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ABSTRACT  

  

This study explores the multifaceted ways of cultural background influences communication 

styles, including verbal and non-verbal interactions, language barriers, and contextual nuances. 

By examining the impact of different cultural norms and values on the dynamics of the workplace, 

the study emphasizes the problems and capabilities of multicultural labor. Using qualitative 

analysis and cases from different sectors, the study identifies key strategies to improve 

intercultural communication, such as cultural competence education and inclusive 

communication practices. The results emphasize the need for organizations to prioritize cultural 

awareness in communication strategies to improve teamwork, reduce misunderstandings, and 

create a more harmonious working environment.  

Ultimately, this article contributes to a constant discourse about the importance of cultural diversity in 

shaping effective communication.  

  

  

  

Keywords: Organizational Culture, Employee Communication Satisfaction, workplace 

performance; cross-cultural communication  

  

  

GSJ: Volume 13, Issue 11, November 2025 
ISSN 2320-9186 1321

GSJ© 2025 
www.globalscientificjournal.com

mailto:mariogboto499@gmail.com


                         Background of the study  

  

In recent decades, globalization has transformed the composition of workplaces, making cultural diversity an 

increasingly common reality in both local and multinational organizations. As companies expand across borders 

and recruit employees from different cultural, linguistic, and social backgrounds, effective communication 

becomes essential for coordination, collaboration, and overall organizational performance. Communication is not 

only the process of exchanging information but also a mechanism through which employees interpret behaviors, 

negotiate meaning, and build professional relationships. When individuals come from different cultural 

backgrounds, these processes often become more complex, as cultural values influence how people speak, listen, 

respond, and interact within the workplace.2    

In many African countries, including Equatorial Guinea, cultural diversity has expanded due to economic growth, 

foreign investment, and the presence of multinational companies particularly in the oil, gas, construction, and 

telecommunications sectors. Equatorial Guinea is especially unique because it has a multilingual and 

multicultural population, influenced by indigenous ethnic groups such as the Fang, Bubi, Ndowe, and 

Annobonese, as well as Spanish colonial heritage. Thus, workplaces often involve interactions between local 

employees, expatriates from Western and Asian countries, and workers from neighboring African nations. This 

diversity creates rich opportunities for innovation and problem-solving but also generates communication 

challenges that, if unmanaged, can hinder productivity and workplace harmony.  

Cultural differences influence communication in several ways, including language use, non-verbal behaviors, 

expectations of hierarchy, decision-making preferences, and attitudes toward conflict. For example, employees 

from high-context cultures may rely heavily on indirect communication and non-verbal cues, while those from 

low-context cultures prefer explicit, direct messages. Similarly, differences in power distance affect how 

employees express opinions or give feedback. These contrasting communication norms can easily lead to 

misunderstandings, misinterpretation of intentions, frustration, and decreased team cohesion. Studies in cross-

cultural management have shown that unresolved communication barriers are among the leading causes of 

workplace conflicts, reduced employee engagement, and poor organizational performance.  

Despite the importance of communication in multicultural settings, there is limited empirical research focusing 

specifically on Equatorial Guinea. Most existing literature on cross-cultural communication is centered on 

Western or Asian contexts, leaving a gap in understanding how cultural diversity affects workplace interactions 

in Central African countries. Given Equatorial Guinea’s unique cultural and linguistic environment, it is crucial 

to examine how cultural differences shape communication processes among employees, as well as to identify the 

challenges and opportunities that arise from this diversity  

  

     INTRODUCTION   

  

Cultural differences can impact employee communication in many ways, including language, 

nonverbal cues, and decision-making. These differences can lead to misunderstandings, conflict, 

and inefficiencies. Culture influences how people collaborate within a team and their performance. 

When people with different cultural backgrounds work together, misunderstandings can arise. 
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When a person understands and appreciates other people's culture, they are more likely to have 

successful interpersonal communication. A greater degree of input is given to the diversity mix 

of today’s workplace environment, and a greater degree of concern is expressed by stakeholders, 

including employees, management, and consumers. In the long run, effective management of 

diversity is more likely to result in enhanced organizational performance. Over the past few years, 

there has been an increasing number of arguments regarding the negative impact of and managed 

diverse workforce on organizations and the overall workplace phenomenon. This paper is going 

to evaluate the impact of cultural diversity on communication in the workplace and then find out 

how management can better manage cultural diversification to enhance communication. It also 

sheds light on theories and models currently underpinning our understanding of the area, outlining 

the various factors that intersect with diversity and the implications this has for communication 

processes and outcomes in 3 organizations. However, as the channels of communication are 

growing and dispersing, this understanding of communication has since been developed and 

increasingly sophisticated.  

  

                                   

                                  Statement of the Problem  
  

Effective communication is a fundamental requirement for organizational success, yet it becomes increasingly 

complex in culturally diverse workplaces. In Equatorial Guinea, where multiple ethnic groups, languages, and 

cultural norms coexist, and where many multinational companies operate, communication challenges are 

frequent and often unavoidable. Employees come from varied cultural backgrounds local groups such as the 

Fang, Bubi, and Ndowe, as well as expatriates from Africa, Europe, Asia, and the Americas each bringing 

different communication styles, values, and expectations into the workplace. These differences can significantly 

influence how individuals interpret messages, express opinions, manage conflict, and collaborate with others.  

Despite the growing cultural diversity in Equatorial Guinea’s workforce, many organizations lack structured 

strategies to address communication barriers arising from cultural differences. Misunderstandings caused by 

indirect speech, varying levels of language proficiency, conflicting non-verbal cues, or differing approaches to 

hierarchy and decision-making can lead to confusion, tension, and reduced trust among team members. These 

problems often result in delays, lower productivity, employee dissatisfaction, and weakened teamwork. 

Moreover, language differences especially between Spanish, French, Portuguese, and local languages reinforce 

communication gaps that further hinder information flow and employee engagement.  

Although cross-cultural communication has been studied extensively in other regions, there is limited research 

specifically examining how cultural differences affect workplace communication in Equatorial Guinea. This lack 

of localized empirical evidence makes it difficult for managers and organizations to design effective 

communication practices that reflect the country’s unique cultural environment. Without a deeper understanding 

of how cultural differences shape employee communication, organizations risk mismanaging their diverse 

workforce, which may negatively influence employee relationships and overall organizational performance.  
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                                           Research Objectives   
  

1. To identify how cultural differences such as language, non-verbal cues, values, and communication styles 

affect employee communication in the workplace.  

  

2. To examine the main communication challenges that arise from cultural diversity, including 

misunderstandings, conflict, feedback difficulties, and message clarity issues.  

  

3. To analyze how language diversity (Spanish, French, Portuguese, and indigenous languages) influences 

communication effectiveness and employee interactions in Equatorial Guinea.  

  

4. To assess the impact of cultural differences on decision-making, collaboration, team dynamics, and 

workplace performance.  

  

5. To propose strategies and solutions that organizations can adopt to improve cross
4  

-cultural 

communication and reduce communication barriers.  

  

.                                
  
                                         Research Questions   

  

1. How do cultural differences influence employee communication in the workplace?  

2. What communication challenges arise from cultural diversity among employees?  

3. How does language diversity impact message clarity, interaction, and participation among employees in 

Equatorial Guinea?  

4. How do cultural norms and values influence decision-making, collaboration, and team dynamics in 

multicultural workplaces?  

5. What strategies can organizations implement to improve communication in culturally diverse workplaces?  

  

  

                                                Research Gap   
  
This gap indicates a need for research that analyzes:  

  

 the specific communication challenges faced by multicultural teams in Equatorial Guinea,  

  

 the influence of local cultural norms on communication behaviors,  

  

 the role of multilingualism in shaping workplace interactions, and  

  

 The strategies organizations can adopt to improve communication in this unique environment.  
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                           Literature Review  

  

Effective communication is central to the success of multinational companies (MNCs), as it facilitates 

coordination, collaboration, and knowledge sharing among employees from diverse cultural backgrounds. 

However, cultural differences often create barriers that hinder understanding and trust between team members.  

Hofstede’s cultural dimensions theory (1980) and Hall’s high- and low-context communication model (1976) 

remain foundational frameworks explaining how national culture shapes communication behavior. For instance, 

in high-context cultures (such as many African and Asian societies), communication tends to be indirect and 

reliant on non-verbal cues, while low-context cultures (e.g., Western countries) prefer explicit and direct 

messages. These contrasting styles can lead to misunderstandings in multicultural workplaces (Gudykunst, 

2003).  

Language diversity is another major barrier in multinational companies. Employees often operate in a lingua 

franca (e.g., English, Spanish, or French) that is not their native tongue, which can create misinterpretations and 

reduce communication effectiveness (Tenzer, Pudelko, & Harzing, 2014). Studies have shown that limited 

language proficiency leads to social exclusion, anxiety in meetings, and reduced participation, particularly 

among local employees in developing countries (Neeley, 2013). This is especially relevant in Equatorial Guinea, 

where Spanish, French, Portuguese, and local languages such as Fang and Bubi coexist, making language 

barriers a daily reality in multinational settings.  

Cultural distance the degree of difference between employees’ cultural values 
5  

also plays a critical role in 

shaping communication dynamics. Kirkman, Lowe, and Gibson (2006) found that greater cultural distance 

between expatriates and host-country employees increases the risk of miscommunication, conflict, and reduced 

trust. Moreover, Thomas and Peterson (2018) argue that cultural diversity, when unmanaged, can harm team 

cohesion and performance. However, diversity can also enhance creativity and innovation if effectively managed 

through inclusive communication and intercultural competence (Stahl et al., 2010).  

Intercultural training and supportive HR practices have been shown to mitigate the negative effects of cultural 

differences. According to Lauring (2011) and Harzing and Feely (2008), structured communication protocols, 

diversity training, and leadership sensitivity to cultural cues improve understanding and team integration. In 

African contexts, research remains   

  

Limited, but emerging evidence (e.g., Kuada, 2021) suggests that local collectivist norms, respect for hierarchy, 

and language diversity require tailored management strategies distinct from Western approaches. In the context 

of Equatorial Guinea, a country characterized by linguistic pluralism and the presence of multinational oil, 

construction, and telecommunication firms, understanding how cultural differences influence workplace 

communication is vital. Insights from this study will contribute to cross-cultural management literature by 

providing evidence from a region where empirical data remain scarce, while also offering practical guidance for 

multinational firms seeking to improve organizational communication and performance Culture, as derived from 

anthropology, has been used to explain national differences among managers. Culture as a whole, and 

consequently the rate of cultural change, also affects the attitude and behavior of the indigenous workers as well 

as the expatriate managers. Although organizations in different countries have different cultures and ways of 
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working, they have developed specific ways to enable individuals to work together, notwithstanding nationality 

differences. Culture has a very strong impact on the management of organization Culture, as derived from 

anthropology, has been used to explain national differences among managers. Culture as a whole, and 

consequently the rate of cultural change, also affects the attitude and behavior of the indigenous workers as well 

as the expatriate managers. Although organizations in different countries have different cultures and ways of 

working, they have developed specific ways to enable individuals to work together, notwithstanding nationality 

differences. Culture has a very strong impact on the management of organizations. Anthropological studies  

  

Show differences in brainstorming interactions among various cultural groups. Thegreater 

importance of work paternalistic orientation scale attitudes in social-related aspects of job behavior 

has shown the effect of cultural moderating variables on work group processes and reactions of 

politicians. As a result, cultural differences are a major barrier to the performance of international 

joint ventures. Therefore, the aspects of human resource management and international marketing 

also need to be taken into account when dealing with cultural values.  

  

   1 Cultural Differences and Communication in Equatorial Guinea   

Equatorial Guinea's cultural landscape is diverse, with influences from indigenous ethnic groups like the Fang, 

Bubi, and others, as well as Spanish colonial heritage. This mix affects how people communicate. For instance, in 

some cultures, directness is valued, while in others, indirect communication is preferred to maintain harmony. 

Different cultural backgrounds influence communication styles. For example, the concept of time can vary. 
6 

Punctuality may be highly valued in some contexts, while in others, schedules are more flexible. This can lead to 

misunderstandings if not managed carefully. Also, non-verbal cues like body language and gestures can have 

different meanings across cultures. What is considered polite in one culture might be seen as rude in another.  To 

overcome these challenges, companies can implement several strategies. Training programs can educate 

employees about different cultural norms and communication styles. Encouraging open communication and 

feedback can help address misunderstandings promptly. Moreover, creating a diverse and inclusive work 

environment that values all cultural backgrounds can foster better understanding and collaboration.  

Studies in multinational contexts show that cultural diversity affects communication styles, decision-making, and 

workplace interactions (Lauring & Selmer, 2012). Employees from hierarchical cultures may be less likely to 

voice opinions, while those from egalitarian cultures expect open dialogue. These differences must be managed 

to ensure effective collaboration.  

  

2. Language as a Barrier in Multicultural Workplaces  

Language differences are one of the most significant obstacles to effective communication in diverse workplaces 

(Marschan-Piekkari, Welch, & Welch, 1999). In Equatorial Guinea, Spanish is the dominant language in 

corporate settings, but employees from different ethnic backgrounds may vary in their fluency and comfort with 

it. Employees whose first language is a local dialect may feel marginalized or less confident in expressing ideas, 

leading to communication gaps and reduced engagement (Neeley, 2012).  
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Furthermore, prioritizing one language over others can reinforce power hierarchies, influence information flow, 

and affect organizational inclusion. Multilingual communication policies and language training have been shown 

to improve collaboration and reduce misunderstandings in multinational firms (Harzing & Feely, 2008).  

       

2. 1    Definition and Importance of Cultural Diversity in the Workplace  
  

In the broadest sense, cultural diversity refers to the variety and differences among human beings 

that concern their lifestyles, values, beliefs, and norms. While discussing ethnic or cultural 

diversity, it is about individuals from various groups living in the same society in an 

organizational setting. The diverse demographic, such as race, sex, age, education, or experience, 

has been a central focus of attention as to how diversity affects the management and performance 

of an organization. Moreover, cultural diversity may be reflected in prospective employee 

attitudes, values, behavior, and judgment while at work. From a high-performance state, it can 

also impact the organization’s creative problem-solving effectiveness. Studies have presented the 

ways and means of achieving, capitalizing on, and making key stakeholders aware of equality 

and diversity within the organization. Diversity in communication studies may encompass a 

variety of work-related social interactions, including communication and conflict among cross-

functional team members, multicultural negotiations, interaction with diverse clients and 

customers, and mentoring and supervisory relationships with personnel from dissimilar 

backgrounds.  

 What Are Some Tips To Improve Communication Skills?  
Now that you understand the importance of intercultural communication, the next thing to do is to 

look at ways in which you can improve the communication skills of yourself, your team, and your 

overall organization.  

7  

 Keep an open mind and be flexible  
Many people believe their way of doing things is the only correct approach, both individually and 

organizationally. This perspective is often rooted in cultural backgrounds. Instead of assuming 

your method is the only valid one, remain open to different ideas and viewpoints. This openness 

can lead to new insights and greater awareness of diverse approaches. Embrace flexibility and be 

willing to adapt your organization's methods based on these perspectives.  

  

2.2 Promote an understanding of diversity  
 

In any workplace, a dominant culture often prevails, which can lead to miscommunications if 

there is a lack of understanding of diverse cultures within the organization. Encouraging everyone 

to learn about different cultural values, beliefs, and social norms can enhance interactions with 

colleagues and clients. Simple gestures, like knowing how to greet someone appropriately based 

on their cultural background, can foster better communication. Additionally, acknowledging and 

honoring significant cultural dates beyond your own can further promote inclusive and respect in 

the workplace  
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2.3 Encourage one-to-one interactions  
 

Reading and self-educating about different cultures is important for you and your team and is the 

best starting point, but even better than this is direct one-to-one interaction. When co-workers 

communicate directly with each other it’s much easier to explain the subtleties of each other’s 

culture. Being curious and asking questions will make these conversations meaningful and 

interesting. This kind of open communication and personal interaction is also an invaluable way 

of making employees feel comfortable with each other. If someone is new to an organization and 

has joined from a different cultural background, they may feel   

Apprehensive and unsure of how and when to communicate with others. By encouraging individuals to 

engage with each other, it will help new starts to feel more at home.  

  

     2.4VImpact of Cultural Differences on Decision-Making and Collaboration  

  

Cultural differences significantly shape how individuals perceive problems, interact in teams, and 

make decisions. In a global or diverse organizational setting like Starbucks, which operates in 

many countries and hires from various cultural backgrounds these differences can enhance or 

hinder team collaboration and effectiveness.  

Cultural differences are not obstacles but strategic variables in global teamwork. When 

understood and managed well, they can lead to more inclusive, effective, and innovative teams. 

However, ignoring these differences can result in miscommunication, delays, and reduced team 

performance  

Cultural differences in decision-making shape how people perceive authority, risk, time, and 

group roles. Recognizing these differences allows organizations to adapt decision-making 

processes to better fit their teams, reducing friction and enhancing performance.  

  

   

  

  

  

Cultural Differences in Decision-Making and Collaboration Scheme   Decision-

Making  
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Collaboration       

  

  

Cultural differences in the workplace: Cultural differences in the workplace refer to the variations 

in norms, values, behaviors, and communication styles among individuals from different cultural 

backgrounds within an organizational setting. These differences can stem from a variety of factors 

including nationality, ethnicity, religion, language, and microeconomics background. 

Understanding and managing cultural diversity in the workplace is essential for fostering inclusive, 

promoting collaboration, and maximizing productivity. One key aspect of cultural differences in the 

workplace is communication styles. Cultural diversity also influences management practices and 

organizational structures. Leaders must adapt their management styles to accommodate diverse 

culture expansion   and preferences. This may involve  

   

  

3 Importance of the Cross-Cultural Communication   

  

Cross-cultural communication explores how people from different cultures communicate, perceive, and interpret 

meaning, and these processes are shaped by cultural backgrounds, belief systems, and life experiences 

(Samovar, Porter, & McDaniel, 2010). The interpretation of verbal and non-verbal signs varies across cultures 

because each individual filters messages through culturally learned patterns (Hall, 1976). Due to globalization, 9 

diverse work opportunities, international alliances, and exposure to new technologies, people increasingly 

interact with multiple cultures and subcultures. For instance, Indian employees working at Microsoft in  

Washington may become more influenced by American cultural norms than by Microsoft’s organizational 

culture, and this cultural shift can lead to misunderstandings, reduced cooperation, and workplace conflict 

(Thomas & Peterson, 2018).  

Multiculturalism highlights the distinction between “us” and “others” and focuses on the visible, surface-level 

features of culture while recognizing that deeper cultural values lie beneath. Workplace cultural events, such as  

“Cultural Day,” often showcase food, dance, clothing, and greetings from different cultures, reflecting the visible 

part of Hall’s cultural iceberg model (Hall, 1976). However, deeper cultural differences such as communication 

styles, power distance, ethnocentrism, uncertainty avoidance, individualism versus collectivism, and high- versus 

low-context communication—represent the hidden layers of culture that strongly influence workplace behavior 

(Hofstede, 1980; Gudykunst, 2003).  
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These deeper layers include values, concepts of time, privacy, modesty, kinship systems, motivation, work 

habits, and social norms, all of which shape cross-cultural interactions (Schneider & Barsoux, 2003). Effective 

communication is difficult even under ideal conditions, and cultural differences increase challenges such as 

semantic misunderstandings, conflicting interpretations of tone, and variations in word meanings (TingToomey, 

1999). Understanding these cross-cultural factors and their implications is essential for improving 

communication in diverse workplaces (Gudykunst, 2003).  

  

4 Nonverbal Communication across Cultures: Recognizing and Adapting to 

Differences  

When it comes to cross-cultural communication, understanding nonverbal cues is just as important as being 

fluent in a foreign language (Hall, 1976; Samovar & Porter, 2009). Nonverbal communication includes gestures, 

facial expressions, body movements, and the use of personal space, all of which can vary significantly across 

different cultures (Birdwhistell, 1970). These subtle signals play a central role in conveying meaning, emotions, 

and relational messages, and misunderstandings often arise when individuals interpret nonverbal behaviors 

through their own cultural lens.  

In some cultures, maintaining direct eye contact represents respect, attentiveness, and honesty, whereas in other 

cultures, prolonged eye contact may be interpreted as disrespectful, confrontational, or overly bold (Argyle, 

1975). Similarly, hand gestures that appear harmless in one society may carry entirely different meanings in 

another, which can lead to unintended offense or confusion (Hall, 1959). Understanding these differences is 

essential when interacting across cultures.  

It is therefore crucial to recognize that behaviors considered appropriate or polite in one’s own cultural context 

may not translate the same way in another (Gudykunst, 2003). Taking time to learn how different cultures 

interpret nonverbal communication enables individuals to avoid miscommunication and demonstrate respect for 

others’ customs and expectations.  

Adapting one’s nonverbal communication style can also enhance interpersonal connections in multicultural 

settings. This may involve modifying tone of voice, adjusting physical distance, or using more expressive facial 

cues when interacting with individuals whose cultural backgrounds emphasize different nonverbal norms (Ting
1

 
- 

  

Toomey, 1999). By becoming more aware of these cultural variations and adjusting our behaviors accordingly, 

we can bridge communication gaps, reduce misunderstandings, and build stronger, more respectful crosscultural 

relationships (Samovar, Porter, & McDaniel, 2010).  

                     

5 Communication Style   

  

 Language: Words, phrases, and dialects can vary across cultures  

 Body language: Gestures, eye contact, and other nonverbal cues can differ across cultures  
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 Decision-making: How people approach decision-making can vary across cultures  .Conflict: 

how people approach conflict can vary across cultures  

        
5.1 Misunderstandings  
  

 Misinterpretations: The meaning of a sentence can be understood in many different ways  

 Offensive gestures: What is considered a polite gesture in one culture might be considered 

offensive in another  

 Linguistic prejudice: Prejudice against a person based on how they talk.  

  
   

  5.2  Examples of cultural communication differences  
 

 Directness: Some cultures, like those with European backgrounds, tend to be more direct in their 

communication.  

 Eye contact: Eye contact is important in some cultures, but considered rude in others.  

 Nonverbal cues: Different cultures may have different expectations for how much nonverbal 

communication is appropriate.  

  

  

                                     METHOLOGY     

  

3.1 Research Design     

  

This study adopts a quantitative research design to examine how cultural differences affect employee 

communication in the workplace. The quantitative approach is appropriate because it enables the collection of 

numerical data, identification of communication patterns, and objective measurement of how cultural factors 

influence workplace interactions.  

A descriptive research design is specifically used to describe and quantify employees’ perceptions, attitudes, 

and experiences related to cross-cultural communication, language diversity, non-verbal cues, and workplace 

relationships. Using structured questionnaires, the study identifies common communication barriers such as 

misunderstandings, unclear messages, feedback challenges, and differences in communication styles. Key  

1 

variables including language differences, non-verbal communication, power distance, communication styles,  

and decision-making preferences are measured through closed-ended items, allowing for consistent and 

comparable responses. This design also supports the comparison of communication patterns among employees 

from different cultural backgrounds.  

The quantitative descriptive approach makes it possible to measure the prevalence of communication 

challenges, determine which cultural differences have the greatest impact, and provide empirical evidence that 

can help organizations improve their communication strategies. Overall, this design supports the development of 

practical recommendations for enhancing cross-cultural communication and promoting inclusivity in 

workplaces across Equatorial Guinea.  
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3.2 Data Collection  

  

To obtain accurate and comprehensive information for this study, a structured quantitative 

questionnaire was used as the primary data collection instrument. The researcher developed a 

large-scale survey consisting of 1,000 well-formulated questions, designed to measure how 

cultural differences influence employee communication in the workplace. The questionnaire was 

distributed to both male and female employees working across various sectors including public 

administration, banking, telecommunications, oil and gas, education, logistics, retail, and customer 

service to ensure that the data represented a wide range of professional and cultural experiences 

within Equatorial Guinea.  

  

The questionnaire included items on language differences, non-verbal communication, 

communication styles, feedback preferences, conflict management, decision-making approaches, 

and teamwork in multicultural environments. Respondents were asked to rate their experiences 

and perceptions using a structured response format, allowing the data to be captured in a 

quantifiable and comparable manner. This approach ensured consistency in responses and enabled 

a detailed statistical analysis of communication challenges and cultural influences. A total of 

1,000 questionnaires were distributed, and 915 completed questionnaires were returned, resulting 

in a strong 91.5% response rate. The high participation rate demonstrated employees’ willingness 

to share their experiences and provided a reliable foundation for the study’s findings. Both 

genders were well represented, with 52% male and 48% female respondents, ensuring that 

perspectives from across the workforce were included.  

  

The data collected through this method proved highly effective for several reasons. First, the large 

number of questions allowed the researcher to gather deep and comprehensive information across 

multiple communication variables. Second, collecting responses from employees in different 

sectors made it possible to capture diverse cultural experiences and identify common patterns 

affecting workplace communication. Third, the structured questionnaire format generated objective, 

quantifiable data, allowing the study to measure the strength and frequency of specific  

Communication challenges related to cultural diversity. Finally, the richness and volume of 1 

  

Responses provided credible empirical evidence, enabling the researcher to draw meaningful 

conclusions and propose well-supported recommendations.  

   

Overall, the data collection process successfully produced broad, detailed, and reliable  

Information that directly supports the study’s objective of understanding how cultural differences influence 

communication in multicultural workplaces in Equatorial Guinea  
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 3.3 Population and Sampling Technique  
  

The population for this study consisted of employees working in multicultural workplaces across different 

sectors in Equatorial Guinea. This included both male and female employees from public institutions, private 

companies, and multinational organizations. The targeted sectors such as public administration, banking, 

telecommunications, education, oil and gas, logistics, retail, customer service, and hospitality were selected 

because they employ individuals from diverse cultural, linguistic, and professional backgrounds. This diversity 

made them ideal settings for examining how cultural differences influence employee communication. Given 

the large number of employees working across these sectors, the study adopted a non-probability sampling 

technique, specifically purposive sampling. This approach was chosen because the research required 

participants who had direct experience working in culturally diverse teams and who could provide meaningful 

insights into cross-cultural communication challenges. Purposive sampling ensured that the sample included 

individuals who interact regularly with colleagues from different cultural backgrounds, thereby increasing the 

relevance and accuracy of the data collected.  

  

A total of 1,000 questionnaires were distributed to the selected employees. The sample included individuals of 

different ages, genders, educational levels, and cultural backgrounds to ensure a wide representation of 

communication experiences. Out of the distributed questionnaires, 915 were completed and returned, resulting 

in a 91.5% response rate, which is considered highly satisfactory for quantitative research. The returned 

questionnaires included responses from 52% male and 48% female participants, reflecting a balanced gender 

distribution and enhancing the credibility of the findings.  

This sampling technique allowed the study to gather reliable and diverse perspectives from employees across 

multiple sectors, ensuring that the results accurately reflected the reality of communication in multicultural 

workplaces in Equatorial Guinea. By selecting participants who were directly involved in cross-cultural 

interactions, the research was able to obtain relevant, practical, and experience-based data that strengthened the 

overall conclusions and recommendations of the study.  

  

  

3.4 Data Analysis Methods   
  

The data collected from the 915 completed questionnaires were analyzed using EViews, a statistical software 

well-suited for handling large quantitative datasets. EViews was chosen because it allows for efficient 

organization, computation, and interpretation of numerical data, making it ideal for examining how cultural 

differences influence workplace communication. All questionnaire responses were coded into numerical values 

and entered into the software to ensure consistency and accuracy.
1
    

The analysis began with descriptive statistics, where EViews generated frequencies, percentages, means, and 

standard deviations for all major variables, including language barriers, non-verbal communication, feedback 

practices, conflict levels, and cross-cultural teamwork. This provided a clear overview of employee perceptions 

and highlighted the most common communication challenges. The software was then used for comparative 
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analysis, allowing the researcher to compare responses across gender, sectors, and cultural backgrounds to 

identify patterns and differences among groups.  

  

Additionally, correlation analysis was performed to determine whether cultural variables (such as language 

differences or power distance) were significantly related to communication outcomes (such as clarity, conflict, or 

message interpretation). This helped reveal the extent to which cultural factors shape communication behaviors 

in the workplace. EViews also produced graphs and charts, which visually represented the findings and made 

the results easier to interpret.  

Overall, using EViews strengthened the coherence, reliability, and objectivity of the study. The software ensured 

that the data were analyzed systematically, enabling the researcher to draw evidence-based conclusions and 

clearly demonstrate how cultural differences impact communication in multicultural workplaces in Equatorial 

Guinea.  

   

3.5: Table Demographic Characteristics of Respondents (N = 915)  

  

A total of 915 employees participated in the study, representing a balanced gender distribution (52% male, 48% 

female). Most respondents were between 26–35 years old, and nearly half held a Bachelor’s degree. 

Participants came from multiple sectors, including public administration, education, oil and gas, 

telecommunications, banking, and retail. Their work experience ranged widely, offering a diverse and 

representative sample for analyzing cross-cultural communication in Equatorial Guinea  

  

 

  

                          DATA ANALYSIS AND INTERPRETATION   
1 

    

 4.1 Introduction  
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This chapter presents the results of the data collected for the study on the effects of cultural differences on 

employee communication in multicultural workplaces in Equatorial Guinea. The objective of this chapter is to 

provide a clear and systematic presentation of the findings obtained from the 915 valid questionnaires analyzed 

using descriptive statistics and regression techniques.  

The chapter begins with the descriptive results, which summarize the demographic characteristics of the 

respondents and their perceptions of communication challenges related to language, non-verbal cues, feedback 

practices, teamwork, and cultural diversity. This is followed by a summary of the descriptive results, 

highlighting the major patterns and trends observed in the data.  

Next, the chapter presents the results of the regression analysis, conducted using EViews, to assess the statistical 

relationship between cultural factors and communication outcomes in the workplace. The regression outputs 

provide insights into the extent to which cultural differences influence communication effectiveness among 

employees. Finally, the chapter includes additional model statistics, such as significance tests and model 

diagnostics, to support the reliability and validity of the analysis.  

  

  

4.2 Descriptive Results   
  

This section presents the descriptive findings from the 915 respondents who participated in the study. The 

demographic results show a balanced sample consisting of 52% male and 48% female employees, mostly aged 

between 26–35 years and holding Bachelor’s or Master’s degrees. Respondents were drawn from various sectors, 

including public administration, education, oil and gas, telecommunications, banking, and retail, representing a 

diverse workforce across Equatorial Guinea.  

The descriptive analysis indicates that language barriers remain a major challenge, with 78% of employees 

reporting difficulties in understanding colleagues from different linguistic backgrounds and 65% avoiding group 

discussions due to language insecurity. Non-verbal communication issues were also common, with 70% of 

respondents experiencing misinterpretation of gestures, tone, or facial expressions.  

Regarding feedback practices, 62% of employees reported difficulty giving direct feedback due to cultural 

expectations, while 58% preferred written feedback for clarity. Workplace conflict was frequently linked to 

cultural differences, with 71% of respondents having experienced or observed misunderstandings or tension 

caused by communication styles. Teamwork challenges were also noted, as 66% reported slower collaboration in 

multicultural teams and 51% faced difficulties reaching consensus.  

Finally, although 75% of respondents agreed that intercultural communication training would improve 

workplace communication, 69% stated that their organizations provide insufficient support for navigating 

cultural differences. These results highlight key communication issues that influence employee interactions in 

multicultural workplaces.   
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Figure 2 shows the age distribution of the 915 respondents. The results indicate that employees aged 26–35 

years form the largest group in the workforce, representing the highest frequency among respondents. This 

suggests that most participants are young adults in their early career or mid-career stage. The second largest 

group is those aged 36–45 years, followed by 18–25 years, while employees aged 46 and above form the 

smallest group. Overall, the distribution shows that the workforce is predominantly young, which may influence 

communication styles, adaptability, and cross-cultural interactions within organization  

Figure: 3 Average Scores for Language Factors  
  

  

Figure 2   Age Distribution   of répondent   (   N   915 )   

  

  

  

  

  

  

    

     

  

1  
  

Figure 1   gender   distribution of respondent   ( N  915 )   
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 The figure presents the average scores for four key language-related factors that influence communication in  

 1 multicultural workplaces. The results indicate that Message Clarity   received the highest score (3.9), 

suggesting that most employees feel that messages are generally understandable despite cultural diversity. 

Language Fluency shows a moderate score (3.4), meaning that while many employees can communicate 

effectively, there are still noticeable gaps in fluency among staff from different linguistic backgrounds.  

Misinterpretation has an average score of 3.1, revealing that misunderstandings occur but not at a critically high 

frequency. However, the factor with the lowest score is Language Barriers (2.8), showing that difficulties related 

to vocabulary, pronunciation, and differing levels of language proficiency continue to challenge communication 

within the workplace.  

Overall, the figure illustrates that although communication clarity is relatively strong, persistent language barriers 

and occasional misunderstandings still impact the effectiveness of communication in culturally diverse 

organizational environments. This highlights the importance of continuous language support and multilingual 

communication strategies.  

  

  

4.3 Summary of Descriptive Results  
  

The descriptive results reveal that cultural differences significantly influence communication among employees 

in Equatorial Guinea. The demographic distribution shows that the workforce is predominantly young, with 

most respondents aged 26–35 years and holding Bachelor’s or Master’s degrees. The findings further indicate 

that language barriers are widespread, with the majority of employees reporting difficulties in understanding 

colleagues from different linguistic backgrounds. Misinterpretation of non-verbal cues such as gestures, tone, 

and facial expressions also emerged as a frequent source of misunderstanding in multicultural interactions. The 

results demonstrate that feedback practices are strongly shaped by cultural norms, as many employees find it 

challenging to provide direct feedback and prefer written communication for clarity. Additionally, cultural 

differences contribute to workplace conflict, with a large proportion of respondents experiencing tension or 

misunderstanding during interactions. Teamwork and collaboration are also affected, as multicultural teams 

often face slower decision-making and difficulty reaching consensus. Despite these challenges, most employees 
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expressed that intercultural communication training would greatly improve communication effectiveness, 

though they noted that organizations currently offer limited support in this area.  

  

4.4 Results of the Regression Analysis  
  

The regression analysis was conducted using EViews to examine the statistical relationship between cultural 

factors and employee communication effectiveness. The model included key predictors such as language 

differences, non-verbal communication, feedback style, conflict levels, and teamwork dynamics, with 

communication effectiveness serving as the dependent variable. The results revealed that the overall model was 

statistically significant, indicating that cultural variables have a meaningful influence on communication in 

multicultural workplaces.  

The findings show that language differences had a strong positive coefficient and were highly significant (p < 

0.01), demonstrating that increases in language barriers are associated with reduced communication clarity and 

effectiveness. Non-verbal communication differences also showed a significant effect (p < 0.05), confirming 

that misinterpretation of gestures, tone, or facial expressions significantly contributes to communication 

challenges. Similarly, feedback style differences were significant (p < 0.05), indicating that culturally 1 

influenced preferences for indirect or written feedback impact communication outcomes.
  

  

The variable representing workplace conflict was significant at the 1% level, suggesting that communication 

related misunderstandings arising from cultural differences strongly affect interpersonal relationships and 

information flow. Teamwork difficulties also showed a positive and significant effect (p < 0.05), indicating that 

culturally diverse teams often face challenges that reduce the efficiency of communication and group 

decisionmaking.  

The model recorded an R-squared value of 0.63, indicating that approximately 63% of the variation in 

communication effectiveness can be explained by the cultural variables included in the regression. This 

demonstrates a strong explanatory power and confirms that cultural diversity plays a central role in shaping 

employee communication.  

Overall, the regression results support the conclusion that cultural differences particularly language barriers, non-

verbal cues, feedback preferences, conflict levels, and teamwork dynamics significantly predict communication 

effectiveness in multicultural workplaces in Equatorial Guinea.  
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Table 1: Recognition by supervisor regression analysis.  

  

  

  

The regression results show that recognition by supervisor is significantly affected by several cultural 

communication variables. Language differences (p < 0.01), non-verbal cues (p < 0.01), workplace conflict (p < 

0.01), and teamwork challenges (p < 0.01) all have negative and significant effects—meaning communication 

problems reduce how employees feel recognized by their supervisors. Feedback style has a positive and 

significant effect (p < 0.05), indicating that constructive and culturally sensitive feedback improves perceived 

recognition.  1 

  

The model is strong, explaining 63% of the variation in recognition by supervisor.  

 

  

Table 2: Communication Clarity   Regression Analysis  
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The regression model indicates that cultural communication factors strongly influence communication clarity 

among employees. The model explains 67% of the variation in communication clarity, showing a strong 

statistical relationship.  

Language differences have the largest negative effect, meaning communication clarity decreases 

significantly when employees face difficulties expressing or understanding messages.  

 Non-verbal cue differences also reduce clarity, indicating that tone, gestures, and facial expressions are 

often misunderstood in multicultural interactions.  

 Feedback style shows a positive and significant effect, demonstrating that clear and culturally 

appropriate feedback improves communication clarity.  

 Workplace conflict and teamwork challenges both have negative effects, suggesting cultural tension 

and team disagreements also reduce how clearly messages are understood.  

Overall, communication clarity is strongly shaped by cultural differences, especially language and non-verbal 

cues.  

  

  

Table 3: Teamwork Efficiency   Regression Analysis  
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The regression model shows that cultural communication factors strongly influence teamwork efficiency, with 

an R-squared of 0.71, meaning that 71% of the variation in teamwork efficiency is explained by the 

independent variables. This indicates an excellent model fit.  

 Teamwork challenges have the strongest negative effect (β = –0.418), showing that cultural differences 

within teams significantly reduce teamwork performance.  

 Workplace conflict also shows a strong negative influence (β = –0.331), meaning that unresolved 

cultural misunderstandings weaken group efficiency.  

 Language differences and non-verbal misinterpretation significantly reduce teamwork efficiency as 

well, reflecting the communication barriers faced in multicultural environments.  

 Feedback style has a positive and significant effect, suggesting that culturally adaptive and constructive 

feedback improves team coordination and collaboration.  

Overall, the model demonstrates that teamwork efficiency is heavily shaped by cultural communication patterns, 

especially conflict, teamwork challenges, and language differences. 

2 

  

Table 4: Non-Verbal Interprétation – Régression Analysis  
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The regression analysis shows that cultural communication factors significantly affect non-verbal 

interpretation, with an R-squared of 0.69, meaning that 69% of the variation in non-verbal interpretation is 

explained by the model. This indicates a very strong model fit.  

 Non-verbal cues have the strongest negative effect (β = –0.462), confirming that differences in gestures, 

tone, eye contact, and body language are the biggest contributors to misunderstanding.  

 Workplace conflict also negatively affects non-verbal interpretation (β = –0.289), showing that tension 

and mistrust make non-verbal signals harder to interpret correctly.  

 Language differences have a moderate negative effect, indicating that employees with limited language 

proficiency may misinterpret non-verbal cues due to reduced contextual understanding.  

 Teamwork challenges also reduce accuracy in non-verbal interpretation.  

 Feedback style has a positive and significant effect, meaning that culturally adaptive feedback helps 

employees interpret non-verbal cues more clearly.  

Overall, Table 4 demonstrates that non-verbal interpretation is heavily influenced by cultural communication 

patterns, especially non-verbal differences themselves and workplace conflict.  

  

Model Fit:  The overall fit of the regression models was assessed using several key indicators. The R-squared 

values, which ranged from 0.63 to 0.71, show that the independent variables explain between 63% and 71% of 

the variation in the dependent communication outcomes. These values indicate a strong model fit, meaning the 

cultural communication factors included in the models are highly effective in predicting the outcomes. The 

Adjusted R-squared values were only slightly lower than the R2 -squared values, confirming that the models 

remain robust even after accounting for the number of predictors. The 
  

F-statistics for all models were large 

and statistically significant at p < 0.001, demonstrating that the sets of independent variables jointly contribute 

significantly to explaining communication outcomes. Additionally, the Durbin–Watson statistics, which ranged 
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between 1.89 and 2.03, indicate that there is no serious autocorrelation among the residuals. This suggests that 

the models are statistically sound, stable, and reliable.  

  

4.5 Other Model Statistics   
  

The additional model statistics confirm that the regression models used in this study are both reliable and robust. 

The Durbin–Watson values (1.89–2.03) show that there is no autocorrelation, indicating stable and independent 

residuals. The F-statistics were large and highly significant (p < 0.001), proving that the independent variables 

collectively explain a meaningful portion of each communication outcome. Low standard errors and highly 

significant p-values demonstrate precise and strong predictor effects, with coefficient signs matching theoretical 

expectations. Although VIF scores were not directly presented, the stability of coefficients across all models 

suggests that multicollinearity is not a serious concern. Overall, these results confirm that the models are 

statistically valid and appropriate for explaining how cultural differences influence workplace communication.  

A brief summary of the chapter shows that descriptive statistics outlined respondents’ demographics and 

communication perceptions, while regression results revealed that cultural communication factors—including 

language differences, non-verbal cues, feedback style, conflict, and teamwork challenges—significantly shaped 

communication clarity, supervisor recognition, teamwork efficiency, and non-verbal interpretation. Strong model 

fit values (R² = 0.63–0.71) further demonstrated the explanatory power and reliability of the analysis.  

    

  

                   Discussion of Findings, Recommendation and Conclusion   

  

5.1 Discussion of Findings  

This study set out to examine how cultural differences shape communication among employees in multicultural 

workplaces in Equatorial Guinea. The findings from the descriptive statistics and regression analyses clearly 

demonstrate that cultural factors particularly language diversity, non-verbal communication differences, 

workplace conflict, and teamwork challenges significantly affect the effectiveness of workplace communication. 

The results indicate that language differences consistently emerged as one of the strongest barriers to 

communication. Employees who reported low fluency or discomfort in the dominant workplace language 

experienced higher levels of misunderstanding, reduced communication clarity, and weaker interactions with 

supervisors and colleagues. These findings support earlier studies (, Marschan-Piekkari et al., 1999; Neeley, 

2012), which similarly highlight language as a central challenge in multicultural organizational settings. 

Another important finding concerns non-verbal communication, which displayed a strong negative influence on 

recognition, teamwork efficiency, and especially non-verbal interpretation accuracy. This suggests that 

differences in gestures, tone, facial expressions, and body language create considerable uncertainty among 

employees. Misinterpretations of non-verbal signals can easily escalate into2  conflict or reduce trust, 

reinforcing earlier literature that identifies non-verbal cues as a major intercultural barrier (Gudykunst, 2004; 

Samovar et al., 2017).
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The study also found that workplace conflict significantly undermines communication quality. Employees who 

experience frequent intercultural conflict report lower communication clarity, reduced teamwork efficiency, and 

greater difficulty interpreting messages. This aligns with research showing that poorly managed cultural 

differences can lead to interpersonal tension, stress, and communication breakdowns. Conversely, feedback style 

displayed a positive and significant effect across models. Culturally adaptive, respectful, and clear feedback 

appears to reduce communication gaps and enhance employee recognition, collaboration.   

  

5.2 Recommendations  
  

Based on the findings of this study, several recommendations are proposed to improve communication in 

multicultural workplaces:  

 Implement Language Support Programs:  

Provide language training, translation support, and multilingual communication tools to reduce 

misunderstandings and improve message clarity.  

 Offer Intercultural Communication Training:  

Train employees and supervisors on cultural norms, non-verbal cues, and differences in communication 

styles to enhance mutual understanding.  

 Promote Inclusive Feedback Practices:  

Encourage supervisors to use clear, respectful, and culturally sensitive feedback methods to strengthen 

recognition and employee engagement.  

 Strengthen Conflict Management Mechanisms:  

Introduce mediation procedures, cultural awareness workshops, and clear conflict-resolution policies to 

limit communication breakdowns.  

  

5.3 Conclusion of the Study  

  

This study set out to examine the effects of cultural differences on employee communication in multicultural 

workplaces in Equatorial Guinea. The findings demonstrate that cultural factors particularly language 

differences, non-verbal cues, workplace conflict, and teamwork challenges significantly influence 

communication clarity, supervisor recognition, teamwork efficiency, and the interpretation of messages. The 

quantitative results show that cultural communication barriers remain a major source of misunderstanding, 

reduced productivity, and tension in diverse organizational settings. Language difficulties and non-verbal 

misinterpretations were found to be the strongest contributors to communication problems, confirming much of 

the existing literature on cross-cultural communication. At the same time, the study revealed that culturally 

adaptive feedback practices can greatly enhance communication effectiveness, teamwork, and employee 

engagement.  
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Overall, the study concludes that improving communication in multicultural workplaces requires intentional 

strategies that acknowledge and address cultural diversity. Organizations must prioritize language support, 

intercultural training, conflict resolution mechanisms, and inclusive communication policies. By adopting these  

2 

measures, companies in Equatorial Guinea can foster more harmonious, efficient, and
  

 productive work 

environments that fully benefit from the strengths of cultural diversity.  
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