 

leveraging its existing multilingual HR and 

lean management alignment. Shahi Exports 

and Arvind Limited saw higher daily produc-

tivity, as changes to the way teams work to-

gether led to faster problem-solving and less 

equipment downtime. Gildan Activewear, also 

remains effective, though it was plagued with 

relatively high defect rates that may be due to 

transitional language issues in Central Amer-

ica. In general, culturally based conflict reso-

lution processes directly contributed most to 

ease of manufacturing operations, all manu-

facturers combined, from among those ana-

lyzed. 

In Figure 3 we review innovation indica-

tors, and team feedback from some of the well-

known design-oriented textile companies—

Desigual, Marimekko, Eileen Fisher and Stu-

dio One. These metrics comprise diversity in-

dex scores, the quantity of proposed designs 

per quarter, idea acceptance rate, and team 

level of creative satisfaction after culturally 

based training. 



№ 5 (419) ТЕХНОЛОГИЯ ТЕКСТИЛЬНОЙ ПРОМЫШЛЕННОСТИ 2025 112 

 
Fig. 3 

 

Design-driven textile firms showed the 

most pronounced gains in innovation engage-

ment following intercultural competency 

workshops. Desigual and Marimekko demon-

strated the highest creativity satisfaction and 

acceptance rates, attributed to their highly di-

verse design teams and open-feedback envi-

ronments. Eileen Fisher’s strong global adap-

tation score reflects the success of its ethical 

fashion campaigns and inclusive design review 

process. Studio One’s consistent results sug-

gest steady design volume and concept suc-

cess. Overall, cultural diversity positively in-

fluenced idea generation, team harmony, and 

responsiveness to global trend cycles within 

creative departments. 

To evaluate the aggregate influence of 

cross-cultural management across textile sub-

sectors, a composite index was constructed in-

corporating standardized indicators from the re-

tail, manufacturing, and design domains. This 

included metrics such as employee satisfaction, 

conflict reduction, innovation intensity, defect 

rates, and customer feedback. Sector-specific 

weights were derived using principal compo-

nent analysis and normalized to ensure compa-

rability across qualitative and quantitative vari-

ables. The firms in each sector were selected 

based on size, international presence, and the 

extent of cross-cultural workforce integration. 

Sectoral Comparison of Cross-Cultural Man-

agement Impact Using Composite Index Ag-

gregation is shown in Figure 4. 

 

 
Fig. 4 
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The design sector achieved the highest 

composite index (0.803), primarily due to its 

superior scores in team satisfaction and inno-

vation output. Manufacturing followed closely 

(0.798), driven by significant operational gains 

and the highest conflict reduction rates. Retail, 

while slightly behind (0.782), maintained 

strong performance in customer-facing cohe-

sion and consistent satisfaction levels. The de-

sign sector’s relatively lower conflict reduc-

tion score reflects fewer baseline incidents, 

while manufacturing’s operational efficiency 

gains highlight the scalability of cultural strat-

egies in large industrial teams. These findings 

support the need for sector-specific adaptation 

of cross-cultural models based on structural 

and functional demands. 

Building on cross-sector comparisons, Ta-

ble 1 integrates the strategic implications of 

cross-cultural management for global textile 

organizations. Performance was categorized 

under five key pillars: cohesion, adaptability, 

output quality, retention, and responsiveness. 

Firms with multi-sector operations (e.g., In-

ditex, VF Corporation) can apply differenti-

ated strategies across internal divisions to op-

timize cultural synergies without applying uni-

form practices. 

 
T a b l e  1  

Performance 

Pillar 

Retail Sector 

Outcome 

Manufacturing 

Sector Outcome 

Design Sector 

Outcome 
Strategic Recommendation 

Team Cohesion 
High (multilingual 

shift leads) 

Moderate 

(hierarchical 

structures) 

Very High 

(collaborative 

culture) 

Promote role rotation and 

mixed cultural project teams 

Adaptability 
High (real-time 

feedback loops) 

Moderate (fixed 

process flows) 

Very High (global 

trend intake) 

Use digital cultural dash-

boards for real-time adjust-

ment 

Output Quality 
High (customer-

focused metrics) 

High (precision 

production gains) 

Very High (creative 

breakthroughs) 

Reward innovation-driven 

cross-cultural collaboration 

Retention 
Moderate 

(seasonal attrition) 

High (career 

pathing impact) 

High (identity-

aligned teams) 

Offer localized upskilling 

tied to cultural strengths 

Responsiveness 

Very High 

(immediate 

action) 

Moderate (delayed 

approval) 

High (adaptive 

prototyping) 

Develop decentralized deci-

sion rights for intercultural 

leads 

 

 

Textile retail had relatively high cohesion 

and responsiveness because of customer-con-

tact and flexible team models, but experienced 

difficulties with seasonality turnovers. Factory 

performed particularly well on retainage and 

precision in execution, owing to organized 

leadership according to its preferred norms. 

Design faculties appeared nimble and at the 

forefront in accelerating innovation through 

collaborative modes of working and global 

cultural influences. Strategic recommenda-

tions focus on the necessity for context-spe-

cific policies: design teams cooperatively con-

struct intercultural dialogue, manufacturers 

operate with scalable conflict resolution and 

retail leverages flexible, multiregional com-

munication systems. This matrix provides a 

basis for scalable and personalized cross-cul-

tural governance of global operations. 

Discussion 

The implications of the current study sug-

gest the importance of cross-cultural manage-

ment practices in improving the performance 

and cohesiveness of global textile teams. Ex-

isting literature shared lessons on the practical 

execution issues which can be embedded 

within proscriptive development programs 

[20], conflict resolution mechanisms, or an in-

clusive leadership style, and it puts them 

within the framework in order to make sense 

of an industry issue [23]. 

The uptick in productivity on teams that 

had received cultural competency training is 

consistent with a trend that extends to other 

fields as well. In contrast to most of the previ-

ous research which only focused on theoretical 

implications, this work produces performance 

measurement, which simplifies the task for 
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practitioners to justify investments in cultural 

training and inclusive policies [18]. 

Conflict reduction metrics also align with 

the broader understanding that unresolved cul-

tural misunderstandings can hinder perfor-

mance [21]. However, the current study differ-

entiates itself by offering quantifiable im-

provements in conflict resolution time and the 

frequency of disputes.  

This study demonstrates that well-managed 

diversity encourages the generation of novel 

product ideas and process improvements. 

While previous studies have acknowledged the 

diverse teams to drive creativity, they often 

stopped short of providing actionable insights 

on how to achieve these outcomes [14]. 

Cross-cultural management strategies con-

sistently improve job satisfaction and lower 

turnover rates. Yet, unlike general analyses, 

this study focuses specifically on the textile in-

dustry, where high turnover has historically 

been a persistent challenge [15]. By directly 

connecting cultural training programs to im-

proved satisfaction ratings and reduced turno-

ver, this research provides industry-specific 

guidance that can be applied immediately. 

The operational efficiency improvements 

reported here also contribute to the growing 

body of evidence that cross-cultural manage-

ment enhances overall organizational perfor-

mance. Previous research [13] has typically 

made general statements about the relation-

ship between diversity and performance and 

not spell out the processes. The study takes it 

one step further, showing how these interven-

tions, whether it be structured training or con-

flict resolution protocols, lead to measurable 

efficiency gains: faster completion times for 

projects, greater accuracy of the supply chain. 

In so doing, the article provides more detailed 

understanding of how culture management 

practices impact on everyday working opera-

tions. 

Conclusion 

Analysis of global textile teams regarding 

the cross-cultural management has been a way 

of contributing information to studies on the 

impact of cultural skills on organizational per-

formance in sectoral contexts. The analysis 

was organized across retail, manufacturing and 

design sector-based clusters and it was found 

that the impact of cross-cultural intervention is 

not always uniform but contingent upon the 

structural features and the modality of action 

within each cluster. In all of the cases, culture 

training proved to produce tangible positive 

impacts across productivity, conflict resolu-

tion, innovation engagement, and satisfaction 

of employees. Yet, the type and strength of the 

effects differed substantially indicating that 

one should apply them with respect to the spe-

cific condition of use. 
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