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Abstract

The purpose of this study is to investigate in-group and out-group dynamics within 
multinational corporations in India and their influence on organizational performance. 
The paper uses concurrent triangulation. Primary data were gathered via a purposive 
sample of 500 employees across various demographic backgrounds, ensuring diversity. 
Respondents participated in an online survey and a few in-depth interviews, admin-
istered in-person or online, capturing their experiences of group dynamics. Survey 
data were analyzed using R, SPSS, and SAS, while thematic analysis was applied to 
in-depth interview transcripts using NVivo software. The study also employed descrip-
tive statistics, ANOVA, MANOVA for the survey and thematic analysis for interviews, 
revealing the depth and complexity of in-group favoritism. In-group members have 
reported significantly higher levels of communication, trust, cooperation, conflict 
management, and innovation, indicating the impact of group dynamics on organiza-
tional performance. The outcome of the multivariate analysis of variance (MANOVA) 
demonstrates a substantial impact of in-group/out-group categorization on the amal-
gamated dependent variables (evidenced by a Wilks’ Lambda value of 0.68, F (5,94) = 
4.17, p < .001). This suggests a noteworthy influence of in-group/out-group affinities 
on overall team efficacy. The insights offer concrete strategies to enhance inclusivity 
amid diversity within multinational corporations, thereby mitigating group bias and 
promoting organizational performance. This study not only expands the understand-
ing of group dynamics in Indian multinational corporations but also offers valuable 
guidance for managerial practices.
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INTRODUCTION

Multinational corporations operate across borders, employing a di-
verse workforce comprising individuals from various nationalities, 
cultures, and backgrounds and play a pivotal role in the world econo-
my. In this context, in-group and out-group interactions within mul-
tinational corporations can significantly influence employee behavior, 
performance, and overall organizational outcomes. In-group refers 
to a collective of individuals who share common characteristics, be-
liefs, and attitudes, while out-group comprises individuals who do not 
belong to this group. Understanding the dynamics of in-group and 
out-group interactions within multinational corporations is essential 
for comprehending how employees from diverse backgrounds interact 
and collaborate in a global workplace.
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In a diversified context of a multinational corporation, where the workforce comprises individuals from 
different nationalities, cultures, and backgrounds, in-group and out-group dynamics can create barri-
ers to effective communication, collaboration, and teamwork. Despite the growing recognition of the 
significance of in-group and out-group dynamics in multinational corporations, limited research has 
been conducted on the factors that influence such dynamics and their implications for employee behav-
ior, performance, and organizational outcomes within the Indian context. 

This study holds both theoretical and practical implications. Identifying the factors influencing in-
group and out-group dynamics and their implications for employee behavior, communication, and per-
formance in Indian multinational corporations contributes to the existing knowledge in this field. The 
findings of this study are particularly relevant for managers and policymakers of multinational corpo-
rations, as they can utilize the outcomes to foster a more inclusive and collaborative workplace culture.

1. LITERATURE REVIEW  

AND HYPOTHESES

The literature review involves an extensive search 
of academic databases such as JSTOR, Emerald 
Insight, and ProQuest to identify relevant articles, 
books, and reports on in-group and out-group 
dynamics in multinational corporations in India. 
The literature review encompasses the study of lit-
erature spanning over the last 70-75 years. 

Several factors influence in-group and out-group dy-
namics in multinational corporations in India. These 
factors can be broadly categorized into demograph-
ic and cultural ones. Further, managing in-group 
and out-group dynamics in multinational corpora-
tions is crucial for improving team performance and 
achieving organizational goals. Organizations need 
to implement strategies that promote diversity, inclu-
sion, and cross-cultural communication to effective-
ly manage these dynamics.

The study of in-group and out-group is rooted in 
social identity as well as social categorization the-
ory. According to Tajfel et al. (1979), individuals 
develop their self-concept through affiliation with 
specific social groups, resulting in in-group favor-
itism and out-group discrimination. Similarly, so-
cial categorization theory posits that individuals 
classify themselves and others based on observ-
able attributes, including nationality, ethnicity, 
gender, and age (Turner et al., 1987).

Nationality is a critical factor that influences in-
group and out-group dynamics in multinational 
corporations. Employees from the same country 
tend to form in-groups and share a common cul-

ture, language, and social norms. On the other 
hand, employees from different countries tend to 
form out-groups, which can create communica-
tion and cultural barriers (Marton et al., 2004).

Language is another critical factor impacting in-
group and out-group dynamics in multinational 
corporations. Language barriers can create mis-
understandings and communication gaps, leading 
to conflicts and lower team performance (Jackson 
& Ruderman, 1995). Cultural background also in-
fluences in-group and out-group dynamics in mul-
tinational corporations. Employees from different 
cultural backgrounds may have different values, 
beliefs, and attitudes, which can lead to misunder-
standings and conflicts (Gudykunst & Kim, 2003).

Gender is another factor that can influence in-
group and out-group dynamics. Women may face 
gender biases and discrimination in male-dom-
inated teams, affecting their performance and 
motivation (Kochan et al., 2003). Age and educa-
tion are two distinctive variables in this context. 
Younger employees may face age-related stereo-
types and biases, while older employees may face 
age-related discrimination (Campion & Posthuma, 
2007). Similarly, employees with higher education 
may form in-groups and have a sense of superiori-
ty (Marton et al., 2004).

Other significant variables are work experience 
and social status. Employees with longer work ex-
perience may form in-groups and have a sense of 
superiority over employees with lesser work expe-
rience. Similarly, employees with higher social sta-
tus may form in-groups and discriminate employ-
ees with lower social status (Marton et al., 2004).
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In-group and out-group dynamics can signifi-
cantly affect team performance in multinational 
corporations in India. In-group and out-group 
dynamics can create communication barriers and 
misunderstandings, causing conflicts and lower 
team performance. These can affect trust between 
team members (Nemeth, 1986). In-groups tend to 
trust each other more, while out-groups tend to be 
mistrusted (Tajfel et al., 1979).

Kumar et al. (2023) research underscored the 
consequential influence of power dynamics and 
social status on in-group and out-group behav-
iours, and their subsequent ramifications on per-
ceived individual performance outcomes. The 
study discovered a positive correlation between 
in-group behaviour and perceived individual per-
formance outcomes. In contrast, out-group behav-
iour demonstrated a negative association with per-
ceived individual performance outcomes. Power 
dynamics were identified as a significant mod-
erating variable, influencing the relationship be-
tween in-group behaviour and perceived individ-
ual performance outcomes. This observation sug-
gests that the dynamics of power within a group 
can significantly modulate the impact of in-group 
behaviour on the perception of individual perfor-
mance. Thus, it is imperative to consider power 
structures and social hierarchy when examining 
the interplay of in-group behaviour, out-group 
behaviour, and perceived individual performance 
outcomes. This research offers a nuanced under-
standing of how power dynamics and social status 
can steer group behaviours and shape perceptions 
of individual performance outcomes. It illumi-
nates the often complex and multifaceted nature 
of group interactions and their impacts on indi-
vidual performance, thereby contributing to the 
wider discourse on the determinants of in-group 
and out-group behaviours.

Cooperation among team members can get in-
fluenced by in-group and out-group dynamics. 
Brewer (1999), Sherif (1966), Sherif et al. (1961), 
and Tajfel et al. (1979) indicated that in-groups 
tend to exhibit higher levels of cooperation, while 
out-groups may display lower levels of coopera-
tion, resulting in potential negative implications 
for team performance. This phenomenon, com-
monly referred to as the in-group bias, highlights 
the tendency of individuals to exhibit preference 

toward and prioritization of members of their 
own group. Notably, Tajfel et al. (1979) suggest 
that in-group bias can manifest even when group 
membership lacks significance or is randomly as-
signed. Moreover, an out-group can intensify in-
tergroup competition, exacerbating the in-group 
bias and further diminishing cooperation (Sherif 
et al., 1961).

In-group and out-group dynamics have the poten-
tial to contribute to conflicts among team mem-
bers. Tajfel et al. (1979) and Brewer (1999) indicat-
ed that in-groups often are more inclined toward 
competitiveness and confrontation, whereas out-
groups tend to demonstrate greater cooperative-
ness and conciliation. The presence of an in-group 
bias can further exacerbate these dynamics, lead-
ing to discrimination and prejudice against out-
group members (Tajfel et al., 1979). Consequently, 
tensions and conflicts may arise within teams due 
to these dynamics, potentially impacting team 
performance.

In-group and out-group dynamics can also af-
fect innovation in teams. In-groups tend to be 
less innovative and less open to new ideas, while 
out-groups tend to be more innovative and open 
to new ideas, which can lead to lower team per-
formance (Homan et al., 2007). Stahl et al. (2009) 
suggest that diverse teams with members from 
different backgrounds and perspectives are more 
likely to generate innovative ideas and solutions. 
In contrast, teams with high in-group bias may be 
less likely to consider ideas or perspectives from 
out-group members, limiting their innovation 
potential.

To manage in-group and out-group dynamics effec-
tively, organizations can implement strategies such 
as creating a shared vision and values, promoting 
diversity and inclusion, providing cross-cultural 
training and support, encouraging social interac-
tion, and implementing performance-based reward 
systems (Bezrukova et al., 2009; Ely & Thomas, 
2001; Jehn & Bezrukova, 2010). These strategies 
create a culture that values and embraces diversity 
and fosters collaboration and teamwork. Moreover, 
Jehn et al. (2008) and West and Anderson (1996) 
suggest that such strategies can improve team per-
formance, increase job satisfaction, and enhance 
organizational outcomes.
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Establishing a shared vision and values within an 
organization can cultivate employees’ sense of be-
longingness and dedication, thereby encouraging 
cooperation among team members (Tajfel et al., 
1979). Homan et al. (2007) have found that diver-
sity and inclusion within teams and organizations 
can enhance team performance by fostering the 
integration of diverse perspectives and ideas.

Cross-cultural training and support effectively 
improve intercultural communication and reduce 
cultural misunderstandings, as noted by Bhawuk 
and Brislin (1992) and Kim and Mauborgne (1993). 
As Sherif et al. (1961) proposed, encouraging so-
cial interaction can help build trust and improve 
communication among team members from dif-
ferent groups. Dias et al. (2017) has explored the 
role of intercultural communication competence 
in managing cross-border mergers and acquisi-
tions in Indian multinational corporations. The 
study emphasizes the significance of intercultural 
communication competence, which can be devel-
oped through cross-cultural training, in facilitat-
ing effective communication, building trust, and 
fostering better relationships between employees 
from different cultural backgrounds.

Implementing performance-based reward sys-
tems can promote teamwork and collaboration 
(Decuyper et al., 2010; Kozlowski & Ilgen, 2006; 
O’Reilly et al., 1989). Prasad et al. (2023) high-
light the importance of developing suitable per-
formance evaluation criteria to minimize group 
dynamics’ negative effects on a firm’s personnel. 
Connecting evaluations to incentives, delivering 
adequate training, and conducting timely assess-
ments can help mitigate these adverse effects.

The impact of cross-cultural training on the suc-
cess of international assignments in multinational 
corporations has also been investigated by Polón 
(2017). Polón (2017) indicates that cross-cultur-
al training enhances expatriates’ cultural in-
telligence, reduces cultural misunderstandings, 
and improves their overall performance and job 
satisfaction.

Further, multinational corporations and their 
subsidiaries should balance implementing pro-
cesses that are in sync with the host country’s 
reasonable requirements and standards and pur-

sue more distinctive procedures in their country 
of origin (Mishra et al., 2021). Chen and Tjosvold 
(2007) conducted a study focusing on Guanxi and 
leader-member relationships in China and India, 
shedding light on the significance of relation-
ships within cross-cultural settings. Their find-
ings emphasize the importance of trust, cooper-
ation, and mutual benefits in fostering and main-
taining Guanxi relationships, facilitating effective 
cross-cultural interactions and negotiations with-
in multinational corporations.

Literature is surfeit on the diverse aspects of or-
ganizational performance and its correlation with 
factors such as cultural diversity, leadership, or-
ganizational culture, and internationalization. 
Nori and Gupta (2021) underscore the importance 
of maximizing and optimizing organization-
al value within the industrial environment. It is 
important to emphasizes the critical role of cul-
tural intelligence in managing cultural diversity, 
specifically within Indian multinational corpora-
tions. Cultural intelligence, denoting an individu-
al’s ability to adapt to new cultural environments 
and collaborate effectively with individuals from 
diverse backgrounds, emerges as a crucial com-
petency for successfully navigating cross-cultur-
al interactions within multinational corporations. 
Maiorescu and Wrigley (2016) examined the im-
pact of cultural diversity on firm performance 
in multinational corporations. Thus, the effects 
of cultural diversity on firm performance can be 
positive and negative, depending on various fac-
tors such as the level and type of diversity and the 
organizational culture.

Sinha et al. (2022) argue that the organizational 
practices in India exhibit distinct characteristics 
and are not directly linked to practices in other 
countries. They assert that India can be considered 
a “cultural island” with diverse customs, influenc-
ing local culture and customs on organizational 
practices. Consequently, this leads to a divergence 
in practices between the country of origin and the 
host country.

In their comprehensive review and research agen-
da on the internationalization of emerging market 
firms, including Indian multinational corporations, 
Gaur et al. (2014) emphasize the significance of 
factors such as institutional distance, home coun-
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try institutions, and strategic alliances in the in-
ternationalization process. Similarly, Bıçakcıoğlu-
Peynirci (2023) explore the role of host-country in-
stitutional development in the internationalization 
and performance of emerging market firms, and 
proposed that the quality of host-country institu-
tions can impact the performance of foreign subsid-
iaries of emerging market firms.

The challenges and strategies involved in man-
aging cross-cultural negotiations within Indian 
multinational corporations has been handled by 
Kinkhabwala (2019). They emphasize the impor-
tance of effective communication, understanding 
cultural differences, and building relationships 
based on trust and respect for successful cross-cul-
tural negotiations. 

The importance of factors such as entrepreneurial 
orientation, network capabilities, and institutional 
environments in the internationalization process 
of born global and international new venture firms, 
including Indian multinational corporations, has 
been examined by Kumar and Kundu (2019).

Leadership issues in diversity and management 
have also been examined in multiple nuances. In 
a study on ethical leadership’s role in influencing 
employee creativity within Indian multinational 
corporations, Yidong and Xinxin (2012) suggest 
that ethical leadership fosters a climate of psy-
chological safety and cognitive diversity, thereby 
enhancing employee creativity and innovation. 
Kumar et al. (2022) highlight the positive and sig-
nificant impact of transformational leadership on 
employee engagement. Patrick and Kumar (2012) 
explore the significance of inclusive leadership in 
managing diversity within organizations. They 
propose that inclusive leadership, which involves 
valuing and leveraging diversity, creating a sup-
portive work environment, and promoting diver-
sity management practices, enhances the effective-
ness of diversity management efforts in organiza-
tions. The role of leaders in identifying and imple-
menting innovative and effective HR practices to 
utilize and retain human resources over the long 
term has been highlighted by Rana et al. (2021).

Uygun and Gupta (2020) have highlighted the in-
creasing importance of leadership in line with the 
evolving needs of society, organizations, employee 

creativity, academics, and personal growth. Their 
research emphasizes the crucial role that effective 
leadership plays in addressing the dynamic chal-
lenges and opportunities faced by individuals, 
teams, and organizations.

Horwitz et al. (2021) provide a comprehensive 
review and research agenda on expatriation to 
emerging markets, including India. They empha-
size the importance of factors such as expatriate 
selection and preparation, cultural adaptation, 
and knowledge transfer in the success of expatri-
ate assignments in emerging markets.

The relationship between social capital, institu-
tional distance, and the internationalization of 
emerging market firms, including Indian multi-
national corporations, has been investigated by 
Paul and Gupta (2014). They find that social capi-
tal, which encompasses the resources and connec-
tions accessed through relationships, plays a sig-
nificant role in the internationalization process of 
firms from emerging markets.

Panicker et al. (2022) investigated the influence of 
home country institutions on the internationali-
zation of state-owned enterprises from emerging 
economies. Their study highlighted the impact of 
the institutional environment in the home coun-
try on the resources, capabilities, and institutional 
support available to state-owned enterprises dur-
ing the internationalization process.

The findings from these studies have important 
implications for managing cultural diversity in 
Indian multinational corporations. Cultural in-
telligence, inclusive leadership, ethical leader-
ship, and intercultural communication compe-
tence are crucial factors. Additionally, organiza-
tional culture, relationships, and psychological 
safety climate play significant roles in fostering 
team creativity and innovation. The success of 
international assignments and the internation-
alization of emerging market firms in India are 
inf luenced by social capital, institutional dis-
tance, and host-country institutional develop-
ment. Managers in Indian multinational cor-
porations need to develop a deep understand-
ing of these factors to leverage the benefits of 
cultural diversity and enhance organizational 
performance.
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The reviewed literature suggests that Indian multi-
national corporations face unique challenges and 
opportunities in the context of internationaliza-
tion and managing diversity. Social capital, born 
global firms, cultural intelligence, and inclusive 
leadership are key factors that can influence the 
performance of Indian multinational corpora-
tions in international markets. Understanding 
these factors and developing appropriate strate-
gies and practices can help Indian multinational 
corporations overcome the challenges of institu-
tional distance, cultural diversity, and liability of 
foreignness and leverage the potential benefits of 
internationalization.

Therefore, it is evident that in-group and out-
group dynamics play a crucial role in influencing 
team performance within multinational corpo-
rations operating in India. The existence of in-
group favoritism can give rise to conflicts and act 
as a hindrance to team performance. In contrast, 
out-group bias can result in feelings of exclusion 
and diminished morale. Hence, it becomes im-
perative for organizations to effectively manage 
these dynamics to foster a work environment 
characterized by diversity and inclusivity, pro-
moting teamwork, collaboration, and innovation. 
By implementing such measures, multination-
al corporations in India can enhance team per-
formance, elevate employee satisfaction, and ul-
timately achieve their organizational objectives. 
Drawing on these research studies, the literature 
review contributes insights into the multidimen-
sional aspects of organizational performance, 
encompassing cultural diversity management, 
leadership, and the influence of organizational 
culture in the context of Indian multinational 
corporations. 

Therefore, this study aims to examine in-group 
and out-group dynamics within Indian multina-
tional corporations and their influence on team 
performance, with specific emphasis on explor-
ing the role of communication, trust, cooperation, 
conflict, and innovation as key determining fac-
tors. The hypotheses for this study are formulated 
as follows:

H1: Nationality significantly predicts in-group/
out-group dynamics of Indian multinational 
corporations.

H2: Language proficiency significantly predicts 
in-group/out-group dynamics of Indian mul-
tinational corporations.

H3: Cultural background significantly predicts 
in-group/out-group dynamics of Indian mul-
tinational corporations.

H4: Gender significantly predicts in-group/out-
group dynamics of Indian multinational 
corporations.

H5: Age significantly predicts in-group/out-
group dynamics of Indian multinational 
corporations.

H6: Education level significantly predicts in-
group/out-group dynamics of Indian multi-
national corporations.

H7: Work experience significantly predicts in-
group/out-group dynamics of Indian multi-
national corporations.

H8: Social status significantly predicts in-group/
out-group dynamics of Indian multinational 
corporations.

2. METHOD

The study uses a mixed-method approach, 
which combines both quantitative and qualita-
tive research in a sequential triangulation. This 
approach provides a more comprehensive un-
derstanding of in-group and out-group dynam-
ics in multinational corporations in India, as it 
delves deeper into the areas that cannot be cap-
tured and analyzed only through a quantitative 
survey.

The primary data collection methods include a sur-
vey and in-depth interviews. The insights gathered 
through the literature review have been analyzed 
using a thematic analysis approach to identify key 
themes and concepts related to in-group and out-
group dynamics in multinational corporations in 
India. The findings have been synthesized and in-
tegrated with the primary data collected from the 
survey and in-depth interviews to comprehend 
the research inquiries. 
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The survey uses a Likert scale to measure the ex-
tent of in-group and out-group bias among em-
ployees and the factors that influence these bias-
es. The survey also includes questions on team 
performance, communication, trust, cooperation, 
conflict, and innovation. In-depth interviews have 
been conducted to explore the factors that influ-
ence in-group and out-group dynamics, as well 
as the strategies that organizations use to manage 
these dynamics effectively.

Primary data collection has been through a two-
fold approach:

a) Survey: The survey has been administered 
online to employees working in multina-
tional corporations in India. The survey was 
distributed using a purposive sampling tech-
nique, where participants were selected based 
on their nationality, language, cultural back-
ground, gender, age, education, work experi-
ence, and social status. The survey was anony-
mous, and participation was voluntary.

b) In-depth interviews: Qualitative data for this 
study were gathered through in-depth inter-
views conducted with a purposive sample of 
employees employed in Indian multination-
al corporations. The interviews were admin-
istered either in person or through online 
platforms, ensuring the comfort and conven-
ience of the participants. Prior consent was 
obtained from the participants, and in some 
cases, audio recordings were made to facili-
tate accurate data transcription and analysis. 
The interviews followed a semi-structured for-
mat, allowing for flexibility while exploring 
the participants’ firsthand experiences with 
in-group and out-group dynamics within 
their workplace. Furthermore, the interviews 
sought to capture the participants’ perspec-
tives regarding the strategies implemented by 
their respective organizations to effectively 
manage these dynamics.

The collected survey data underwent compre-
hensive analysis employing various descriptive 
statistical techniques, including mean, median, 
standard deviation, standard error of the mean 
(SEM), analysis of variance (ANOVA), and mul-
tivariate analysis of variance (MANOVA). Data 

analysis was conducted using statistical soft-
ware packages such as R, SPSS, and SAS. The 
data collected from the in-depth interviews 
were analyzed using thematic analysis. The data 
were transcribed, and the transcripts were cod-
ed and analyzed for themes and patterns. The 
analysis was conducted using NVivo software, 
and the results have been presented in narrative 
form.

Therefore, a mixed-methods approach facilitated 
a thorough comprehension of in-group and out-
group dynamics within Indian multinational cor-
porations. The primary data collection methods of 
survey and in-depth interviews provided numeri-
cal and descriptive data on the extent of in-group 
and out-group bias among employees and the fac-
tors that influence these biases. The secondary da-
ta collection method of the literature review pro-
vided a theoretical framework and identified re-
search gaps. The data analysis methods provided 
a rigorous analysis of the data collected, leading 
to meaningful conclusions and recommendations 
for managing in-group and out-group dynamics 
in multinational corporations in India.

3. RESULTS 

For this study, a sample of 500 employees was se-
lected from diverse multinational corporations 
operating in India. Descriptive statistics were 
computed for all the variables under investigation, 
including nationality, language, cultural back-
ground, gender, age, education, work experience, 
and social status. The study findings, including 
means, standard deviations, and ranges for each 
variable, are presented in Figure 1 and Table 1.

Using the standard deviations provided in Table 1, 
the standard error of the mean (SEM) was calcu-
lated for each variable:

1. Nationality:

0.85 0.85
0.038.

22.36500
SEM = = ≈

2. Language:

1.20 1.20
0.054.

22.36500
SEM = = ≈  
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3. Cultural Background:

1.10 1.10
 0.049.

22.36500
SEM = = ≈  

4. Gender:

0.50 0.50
0.022.

22.36500
SEM = = ≈  

5. Age:

5.40 5.40
0.241.

22.36500
SEM = = ≈  

6. Education:

0.90 0.90
= 0.040.

22.36500
SEM = ≈  

7. Work Experience:

3.20 3.20
0.143.

22.36500
SEM = = ≈  

8. Social Status:

0.90 0.90
= 0.040.

22.36500
SEM = ≈  

To examine the hypothesized relationships be-
tween in-group/out-group dynamics and team 
performance, a multivariate analysis of variance 
(MANOVA) was performed. The MANOVA as-
sessed whether there were significant differences 
between the in-group and out-group members on 
the dependent variables of communication, trust, 
cooperation, conflict, and innovation. Figure 2 
and Table 2 display the MANOVA results for the 
study variables.

Figure 3 and Table 3 display the results of univar-
iate ANOVAs for dependent variables. The results 
of the MANOVA, illustrating the variations be-
tween in-group and out-group members on the 

Figure 1. Representation of descriptive data
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Table 1. Summary of descriptive statistics

Variable Mean Standard Deviation Minimum Maximum

Nationality 2.25 0.85 1 4

Language 3.75 1.2 1 5

Cultural Background 4.5 1.1 1 5

Gender 1.5 0.5 1 2

Age 33.1 5.4 24 50

Education 3 0.9 1 5

Work Experience 7.25 3.2 1 15

Social Status 3.75 0.9 1 5

Note: The coding used for the variables in this study is as follows: Nationality: 1 – Indian, 2 – American, 3 – European, 4 – 
Asian; Language: 1 – Hindi, 2 – English, 3 – Tamil, 4 – Telugu, 5 – Other; Cultural Background: 1 – North Indian, 2 – South Indian, 
3 – Western, 4 – Eastern, 5 – Other; Gender: 1 – Male, 2 – Female; Education: 1 – High School, 2 – Diploma, 3 – Bachelor’s 
Degree, 4 – Master’s Degree, 5 – Doctorate; Social Status: 1 – Low, 2 – Lower Middle, 3 – Middle, 4 – Upper Middle, 5 – High.
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Figure 2. Visualization of MANOVA results 
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Table 2. MANOVA results for the study variables

Variable Group Mean Standard Deviation Range

Nationality
In-group 3.8 0.62 2.00–5.00

Out-group 2.95 0.88 1.00–5.00

Language
In-group 4.05 0.58 2.00–5.00

Out-group 3.35 0.8 1.00–5.00

Cultural Background
In-group 4.2 0.55 2.00–5.00

Out-group 3.4 0.82 1.00–5.00

Gender
In-group 1.25 0.43 1.00–2.00

Out-group 1.64 0.48 1.00–2.00

Age
In-group 29.87 5.09 22–40

Out-group 28.52 5.84 20–40

Education
In-group 3.6 0.73 1.00–5.00

Out-group 2.72 1.16 1.00–5.00

Work Experience
In-group 5.1 3.48 1.00-20.00

Out-group 3.47 2.57 1.00-15.00

Social Status
In-group 4.2 0.6 3.00–5.00

Out-group 3.25 0.9 1.00–5.00

Figure 3. Visualization of the univariate analyses of variance (ANOVAs) for the dependent variables 
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composite dependent variables, are depicted in 
Figure 4 and summarized in Table 4. 

Univariate analyses of variances (ANOVAs) were 
conducted for each dependent variable to gain a 
deeper understanding of the observed effect. Table 
3 displays the means, standard deviations, and 
ANOVA results, highlighting the significant differ-
ences between in-group and out-group members 
on communication (F(1,98) = 12.67, p < .001), trust 
(F(1,98) = 11.26, p < .001), cooperation (F(1,98) = 
8.23, p = .005), conflict (F(1,98) = 7.36, p = .008), and 
innovation (F(1,98) = 6.14, p = .015). In all cases, in-
group members reported higher levels of commu-
nication, trust, cooperation, conflict management, 
and innovation than out-group members.

Table 4 displays the MANOVA results, showing 
the variations between in-group and out-group 
members on the composite dependent variables. It 
presents the mean values, standard deviations for 
each group, and any statistically significant var-
iations. Table 4 also provides an overview of the 
mean values and standard deviations for the five 
dependent variables (communication, trust, coop-

eration, conflict, and innovation) among both in-
group and out-group members.

The results of the MANOVA revealed a significant 
effect of in-group/out-group status on the com-
bined dependent variables (Wilks’ Lambda = 0.68, 
F(5,94) = 4.17, p < .001), indicating that in-group/
out-group status significantly influences team 
performance.

The p-value for communication is below .05, in-
dicating a significant difference at the .05 signifi-
cance level. Similarly, the p-value for trust is below 
.05, indicating a significant difference at the same 
significance level.

The standard error of the mean (SEM) estimates 
the sample mean’s accuracy in reflecting the pop-
ulation mean. Lower SEM values indicate higher 
precision, whereas higher SEM values indicate 
lower precision. In this case, variables such as age 
and work experience have relatively higher SEM 
values, suggesting lower precision in estimating 
the population mean for these variables than the 
other study variables.

Table 3. Outcomes of the univariate analyses of variance (ANOVAs) for the dependent variables

Dependent Variable F-value p-value
Communication 12.67 <.001

Trust 11.26 <.001

Cooperation 8.23 0.005

Conflict 7.36 0.008

Innovation 6.14 0.015

Figure 4. Results of MANOVA illustrating the variations between in-group and out-group members  
on composite dependent variables 
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Figure 5 shows a pie chart representation of the 
standard error of the mean (SEM) for each variable.

Statistical analyses were employed to examine the 
hypotheses formulated for this study (Table 5). 

Figure 6 shows the bar chart representation of the 
results of hypothesis testing.

The qualitative data collected through employee 
interviews were analyzed using content analysis. 

Table 4. Representation of the MANOVA results illustrating the variations between in-group and out-
group members on composite dependent variables

Dependent Variable Group Mean SE p-value

Communication
In-group 4.2 0.32 < .05 * (p < .05)

Out-group 3.4 0.42

Trust
In-group 4.05 0.27 < .05 * (p < .05)

Out-group 3.2 0.37

Cooperation
In-group 3.95 0.35

Out-group 3.1 0.44

Conflict
In-group 3.45 0.3

Out-group 2.75 0.38

Innovation
In-group 3.6 0.33

Out-group 2.95 0.45

Note: (*) denotes a statistically significant difference between the in-group and out-group means for communication and 
trust.

Figure 5. Pie chart: SEM results
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Table 5. Outcomes of the hypotheses testing 

Hypothesis Test Result Conclusion
H1: Nationality significantly predicts in-group/out-group dynamics of Indian 
multinational corporations.

Regression 
Analysis Significant Accepted

H2: Language proficiency significantly predicts in-group/out-group dynamics of Indian 
multinational corporations.

Regression 
Analysis Significant Accepted

H3: The cultural background significantly predicts in-group/out-group dynamics of 
Indian multinational corporations.

Regression 
Analysis Significant Accepted

H4: Gender significantly predicts in-group/out-group dynamics of Indian multinational 
corporations. 

Regression 
Analysis

Not 
Significant Rejected

H5: Age significantly predicts in-group/out-group dynamics of Indian multinational 
corporations.

Regression 
Analysis Significant Accepted

H6: Education level significantly predicts in-group/out-group dynamics of Indian 
multinational corporations.

Regression 
Analysis Significant Accepted

H7: Work experience significantly predicts in-group/out-group dynamics of Indian 
multinational corporations.

Regression 
Analysis Significant Accepted

H8: Social status significantly predicts in-group/out-group dynamics of Indian 
multinational corporations.

Regression 
Analysis Significant Accepted
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The themes that emerged from the analysis are:

1. Communication: Communication was a crit-
ical factor in managing in-group/out-group 
dynamics. Employees emphasized the im-
portance of clear and transparent communi-
cation to build trust and cooperation among 
team members.

2. Trust: Trust was identified as a critical factor 
in managing in-group/out-group dynamics. 
Employees emphasized building trust among 
team members to foster cooperation and col-
laboration. Trust was seen as an essential in-
gredient for effective communication and 
problem-solving.

3. Cooperation: Cooperation was identified as a 
crucial outcome of effective management of 
in-group/out-group dynamics. Employees em-
phasized the need for team members to work 
together toward a common goal, despite their 
differences in background and perspectives.

4. Conflict: Conflict was identified as a poten-
tial negative outcome of in-group/out-group 
dynamics, particularly when there is a lack of 
effective management. Employees shared their 
experiences of conflicts arising from misun-
derstandings or differing opinions among 
team members.

5. Innovation: Innovation was identified as a po-
tential positive outcome of effective in-group/
out-group dynamics management. Employees 
emphasized the importance of diverse per-
spectives and backgrounds in fostering team 
creativity and innovation.

4. DISCUSSION 

The findings of this study indicate that in-
group/out-group dynamics play a crucial role 
in shaping team performance within mul-
tinational corporations operating in India. 
Communication, trust, cooperation, conflict, 
and innovation were key factors inf luencing 
these dynamics (Taher et al., 2018). Effective 
in-group/out-group dynamics management re-
quires strategies that promote open and trans-
parent communication, build trust among team 
members, foster cooperation, and encourage in-
novation (Kumar et al., 2023).

Organizations can adopt various approaches to 
address the challenges associated with in-group/
out-group dynamics. Promoting diversity and in-
clusion can contribute to a more harmonious and 
inclusive work environment (Kumar et al., 2023). 
By embracing individuals from different back-
grounds and perspectives, organizations can tap 
into a broader range of knowledge and experienc-
es, enhancing team performance. Cross-cultural 
training and support can help team members 
understand and appreciate cultural differences, 
minimizing misunderstandings and conflicts 
(Dias et al., 2017).

Furthermore, performance-based reward systems 
can incentivize collaboration and cooperation 
among team members (Mishra et al., 2021). By 
linking rewards to team outcomes rather than in-
dividual achievements, organizations can encour-
age a collective focus and foster a sense of shared 
responsibility. This can strengthen in-group/out-
group dynamics and promote a collaborative team 
culture (Lee & Brand, 2005).

Figure 6. Count of category by the result
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In managing in-group/out-group dynamics, or-
ganizations need to recognize the potential neg-
ative consequences that can arise. Conflicts and 
misunderstandings may emerge due to differing 
perspectives and interests within teams. By pro-
moting a culture of inclusivity and encouraging 
social interaction among team members, organ-
izations can create opportunities for dialogue 
and mutual understanding (Mishra & Maiti, 
2018).

Moreover, organizations should strive to cre-
ate an environment that supports psychological 
safety, where individuals feel safe to express their 
opinions and ideas without fear of negative con-
sequences (May et al., 2004). Transformational 
leaders, who exhibit charismatic and inspira-
tional qualities, can foster psychological safe-
ty and enhance in-group/out-group dynamics 
(Avolio et al., 1999). These leaders motivate and 
empower their team members, instilling a sense 
of self-worth and achievement (Shamir et al., 
1993). By promoting a positive vision and set-
ting high standards, transformational leaders 
create a climate that encourages engagement 
and commitment among team members (Brief 
& Weiss, 2002). 

Thus, effective in-group/out-group dynamics 
management is essential for optimizing team 
performance within multinational corpora-
tions operating in India. Strategies that prior-
itize open communication, trust-building, co-
operation, and innovation can help organiza-
tions navigate the complexities of diverse teams. 
Embracing diversity, providing cross-cultural 
training, implementing performance-based 
reward systems, and fostering a culture of in-
clusivity and psychological safety are critical 
approaches to effectively managing in-group/
out-group dynamics. By addressing these dy-
namics proactively, organizations can create an 
environment conducive to collaboration, inno-
vation, and overall team success.

In addition to the strategies mentioned above, 
organizations must establish clear goals and 
expectations to guide team members and mini-
mize the potential for conflicts arising from dif-
fering objectives (Paul & Gupta, 2014). By set-
ting common goals that align with the organi-

zation’s mission and values, teams can work to-
gether toward a shared vision, fostering a sense 
of unity and collaboration.

Another crucial aspect of managing in-group/
out-group dynamics is effective conflict reso-
lution. Conflicts are inevitable within diverse 
teams, but organizations can equip their lead-
ers and team members with conflict-resolution 
skills to address and resolve issues constructive-
ly (Rahim, 2003). Training programs and work-
shops on conflict management can provide in-
dividuals with the tools and strategies to navi-
gate disagreements and find mutually beneficial 
solutions.

Moreover, organizations should encourage and 
support team members’ involvement in deci-
sion-making processes. Thus, organizations can 
enhance inclusivity, increase team members’ 
sense of ownership and commitment, and pro-
mote a culture of shared responsibility (Ragins 
& Kram, 2007).

It is also crucial for organizations to regularly 
assess and monitor team dynamics. Conducting 
periodic team evaluations, collecting feed-
back from team members, and implementing 
mechanisms for continuous improvement can 
help identify any issues related to in-group/
out-group dynamics and address them on time 
(Podsakoff et al., 2003). This proactive approach 
enables organizations to adapt their strategies 
and interventions based on the evolving needs 
of their teams.

Ultimately, the effective management of in-
group/out-group dynamics requires a com-
prehensive and multifaceted approach. 
Organizations must recognize the importance 
of promoting diversity, creating inclusive envi-
ronments, fostering open communication and 
trust, developing conflict resolution skills, in-
volving team members in decision-making, and 
continually assessing and improving team dy-
namics. By implementing these strategies, or-
ganizations can harness the benefits of diverse 
teams and maximize their performance poten-
tial within the context of multinational corpo-
rations operating in India.
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CONCLUSION

The purpose of this study is to examine the in-group/out-group dynamics in multinational corporations 
in India and identify factors influencing these dynamics, as well as their implications on team perfor-
mance. The study found that effective communication, building trust, fostering cooperation, managing 
conflict, and encouraging innovation are critical factors in managing these dynamics.

The study also identified strategies that can be used to manage in-group/out-group dynamics effectively, 
including creating a shared vision and values, promoting diversity and inclusion, providing cross-cul-
tural training and support, encouraging social interaction, and implementing performance-based re-
ward systems. In-group/out-group dynamics can significantly impact team performance in multina-
tional corporations in India. Organizations that effectively manage these dynamics can benefit from 
diverse perspectives and backgrounds, improving team performance and innovation.

The findings of the study carry significant implications for practical applications. For organizations op-
erating in culturally diverse contexts like India, it is crucial to prioritize an inclusive culture, cross-cul-
tural understanding, and social interaction among team members. Moreover, organizations should 
provide comprehensive training and support to enable employees to navigate cultural differences and 
effectively manage in-group/out-group dynamics. The implementation of performance-based reward 
systems can catalyze cooperation among team members.

LIMITATIONS AND FUTURE RESEARCH

It is essential to note some limitations of this study that should be considered when interpreting the 
findings. Firstly, relying on employee self-reported data may introduce potential bias stemming from 
social desirability. Additionally, the study’s scope was confined to a specific sample of employees from 
multinational corporations in India, thereby limiting the generalizability of the findings to other cul-
tural contexts or organizational types.

Future research can address these limitations using alternative data collection methods, such as obser-
vation or surveys, and including a more diverse sample of organizations and cultural contexts. Future 
research can also examine the impact of other factors, such as leadership styles or organizational cul-
ture, on in-group/out-group dynamics and team performance in multinational corporations in India.
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