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Virtual Reality for Conflict Resolution Training in Diverse Teams

Abstract:
This study investigates the effectiveness of Virtual Reality (VR) simulations in training employees for conflict resolution, particularly within culturally diverse teams. Modern organisational structures in globalised world that incorporate a diverse workforce and an increasing occurrence of heterogeneity, where simple misunderstandings arising from disparities of communication and cultural differences sparks intelligence of work-related conflicts, it becomes imperative for employees to be trained in methods of conflict management. Through the use of the technology, VR offers an experiential learning process that presents employees with actual solutions to conflicts within a simulated environment that allows rehearsals. This study examine the effectiveness of the VR training, to improve general interaction, understanding and cooperation with different category of workers. Participants’ feedback was obtained, and case study of Askari Bank was used to extract the results of the study. The outcome received discloses that the VR versions enhance participants’ conflict-solving abilities, raise organizational culture awareness, and encourage listening. However, drawbacks, including technology access, learning curves at the start and costs, were established as limitations. However, the study shows that VR is indeed effective in crossing cultural barriers and can act as a practical tool to teach conflicts resolutions in multicultural working teams. Suggestions for the use of VR for designing and implementing its programmes in the workplace are given, focusing on the potential of this technology in the creation of a diverse work environment and multinational population.
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1. Introduction:
According to the recent study, in today’s modernised work environment, companies are significantly composed of workers from various cultural backgrounds, integrating diverse and unique perspectives, languages, communication style and values (Morris, 2023). On the other hand, such diversities may strengthen creativity and innovation since the people involved view events and issues from different perspectives However, such a diversification also brings troubles especially in relation to interpersonal communication where one may misunderstand the other or where the two parties hold differing views on different matters. It is for this reason that conflict management is a vital competence that enables teamwork and avert a nation’s productivity (Wang et al., 2019). Conventionally training programs in conflict resolution have included the use of methods such as workshops, role plays and case scenarios. However, these methods do not offer a realistic experience of the situation, and are less useful for training people for emotionally sensitive situations which require high stakes performances (Lloyd & Härtel, 2010).
With the emergence of the new and advance technologies such as Virtual Reality (VR), it would be incorrect not to consider these technologies as the key tools in training and development initiatives for organisations (Marougkas et al., 2023). Since it is an immersive three-dimensional world, where users can employ full interaction over the scenarios which are unavoidable and impressive. Implementing VR into the conflict resolution training is proven to be beneficial, the VR technology has the potential to allow employees to optimise specific skills such as active listening, empathy, negotiation, and problem-solving in safe environment in which a particular conflict rises and becomes actual (Pottle, 2019). This research focuses on how VR simulation can enhance training for diverse teams in conflict resolution and how this services can overcome factors such as culture and language as barriers to good working relationships.
Technology has become a vital aspect of organizational development the key methodologies used in the training of the workforce. Of all these innovation technologies, VR has recently received much attention since it delivers near-real environment enrolment. There is evidence that VR-based training improves skill learning, knowledge retention and utilization of skills especially where social skills and public relation are involved (Marougkas et al., 2023).
Workplace conflict is regarded as the universal phenomena as stated by many of the past studies, that managers spend mostly 20% – 40% of their time dealing and solving employees’ dispute (McGuire, 2014). Such conflict is usually prevalent in multicultural team since the members are likely to display different communications, values, as well as norms. Companies have gradually adopted this reason, knowing that cross cultural sensitivity and ability to handle conflicts are essential to ensure order and quality among employees within organizations. This is the case because while there is a burgeoning literature on the use of VR in training, research on its use in conflict resolution for culturally diverse teams is scarce. This study seeks to close that gap by studying VR, conflict resolution, and diversity management (Holuša et al., 2023).
1.1.  Problem Statement: 
Conflict in multicultural workplace id taken as the crucial hurdle that destroys the team dynamics, increasing employee turnover rate and lowering productivity if the conflict is not managed effectively (Lyons et al., 2021). Current training practices to resolve conflicts do not incorporate the cultural and other differences in interactions between people. Furthermore, conventional approaches do not offer an engrossing and parallel train of actual conflict situations that favours employees (Gomathy, 2023). This paper aims to argue about the possibilities of Virtual Reality’s application in conflict resolution training, especially in the scenarios that present conflicts in culturally diverse teams. However, the existing knowledge on the effectiveness of VR-based training programs in developing conflict resolution skills of the employees especially in multicultural environments is rather limited. There is a pressing need to investigate whether VR can enhance employees’ ability to navigate interpersonal conflicts in diverse teams and foster a deeper understanding of cultural dynamics.
1.2. Research Aim:
The core aim of this research is to determine the effectiveness of Virtual Reality (VR) simulations in training employees to establish conflict resolution competencies, along with a particular emphasis on multicultural workplace settings. The study seeks to examine how VR can enhance employee’s understanding regarding improved communication, cultural diversity and reduce conflicts in diverse teams.
1.3. Research Objectives:  
· To analyse the effectiveness of VR-based training programs in creating conflict resolution abilities among employees.
· To examine the effect of VR simulations on employees’ skills to manage conflicts in culturally diverse teams.
· To determine how VR can show communication barriers and cultural misunderstandings in workplace conflict scenarios.
· To identify best practices for implementing VR training programs in organizations with diverse workforces.

2. Literature Review: 
The use of Virtual Reality, specifically in training, is gradually receiving a reasonable amount of attention in organizational development especially in aspects that request soft skills such as conflict management, intercultural communication, and emotional quotient (Gomathy, 2023). This literature review explores existing research under three key subheadings: Firstly, workplace training through Virtual Reality environment, secondly, managing cultural differences and conflicts in groups, thirdly the use of virtual reality in the facilitation of cross-cultural understanding and conflict solving.
2.1. Virtual Reality in Workplace Training:
Virtual Reality has become a tool that helps in training employee in various organizations, through the creation of environment that offer an engaging learning environment that is memorable. Alone, unlike standard training procedures, the VR allows the participants to develop new skills and hone them in the realistic settings, but with limited dangers of the real-world mistake (Oldale, 2023).
Kolb’s experimental learning theory (1984) leads to provide a strong foundation for understanding the role of VR in workplace training (Yeo & Marquardt, 2015). As per the Kolb theory, effective learning happens with the help of the cycle of concrete experience, reflective observations, abstract conceptualisation and active experimentations. Moreover, VR fits perfectly into this framework as it allows the user to go through the activity, think about the actions that were made, and try out the other behaviours in parallel (Abdelhay, 2024).
In regards to the application in workplace setting, currently, majority of the industries assign VR in numerous training areas such as technical skill training, safety training, and interpersonal skills training (Holuša et al., 2023). According to the study conducted by Radianti et al. (2020), the use of VR training programs is increasing over time especially in professional risk sectors such as the healthcare sector, aviation industry, and the manufacturing industry. In regards to the organisational development, VR has shown that effective side in team-building exercises leadership training and customer service simulations (Smirnova, 2024).
There are certain benefits of VR in training modules of companies. Various studies have already demonstrated how VR provides benefits in training, including increased attention, faster training time, and higher knowledge retention (Radhakrishnan et al., 2021). According to PWC research conducted in 2020 (Radianti et al., 2020), training through VR is four times faster than using traditional methods, and employees have 75% higher knowledge retention. Another advantage of VR is that it is scalable and can hence be customised to suit different aspects of an organisation’s needs, thus the incorporation of conflict resolution as a module in the training offer (Paakkanen et al., 2021).
2.2. Conflict Resolution in Culturally Diverse Teams:
Due to the increasing diversity in today’s workplace, organizations had both advantages as well as disadvantages. Although it has been seen that while diverse teams are symbol of more wealth of perspectives and innovative ideas, they also are a biggest disadvantage to the workplace as they create conflicts and differences in communication style, ideas, values and problem solving approaches (Reynolds, 2018).
There are several studies who previously attempted to understand the workplace conflicts and have stated that there are multiple reasons why interpersonal conflict occurs at the workplace such as; interpersonal conflict, communication conflict, role conflict, and culture conflict (Radhakrishnan et al., 2021; Slater & Sanchez-Vives, 2016). Jehn and Mannix (2001), for example classified that conflict like task conflict, relationship conflict, and process conflict destroys the corporative environment of workplace. Especially in multicultural teams relationship conflicts exist because cultural differences add to the conflicts and produce further escalation due to emotional factors.
Although numerous conflict resolution approaches have been advanced, few of them could effectively be implemented by most of the organizations or even governments, due to their inherently disruptive nature (Slater & Sanchez-Vives, 2016). There are basically three forms of traditional approaches utilized in conflict resolution training, which include, conflict resolution training that may also involve the following like workshops, lectures and role playing exercises. For instance, traditional Hofstede’s cultural dimension theory (1980) – empowers collectivism; power distance; and uncertainty avoidance when it comes to communication between two people. An appreciation of cultural behaviours can make such conflict solutions more effective in diverse groups, which more conventional approaches would ignore (Radhakrishnan et al., 2021).
Moreover, in order to promote the spirit of tolerance and harmony in working places, organizations call for new generation training approaches that are not limited to the superficial. VR, therefore, seems to be a feasible solution in that it presents employees with a contextual, functional, and applicable setting in which to study, develop, and resolve conflict (Jehn & Mannix, 2001).
2.3. The Role of VR in Enhancing Cross-Cultural Communication and Conflict Management: 
According to the research Virtual Reality (VR) is highly significant to address the difficulties of conflict resolution in culturally diverse workforce environment by offering an interactive, immersive and emotionally engaging experiences. (Abdelhay, 2024)
2.3.1. Immersive Learning for Cultural Sensitivity: 
It has been observed that the VR enables employees to be exposed to situations that mimic actual workplace issues without actually having the conflicts take place; any virtual workplace conflict can be used to teach employees how to tackle conflicts (Jehn & Mannix, 2001). In a study by Slater and Sanchez-Vives (2016) described the aspect of presence in Virtual Reality, which is the extent to which the user feel he or she is physically in the Virtual environment. It also brings a deeper sense of presence that increases feelings of identity, enabling the employees to relate to other people, appreciate their feelings and understand other cultures. For instance, the use of VR can reproduce ordinary circumstances in a working environment where workers are expected to solve interpersonal discord related to cultural aspects like the manners of business courtesy or how to respond to concerns from unknown people (Abdelhay, 2024). Through these cases, the employees are able to realize cultural disparities and put in place proper procedures of handling numerous social relationships.
2.3.2. Role of Empathy and Emotional Intelligence:
Understanding the other person perspective and saying because of their background, age, nationality, gender or disability is an essential aspect when working on a team which is made up of different people. Consequently, the study found that VR improves empathy as a user gets to experience situations from the other person’s view (Reynolds, 2018). According to Herrera et al. (2018) the use of VR rises empathy toward the marginalized groups and could therefore be helpful in implementing more opportunities for inclusiveness in workplaces. As for the use of VR in case of conflicts, the technology can improve employees’ ability in listening, managing own and others’ emotions, as well as coordination of actions. These are qualities that are essential in managing conflicts in cross cultural environment because such environment requires individuals to communicate and to work under conditions that they may not fully understand (Paakkanen et al., 2021).
2.3.3. Comparison with Traditional Methods:
The comparison of VR-based training versus conventional methods are also a major concern of the present day studies. In several studies, authors have compared the levels of treatment efficiency of VR-based training with traditional approaches. According to Freina and Ott (2015) their study showed not only a positive effect on knowledge gains but also on the practical application of the acquired knowledge. In the context of conflict resolution, VR has some benefits including, the possibility to receive the feedback immediately, choice of the scenario, the possibility to create the high-stakes situations and their-legitimate practice without any losses (Herrera et al., 2018). In the usual training methodologies like classroom training, brainstorming, mock drills, etc., there mostly concentrates on the curriculum and a minimum of practicing the actual session. These methods, however, can be tried up to some point whereas VR offers considerably deeper and more engaging approach. (Herrera et al., 2018) pointed that VR-based training not only helps to provide better learning effects but also increases the practicability of the training. This is especially significant in conflict-solve training; practical use of the skills learned, for instance, in arguments and emotions control can influence workplace relations.
Providing training by using VR shows a better substitute to conventional training methods because its simulated environment is as real as the actual, high-risk settings (Mishra et al., 2023). It enables the employees to perform regular practice of handling real life conflicts like issues at the workplace, have real time feedback on their reaction and try out other strategies for managing conflicts. As with individual cases, opportunities for scene customization also enable the organization to use the VR to train employees in response to other problems, such as cultural differences or language issues. It is quite impossible to achieve such a level of personalization, not when using traditional training methods (Lloyd & Härtel, 2010).
Also, VR promotes active learning that has been proved to enhance learners’ engagement and retention rate. After pointing out the strengths of the VR as an approach, Freina and Ott (2015) listed two key characteristics of the media The first and highly important characteristic is interactivity which requires the participants to stay focused They also note that the media is highly immersive which makes it suitable for the development of empathy for conflict agents.
2.3.4. Challenges and Limitations:
This being the case, the application of VR in conflict resolution training for example has some challenges that are worth considering. Several challenges are at present encountered by many organizations, including high initial costs, technical barriers as well as requirements for development of specialist content. Moreover, most of the research done on VR training is with reference to its short term effectiveness and hence, a need to carry out further research in regard to its effectiveness in the long run. Despite of all the advantages that VR can provide in training employees, the integration of VR for conflict resolution training leads to show a lot of challenges. The first and maybe one of the strongest arguments against VR adoption is its relatively high costs that encompass hardware, as well as software for VR systems and content creation. Such costs may however prove to be expensive for many organizations especially the small and medium enterprises. However, there are limits due to factors such as the requirements for special equipment, IT services, and possible connection of VR systems with existing structures (Slater & Sanchez-Vives, 2016).
The other difficult factors include the production of several engaging, culturally appropriate, and realistic VR content. Developing realistic conflict situations, which are realistic and, especially, multicultural, calls for professional and significant resources. Indeed, where there is no sufficiently individualized material, the benefits of VR training come into question (Smirnova, 2024). Moreover, it can be important to evaluate as to what extent the skills learnt in VR training are retained in the long term and specifically whether the more complex processes, such as the conflict-resolution, are affected. Even if investigations with higher initial training indicate possible positive effects, increases in resistance, sustainability of skills and their applicability during dramatically longer periods are still unknown. Points like motion sickness and fatigue are questions that need to be met to make sure that different employees are able to work with VR training (Wang et al., 2019). Lastly, organisations have to ensure that a number of facilitators or trainers have been trained adequately, to incorporate the use of VR technology in their existing learning and development systems. Mitigation of these challenges is central towards achieving the intended VR advantages aimed at revolutionizing the conflict resolution training (Xie et al., 2021).

3. Methodology:
The main purpose of this study is to analyse the effectiveness of Virtual Reality (VR) in training employees for conflict resolution within diverse teams. The methodology is structured in a way that offers a critical understanding regarding how VR leads to foster the employee’s ability to resolve or management the conflicts peculiarly in culturally diverse settings.
3.1. Research Design: 
This study leads to employ a qualitative research method, integrating a case study design to assess organizations that adopt VR as a medium for Conflict resolution learning. The use of the qualitative study gives a detailed insight about the implementation of VR in the practical setting of organisations along with the detail experiences and perspectives of participants to properly meet the research objectives. Qualitative research methodology is well suited for this research because not only can organize contextual factors, organizational practices and experiences of individuals (Priya, 2021). The study tests these variables across several cases to guard against weaknesses that may result from a single site analysis. All the case studies focus on organisations that already have implemented VR-based conflict resolution systems providing understanding of how they were developed and how they work.
3.2. Data Collection Tool:
The primary sources of data are self-administered semi-structured interview questionnaires and official organizational documents. Semi-structured interviews are flexible, and the researcher can ask questions to the participants, follow their experiences or points of view, but the questions in the interviews are pursued consistently (George, 2022). The interview questions are derived from the research questions and aims to explore the participants’ exposure to the use of VR training, their perception of the impact of the training for their effectiveness and for improving their conflict solving capacities. In addition, secondary data including training manuals, program evaluation, and feedback reports are also gathered to have different form of account and confirm the finding derived from interviews.
3.3. Data Collection Method: 
Data collection involves two key methods:
Case Study Analysis: The following attributes which define the programs length, the diversification of teams and the inclusion of VR in training programs are considered when choosing the organizations that engage in the use of VR for conflict resolution. Interviews are conducted with training managers, human resource personnel and the participants of conflict resolution training facilitated by virtual reality.
In-depth Interviews: The results from the individual participant interviews enable the researcher to understand participants’ experience, issues, and perceived advantages of the VR training. That way, the simultaneously conducted interviewees from various cultural backgrounds allow the study to investigate how culture affects their engagement with VR simulations. The interviews are conducted virtually via zoom, depending on participant availability and convenience. Each interview lasts 30–45 minutes and is audio-recorded with participants’ consent to ensure accurate transcription and analysis.
3.4. Target Participants: 
The target participants in this research are employees and training managers from different companies that implemented VR-based conflicts resolution programs. The participants are chosen in a way that covers all the possible cultural aspects to provide insight of how technology in the form of VR simulations, addresses issues of conflict arising from cultural diversity. The employees who have been trained through the VR technique offer personal testimony of the skills acquired as well as the usefulness of the program as a tool for solving conflict. The insights relating to the development and the context in which these training programs are created come from both the managers and the HR specialists. Such a diverse participant list guarantees the research covers all angles concerning the efficiency of VR in conflicts.
3.5. Data Analysis Technique:
Thematic analysis is used to extract the themes with the help of the collected data through interviews and case study. This method enables the study to identify, describe and interpret patterns or themes in relation to the objectives of the research study. It leads to provide a structured yet flexible model which allows the researcher to engage deeply with the provided data while also customizing the approach to make it suitable for the particular demands id the study and research question (Hecker & Kalpokas, 2024).
The analysis process involves:
· Familiarization with the data by going through it again and again 
· Coding data segments that have relation to the proposed research questions like the feasibility of the VR simulations or inconvenience experienced during the training.
· Grouping codes by topics and themes: Conflict management skills; Intercultural communication; Issue in implementing VR.
· Based on the analysis of the themes, making conclusions concerning the effects of VR based conflict solving training.
To maintain the inter-observer reliability, a second researcher is used to code another data set so that the coding and themes identified can be compared. 
3.6. Ethical Considerations: 
It has been noted by Bhandari (2021) that ethical principles are strictly upheld in the course of conducting the research in order to protect the rights and welfare of participants. The key ethical considerations include:
· Informed Consent: participants were provided and informed about details of the research, the tasks to perform, and possible adverse effects in order to obtain their consent. Consent forms are either electronic or on paper; the patient uses a pen, mouse, or touchscreen to write his/her name on a consent form.
· Confidentiality: To ensure anonymity of the participant’s information all respondent personal data questions were removed from the study. No participant’s identity is revealed and only general results are described.
· Voluntary Participation: All participants are voluntary participating and are enjoying their liberty to withdraw at any given time without any explanation being sought from them.
· Data Security: All data is backed up in password protected folders and encrypted computers and other systems to avoid any person without authorization to access them.
· Minimizing Harm: To minimize any form of psychological of emotional harm to the participants, the research did not in any way attempt to harm or cause any form of harm to the participants during or after the study.
By integrating these ethical guidelines, the study maintain the integrity and ensures the trust and safety of respondents while contributing valuable insight into the incorporation of VR for conflict resolution training in diverse teams 
4. Results: 
4.1. Analysis of the Extracted Findings: 
The findings of this study based on the case-study context and individual interviews with the employees and the training officers of the organisations, which use the VR-based conflict resolution training. With such findings, this study enlightens how VR simulations enables sharpening of conflict resolution skills within culturally diverse working settings and defines the opportunities and issues related to the use of this technique (Herrmann et al., 2023). The case studies revealed that VR training is highly effective in replicating complex, real-life conflict scenarios, enabling employees to experience and practice resolution techniques in a safe yet immersive environment (Morris, 2023). Some organisations that have used VR-based conflict resolution training reported a positive change in employees (participant’s) understanding regarding the cause of conflicts, improved listening skills and ability to respond politely. The use of VR ensured that the employees were physically able to see processes that occurred in conflicts within various cultures and get insights of what it feels to be in the conflict. This was especially helpful in multicultural teams in which habits of interaction, conventions of communication, and expectations may not coincide, thus creating possible causes for controversy (Radianti et al., 2020).
Interviews with the managers of training emphasised the flexibility of VR simulations to create cases tailored to the specific challenges of the organisation. For instance, one organization used VR scenarios that revolved around culture clash, the other power relation in teams. This makes the training solution flexible so that it addresses a number of industry and team requirements hence improving the benefits derived. Participants also discussed their first-hand experiences when using VR based training in interviews, including the level of feedback the training offered. It was also approved by them how the system documented their sample communication and showed them on how best these could be responded, making the training quite rich in interaction. According to the past study, employees also observe while practicing in a VR environment that they experience reduced anxiety level which is often associated with real-world conflict resolution, as the virtual setting allowed them to make mistakes and learn without fear of repercussions (Psico-smart, 2024).
The findings leads to identify several challenges. Several studies has mentioned their first attempts at using VR were unpleasant and some of the participants had no prior experience with games and digital applications. According to the training managers, to benefit from VR systems maximum, organizations must consider the learning curve factor. Moreover, it was also cited that VR training is expensive, is not feasible for small budgets hence not favourable especially by small institutions. In general, using VR-based conflict resolution training, this paper outlines that the application of such training as a new approach provides the use of necessary skills in company’s unconventional teams. Besides, developing conflict-solvers’ conflict awareness, ADR also encourages people’s cultural sensitivity and integration into conflict-solving processes. Past studies shows results confirming theoretical predictions about the effectiveness of incorporating the use of VR in organizational training practices, and identifies areas for future optimization and development (Baniasadi et al., 2020). Data were analysed using thematic analysis, resulting in three major themes: Enhanced Emotional Intelligence and Empathy, Practical Skill Development in Diverse Contexts, and Organizational and Cultural Adaptability.
4.2. Case Study Analysis (Conflict Management and Organizational Performance: A Case Study of Askari Bank Ltd.): 
This research investigates conflict management as applied to organizational performance of Askari Bank Ltd. in Multan, Pakistan. Organizational conflict that arises from different facets; including communication, personality, and aims is detrimental to organisational morale, productivity, and overall performance of workers. The case study showed that the company used quantifiable techniques since to collect feedback and perspectives from 201 employees through surveys regarding the implementation of the Virtual Reality for conflict management. The Bank initially faced bombardment of troubles to creating awareness regarding the modern gadgets and advance programs, however, with the passage of time Askari encountered the smoothness in the program and have further enhanced the employees training of solving conflicts by reflecting the real world scenarios. This approach employs other analytical tools, factor analysis about the causes of conflict, viable effects on accomplishment of organizational goals, and management strategies for conflict (Hecker & Kalpokas, 2024).
The results presented show that conflict has severe implications for organizational performance indicating that it causes poor communication, displeasure among employees, or even financial decline. Notably, there were not significant changes by applying the VR programs, but the perception of male and female employees were different about the VR system. Many of the employees of Bank believed that the causes of conflicts are different, so the implementation cannot change or amend the nature of conflicts or can reduces the chances of re-occurring, however they can only train us till certain level to how to tackle the arising conflicts. However, many other employees stated that integration of VR helps to promote the open and clear communication, enhance collaborative work and boost performances. Nonetheless, there is always a negative relationship between employees’ performance indicators, which provide a voice to the fact that conflict resolution is crucial in organisations (Hecker & Kalpokas, 2024).
When analysing the results, it is pointed out that investment in communication and dialogue and the use of appropriate conflict management strategies can prevent conflicts. The management practices that encourage openness and cooperation make working atmosphere better and people work better. From the Askari Bank’s performance analysis it is evident that an unaddressed conflict can be a major thorn in the side of organizational competitiveness in the financial industry. In response to these challenges the study suggested the need to enhance organizational communication and trust, the adoption of various conflict resolution techniques and ensuring leadership are trained on handling conflicts. These indices can help in increasing the levels of employee satisfaction and organisational performance, thereby providing a sustainable competitive edge to the bank.
4.3. Thematic Analysis: 
4.3.1. Theme 1: Enhanced Emotional Intelligence and Empathy:
One of the most significant finding encountered in the theme was the impact that VR simulations have on the employee emotional intelligence and empathic quotient. Especially, conflict resolution depends on such component of emotional intelligence (EI) as self-awareness, self-regulation, motivation, empathy as well as social skills (Marougkas et al., 2023). Since VR enabled employees to manage conflict situations and interactions, the participants could better realise how it feels for another person from another position. This capability was very useful in improving their emotional intelligence of their fellow workers.
While conducting interviews, a participant shared their experience of a VR simulation: “I learned that I could have seen things from my colleague’s perspective from the VR session that was conducted. It was eye-opening.” The above example of feedback shows how, as opposed to the theoretical training offered by VR, it provides experiential training that is also realistic and life changing. VR allowed participants not only to work with their feelings and intuitions about their interaction with other people, but to know why their colleague responds in a particular way. These insights seem to have improved conflict resolution within the group and fostered increased levels of respect among participating team members.
As miscommunications are common due to the variability in communication, organisational, and individual culture, gender and values in multicultural teams, VR can be used with advantage (Pottle, 2019). For example, cases that leads to accelerate the concept of cultural sensitivity in the workplace interactions enables employees to navigate and recognise minor cultural nuance that might go unobserved. These include eradicating misinterpretation of subtle messages and improving the working conditions in most organizations (Baniasadi et al., 2020). One of the study elaborate that 78% of the employees strongly agreed that VR training helped a lot in improving the interaction with others especially during stressful conditions. They discovered that such an increase in empathic emotions made workplace relations better throughout overall interpersonal interactions because people have become more effective in regulating their emotions and those of their co-workers proactively (Paakkanen et al., 2021).
The realistic nature of the task and the use of VR simulations also enabled employees to focus on active listening at the same time as they strengthened their interpersonal emotional intelligence skills for interacting with their teammates. Sometimes employees couldn’t effectively apply these skills in the real environment; thus, by giving a chance not only to apply them but also repeatedly use them in VR environment, companies helped to develop necessary behavioural patterns based on (EI) (Herrera et al., 2018). Managers insisted that people who received VR based trainings improved their performance in using intervention techniques in conflicts, mediation and cooperation with multicultural teams.
4.3.2. Theme 2: Practical Skill Development in Diverse Contexts:
Another core finding of the study was the VR-based training effectiveness in equipping employees with some practical conflict resolution skills. Although the current study employed a training paradigm that is quite common in organizations, it was radically different from traditional training mechanisms that entail private or group training involving lectures, workshops, or simulations that are usually carried out in classrooms, virtual reality offered participants virtual environment in which they could train in real life conditions (Lyons et al., 2021).
The simulations of Virtual Reality allows employees to participate in rile-play scenarios that symbolises the actual workplace conflicts. As per the observations of participants, these cases reflects highly realistic scenarios, making training to feel like more authentic and applicable to their work role. It was words to that effect of one of the employees who said that they indeed got value for having to solve a conflict. As stated by one of the participant,” This level of involvement enabled staff to learn conflict handling strategies. We saw them become empowered and ready to use the skills in vendor management situations”.
A major advantage of the VR training is that the employees could use trial and error to approach conflicts as there was no risk of the consequences which would occur in a real scenario (Herrmann et al., 2023). For instance, employees could scale up different communication strategies and note the results as well as get instant performance feedback. This constant practice gave everyone an opportunity to fine tune the style that worked for them and that which did not; it also empowered people with incoming competencies in handling various interpersonal conflicts (Morris, 2023). In multicultural environments, it is highly helpful to address the differences of a particular team or an organization by adapting VR simulations. When training managers some of the dynamics that could be incorporated when modelling scenarios included differences in culture that affect: communication; authority; and decision making (Pottle, 2019). 
Such specializations were meant to make sure that the training is given with regard to the current practice so that the participants faced the highest level of utilization. For example, in one organisation VR simulations were developed to address a problem of misunderstandings related to expectation of working in teams about what is acceptable fractions of direct and indirect communication which is common among multicultural teams (Freina & Ott, 2015). Employees were afforded the opportunity to occasionally adapt their communication strategy to those cultural differences observed to improve their cooperative interaction. The study also shown that because of VR it was much less boring than other forms of training because the training was interactive.
4.3.3. Theme 3: Organizational and Cultural Adaptability:
The study also emphasized on the ways in which VR training provided a marked increase to organizational and culture changes in relation to diverse employees. Participants stated that the immersive simulation (IS) promoted in-depth understanding regarding the cultural distinctions and enhanced the compatibility to direct themselves effectively. As one participant stated, ‘The employees realized that conflicts should be solved with consideration of cultural differences. The training has revolutionised how the workers think and deal with conflict”. Such responses supports the premise that VR can help fill one of the biggest gaps in the study of interpersonal interactions at the workplace – cultural integration.
Case study has elaborated the aspects of cultural influence and learnt through VR scenarios different elements that create biases that are precursors to conflict at the workplace (Oldale, 2023). Many past studies also mentioned that with help of this training they were able to freely discuss cultural issues and find effective solutions together. It also led to more team cohesiveness and more people focused on listening and being understanding of others feelings and opinions (Kankanhalli et al., 2006). From an organizational perspective the application of VR into conflict resolution training is consistent with broader organisational goals which encompass the adoption of advanced technologies. As per one study, the implementation of VR enhances the companies’ reputation as an innovative employer both to its employees and the outside world. In diverse groups, this double gain in creating flexibility and creativity put the organizations out there as role models for diverseness and technological adroitness (Lyons et al., 2021).
5. Discussion: 
The findings of the study points out that there is a great opportunity for VR application for the conflict resolution training within diverse teams. In this context, VR simulations provide immersive, interactive, and realistic environments that allow participants to engage in scenarios reflective of real-world conflicts. One of the significant observations is the fact that VR facilitates access to the nature of cultural differences to help the human appreciate other employees’ communication styles (Jehn & Mannix, 2001). The application of such an understanding as applies to much benefit in experiential learning – both technical and emotional, in relation to comparatively escalating several interpersonal conflicts in multicultural organizations.
Study subjects who utilised VR Sims reported an enhanced self-ethnicity as well as corresponding and communication pattern thus enhancing conflict solutions. Furthermore, the results demonstrate that VR can be used as a tool for cultural differences mitigation since interaction with the simulation allows participants to practice conflict-solving skills without bringing their cultural differences into play. Employees mentioned they were more confident when dealing with sensitive cases for the company, as well as for getting a better perspective on cultural differences. These outcomes are in accordance to the results of the past literature where the focus was on the uniqueness of the core teachings embedded in experiential learning approach for interpersonal and intercultural issues as presented (Kankanhalli et al., 2006).
Another significant findings of the study is the universal applicability of free-form VR scenarios to a wide range of industries and teams. Focused model enabled the participants to apply themselves to incidents characteristic of their organizational practice thus making the training practical and realistic. However, at the same time, the outcomes seem rather promising, several problems are also distinguished by the results (Wang et al., 2019). For example, the impact of VR training depends on the quality of the models in terms of the authenticity of scenes depicted, and their relevance to the participant’s working environment. In the same way, the cost and availability of VR technology are still prohibitive for most firms, especially for the small and medium sized businesses.
Despite of all the challenges of implementing VR in conflict management, the research findings show that VR adds value to training in conflict management as a transformative tool. When organisational learning programmes for virtual team leadership development combine features of immersive technologies with conflict management strategies, such virtual learning environments can become optimised tools for building the conflict-solvability skills of employees in cultural teams. In effect, this class of research offers a platform to focus on furthering innovation of applying VR for training purposes in workplace trainings (Holuša et al., 2023). 
6. Conclusion: 
In conclusion, this work reveals the possibility of using virtual reality simulations in training management employees in conflict resolution in a diverse team environment. Virtual reality’s engagement and experiential technology enables the users of the experience to understand conflicts as they occur in real life. These skills are even now a job requirement that places much emphasis towards politics of the contemporary global nature in the organization’s working. The results point out that VR-based training can enhance conventional approaches by allowing the learner to rehearse conflict management approaches within a virtual environment. Nevertheless, the research also highlights the need for ensuring that actual work contexts are incorporated in development of the different VR scenarios.
However, the findings of this study are promising for practical application, and the effective implementation of the program is always challenging. The findings showed that VR integration requires higher cost and the availability of VR technology – the usage of this method may be beyond the means of many organizations, especially in the developing world. Also, many of the past studies have illustrated the shortcoming of small sample size that encompass the variability of the relationships of the workplace environments and culture. Subsequent studies should attempt to employ samples with increased number of participants and varied characteristics to increase externality validity. 
There are certain limitation of the study also. Firstly, the study has employed qualitative research which limits the range of data and reduces the generalizability of the results. Moreover, the study is conducted in one city, it can include different cities for data in order to get diversified perspectives regarding VR integration. One of the weaknesses is that a cognitive shift may be inherent in VR technology, which may impact the efficiency of the training for employees with a comparatively low IT proficiency. Lastly, however, as pointed out above, using the VR simulations is has numerous advantages; the environment cannot fully approximate real-life conflict, which can be a drawback in preparing the employees for the contingencies and challenges that may occur in a workplace.
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Appendices: 
Appendix A: Interview Questionnaire: 
· Can you describe your prior experiences with conflict resolution in the workplace, especially in diverse team settings?
After participating in the VR conflict resolution training, how would you compare it to traditional training methods? 
· What aspects of the VR simulations felt most realistic or impactful to you?
· 
How did the VR training help you better understand and navigate cultural differences or communication styles within your team?
· Can you identify specific conflict resolution skills, such as active listening or empathy, that you feel were improved as a result of the VR training?
· Were there any challenges you faced while using the VR simulations, such as adapting to the technology or understanding the scenarios?

Appendix B: Informed Consent Form:
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