
Global Perspectives in Management, Vol. 1, No. 1, October 2023                                                         ISSN: 3049-088X 

https://doi.org/10.66027/GPIM/V1I1/GPM23008                                                                                                  104 

The Influence of Cross-Cultural Leadership on 

Employee Engagement in Multinational 

Organizations 

 Ibragimov Ulmas Rakhmanovich1*, Khorilov Tokhir Gaybiddinovich2 

1*Vice-Rector for Academic Affairs, Faculty of Business Administration, Turan International University, 

Namangan, Uzbekistan. E-mail: u.ibragimov@tiu-edu.uz, Orcid: https://orcid.org/0009-0007-2364-4625 

2Senior Lecturer, Department of Business Administration, Faculty of Business Administration, Turan 

International University, Namangan, Uzbekistan. E-mail: khorilov@gmail.com,  

Orcid: https://orcid.org/0000-0002-0349-1701 

Received: 11 August 2023; Revised: 15 September 2023; Accepted: 30 September 2023; Published: 09 October 2023 

Abstract 

Cross-cultural leadership was one of the factors impacting employee engagement in 

multinational organizations operating in various cultural, social, and professional contexts. The 

conceptual study considered the impact of leadership that accounts for cultural differences on the 

emotional commitment, motivation, involvement, and willingness of employees to promote the 

accomplishment of organizational goals. It intended to explore the relationship between cultural 

intelligence, inclusive communication, psychological safety, fairness perception, and 

belongingness as the key determinants intervening in the relationship between cross-cultural 

leadership and employee engagement. The research was based on the existing literature related 

to cross-cultural management, leadership effectiveness, organizational behavior, and employee 

engagement for the development of the conceptual framework. It proved that the leadership 

strategies demonstrating cultural intelligence, effective communication, acceptance of various 

opinions, and inclusion in decision-making contributed to building trust and a psychological 

bond between employees and their organizations. On the other hand, the significance of the 

practices of transparent communication, fair treatment of people, and consideration of cultural 

differences to prevent misunderstandings and promote collaboration was pointed out. The paper 

showed that the factors of psychological safety, perception of fairness, and organizational 

membership play an important role in the influence of cross-cultural leadership on engagement. 

Moreover, it was noted that multinational firms can benefit from the presence of culturally 

intelligent leaders, implementation of inclusive human resources strategy, and feedback systems. 

This paper can be defined as a conceptual one that does not provide any empirical findings but 

reviews the existing approaches to the issue. 

Keywords: Cross-Cultural Leadership; Employee Engagement; Cultural Intelligence; 

Multinational Organizations; Psychological Safety; Inclusive Communication. 
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INTRODUCTION 

1.1 Global Leadership in a Culturally Interconnected Workplace 

Through globalization, multinational companies have been able to operate internationally, 

thus bringing people of different values, communication styles, and expectations to work in one 

organization. While cultural diversity facilitates creativity, learning, and innovation, it can pose 

difficulties regarding communication, decision-making, and conflict resolution. Hence, global 

leaders should be culturally aware and modify their leadership styles accordingly. Cultural 

intelligence allows leaders to understand new behaviors and respond appropriately to 

intercultural situations (Ang et al., 2007). 

Furthermore, effective leadership involves understanding how employees from various 

cultures view leadership. As leadership requirements change depending on the culture, leaders 

should be culturally sensitive and flexible to build productive relationships. Cultural intelligence 

is regarded as a critical skill in enhancing leadership effectiveness in cross-border organizations 

(Rockstuhl et al., 2011). 

1.2 Employee Engagement Across International Organizational Boundaries 

Engagement of the employees is their vigor, commitment, enthusiasm, and involvement in 

their work. Schaufeli et al. stated vigor, dedication, and absorption to be main components of 

work engagement (Schaufeli et al., 2002). Engagement in multinational companies can be affected 

by cultural expectations, relations between leaders and employees, communication, and 

organizational values. 

Workers tend to engage themselves actively when they feel appreciated, supported, and 

psychologically safe. Kahn mentioned meaningfulness, psychological safety, and psychological 

availability as important preconditions for the employee’s personal engagement (Kahn, 1990; 

Saks, 2006). This means that multinational companies require leaders' behavior to take into 

account cultural differences and the psychological and professional needs of workers. 

1.3 The Strategic Role of Cross-Cultural Leadership 

Cross-cultural leadership is defined as leading and motivating those who come from different 

cultures and who also hold different workplace expectations. Such leadership entails cultural 

intelligence, communication flexibility, inclusiveness in decision-making, and cultural bridging. 

Cultural intelligence equips leaders with skills necessary to comprehend new scenarios and 

change behavior in order to create better interpersonal relations (Ang et al., 2007). 

Besides being responsible for bridging differences between people, cross-cultural leadership 

is also about creating an environment where employees are appreciated and motivated. The role 

of cultural intelligence in relation to work engagement among multinational companies has been 

extensively researched, emphasizing the significance of both individual culture orientations and 

organizational culture (Gabel-Shemueli et al., 2019). Moreover, there are also examples of how 

the cultural bridging behaviors of leaders affect the work engagement of subordinates in 

multinational companies (Hundschell et al., 2022). 
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1.4 Research Objectives and Scope of the Study 

In this research paper, cross-cultural leadership and its impact on the engagement of 

employees working in multinational companies will be explored. Culturally intelligent 

leadership, leadership adaptability, inclusive communication, and trust building will be 

considered as the factors that can potentially impact employee motivation, engagement, and 

commitment. 

A conceptual framework will be used in this paper. The paper will not have any experiments 

or surveys done among the employees but will use the existing literature as the base for 

conducting this research. Multicultural work groups and multinational organizational settings 

will be considered to identify how the practices of leadership contribute to employee 

engagement. 

The objectives of the research will be: 

• To consider the correlation between cross-cultural leadership and employee engagement. 

• To explore the role of cultural intelligence, communication, and leadership flexibility. 

• To consider the effect of inclusion, trust, and psychological safety on employee motivation. 

• To develop a conceptual framework about cross-cultural leadership and employee 

engagement. 

I. Literature Review 

2.1 Cultural Diversity and Leadership Practices in Multinational Organizations 

The presence of cultural diversity means having different perspectives, data, and experiences 

within multinational organizations. However, differences in the communication process and the 

working environment may result in difficulties within the functioning of teams. Multicultural 

team research shows that there is a need to consider the pros and cons of cultural diversity (Stahl 

et al., 2010). Leadership behaviors should take into consideration differences in attitudes toward 

power and participation. Research on leadership behavior across cultures shows the importance 

of taking into account cultural background in considering the acceptance of charismatic and 

transformational leadership traits (Den Hartog et al., 1999). 

Transformational leadership may be effective in creating common goals in organizations while 

taking individual differences into account. The use of transformational leadership styles allows 

leaders to communicate a vision, increase participation, and develop their employees. Research 

on team diversity and transformational leadership reveals the importance of leadership in 

managing diversity (Kearney & Gebert, 2009). 

2.2 Leadership Across Cultures: Adaptability, Empathy, and Inclusion 

Adaptability is necessary in cross-cultural leadership as one should be able to recognize the 

cultural differences without making use of stereotypes. Cultural intelligence is useful in this 

respect as it provides an opportunity to obtain knowledge, motivations, and flexible behavior in 

different cultural situations. The significance of cultural intelligence in cross-cultural training and 

global management is described in research (Earley & Peterson, 2004). 



Global Perspectives in Management, Vol. 1, No. 1, October 2023                                                         ISSN: 3049-088X 

https://doi.org/10.66027/GPIM/V1I1/GPM23008                                                                                                  107 

Cultural adaptability means the ability to change the approach to communication, feedback, 

and decision-making depending on the requirements of the employees. Some employees may 

require direct feedback and personal recognition, while others may appreciate collective 

recognition and group collaboration. It is possible to say that the development of cultural and 

interpersonal intelligence can help in this case (Siripipatthanakul et al., 2023). 

The same concerns empathy and inclusiveness, as they help people to feel respected and 

participate in the work process. Inclusive leadership appreciates individual contribution and 

eliminates exclusion among diversified groups of people. Research devoted to the study of 

inclusion and diversity in work groups can explain how it works in an organizational context 

(Shore et al., 2011). 

2.3 The Cultural Drivers of Employee Engagement and Motivation 

There are psychological factors, leadership styles, interpersonal relations, and the 

organizational culture that affect employee engagement. In the case of multinational 

organizations, the values of culture may influence the expectations of employees concerning the 

recognition, autonomy, collaboration, and managerial support. As such, the methods of 

engagement have to take into consideration different employee preferences and experiences of 

cultures. 

The culturally sensitive leader can promote engagement through the appreciation of 

individual contributions, communication of expectations, and creation of participation 

opportunities. Other inclusive measures may reduce the feelings of exclusion and improve the 

feeling of belonging among employees. Such an environment will encourage them to make efforts 

to achieve the organizational goals. 

The idea of cultural intelligence presents a quite fascinating way to interpret the adaptive 

leadership skills. However, the effect of cultural intelligence on the level of employee engagement 

might be influenced by organizational culture and cultural orientations of individuals. Therefore, 

the issue of employee engagement should be discussed together with leadership skills, work 

environment, and cultural experience. 

2.4 Cross-Cultural Communication and Interpersonal Trust 

Communication links employees with the organizational goals and expectations. When 

working in a multinational organization, communication skills in speaking and understanding 

verbal and non-verbal messages may vary, resulting in misunderstandings. The leader should 

communicate well, give feedback, and allow employees to express their concerns. Personal trust 

in the leader is created by such qualities of the latter as integrity, consistency, respect, and 

sensitivity to other cultures. Employees who have trust in their leader will be able to voice their 

ideas, cooperate with their colleagues, and become active participants in organizational 

processes. 

However, a lack of communication sensitivity and inconsistency in the leadership style may 

ruin this relationship and demotivate employees. Leadership adaptation is crucial for the 

manager who works in a different culture. Expatriate leadership adaptation studies prove that 

the adjustment of the leadership style is crucial for success in a cross-cultural environment  

(Rao-Nicholson et al., 2020). 
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2.5 Research Gap: Connecting Cultural Intelligence with Employee Engagement 

There have been studies on the dimensions of cultural intelligence, leadership effectiveness, 

organizational inclusion, and employee engagement in the management of multinational 

organizations. Yet there is still a need for further integration of these dimensions to establish how 

they work together to impact engagement in multicultural organizations. One of the major gaps 

in the literature is in the integration of cultural intelligence, adaptability of leadership, inclusive 

communication, and interpersonal trust on the part of leaders in influencing employee 

engagement. The relationship between leadership practices and how they could contribute to 

psychological safety, motivation, sense of belonging, and employee engagement should be better 

explained. 

Also, the impact of the leadership practice could be diverse on the employees depending on 

their cultures and organizational settings. Hence, the leadership practice may not generate the 

same extent of engagement from all cultures. The following is the proposed theoretical 

framework to fill in the research gap. Cultural intelligence, leadership adaptability, inclusive 

communication, and interpersonal trust form the leadership dimensions, while motivation, 

psychological safety, belonging, and participation form the pathways to engagement. 

II. Cross-Cultural Leadership and Employee Engagement: A Conceptual Framework 

3.1 Cultural Intelligence and Leadership Effectiveness in Global Workplaces 

Cultural intelligence is a critical skill for leaders to comprehend cultural differences and deal 

with employees operating in international organizations. This skill comprises cultural 

knowledge, awareness, motivation, and behavioral flexibility. Cultural intelligence skills will 

assist leaders in modifying their modes of communication and decision-making according to 

diverse requirements in the workplace, thereby minimizing conflicts. In the case of multinational 

organizations, cultural intelligence assists leaders in forming constructive relationships with 

culturally diverse employees. 

Leaders can use cultural intelligence skills for increasing the engagement of employees since 

they can be able to address diverse needs of individual employees. Employees would engage in 

organizational activities if they feel that their leaders are culturally intelligent and supportive. 

Hence, cultural intelligence forms the basis of cross-cultural leadership skills. 

3.2 Inclusive Leadership and the Psychology of Employee Belonging 

The concept of inclusive leadership entails respect, fairness, participation, and appreciation of 

individual contributions. Within multinational corporations, it is possible for workers to face 

variations in the set expectations within the workplace and the ability to voice their views. 

Inclusive leaders, who are supportive of open dialogue and the consideration of different views, 

can thus ensure an atmosphere in which workers feel appreciated and respected. This approach 

is likely to eliminate the problem of exclusion and enhance workers' sense of belonging. 

Organizational belonging among workers is connected with interdependence and 

organizational support within the workplace. It is possible that workers feel emotionally 

connected to their teams and organizations when they believe that their cultural identity and 
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contribution are appreciated. Inclusive leadership is thus likely to foster engagement by ensuring 

collaboration and participation of workers in the organization. 

3.3 Cultural Adaptability, Motivation, and Cross-Cultural Communication 

Cultural adaptability allows leaders to modify their styles of leadership depending on the 

communication style, values, and expectations of their employees. In culturally diverse groups, 

discrepancies in feedback style, decision-making, and expression of disagreement influence 

interactions in the workplace. Recognizing those discrepancies will help leaders communicate 

better, solve conflicts, and create common expectations. 

Successful cross-cultural communication also contributes to increased motivation of 

employees since it helps to set out responsibilities, recognize accomplishments, and motivate 

employees to share their opinions. When leaders are able to modify their communication styles 

without violating the goals of an organization, employees will feel more confident and involved 

in their work. Therefore, cultural adaptability and successful communication can be seen as key 

ways to influence cross-cultural leadership. 

3.4 Trust, Recognition, and Psychological Safety in Multicultural Teams 

Both trust and psychological safety are among the critical conditions that help engage 

employees in multicultural work environments. Trust is formed due to fairness, reliability, 

transparency, and respect for cultural diversity shown by the leader. Psychological safety means 

that workers feel comfortable enough to share their views, ask questions, admit mistakes, and 

make recommendations without fear of being humiliated or treated unfairly. Such conditions 

motivate workers to get engaged in teamwork activities and exchange knowledge across cultures. 

Recognition helps engage employees by showing them that their work is important and 

appreciated. Inclusive leaders, who appreciate individual accomplishments and take into account 

various cultural preferences, can increase appreciation and motivation of employees. If the 

conditions of trust, recognition, and psychological safety are created simultaneously, 

multicultural teams can experience better collaboration, higher participation, and interpersonal 

relationships. 

In general, it can be said that the conceptual framework proposes cultural intelligence, 

inclusive leadership, cultural adaptability, and trust-building as essential aspects of cross-cultural 

leadership. These factors can positively affect employee engagement through psychological 

safety, motivation, sense of belonging, and participation. 

Figure 1 displays the proposed conceptual framework that shows how cross-cultural 

leadership dimensions affect employee engagement via psychological safety, motivation, 

belonging, and participation. 
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Figure 1: Conceptual Framework Linking Cross-Cultural Leadership To Employee Engagement 

III. Findings and Discussion 

4.1 Leadership Adaptability as a Catalyst for Employee Commitment 

From the above conceptual analysis, it is evident that adaptability in leadership is a vital 

element in ensuring the development of commitment among employees of multinational 

corporations. When leaders are able to make adjustments in terms of communication, giving 

feedback, and making decisions based on the cultural differences of employees, they will be able 

to form better relationships with their employees. This way, adaptability will ensure that 

employees feel supported and understood, which encourages them to participate actively in 

organizational affairs. In addition, cultural intelligence will also allow leaders to understand new 

situations and act accordingly. Adaptability in leadership is not about changing the 

organization’s core values for every cultural group. Rather, it is about retaining the organization’s 

core values while making certain modifications in leadership. 

4.2 Bridging Cultural Differences Through Communication and Collaboration 

Good communication is crucial in order to address cultural differences and encourage 

collaboration among multinational teams. Discrepancies in language, communication practices, 

and understanding of professional behavior may become sources of misunderstandings that 

influence relationships within teams. In this regard, leaders who foster discussion, define clear 

expectations, and listen to their employees may facilitate collaboration. 

At the same time, collaboration becomes better when leaders set common goals, taking into 

consideration various views on this matter. People who are allowed to generate ideas and 

Cross-Cultural Leadership Mediating Pathways 

Outcome 

Cultural Intelligence Psychological Safety 

Inclusive Leadership Motivation 

Cultural Adaptability 

& Communication 

Sense of Belonging 

Trust-Building Active Participation 

Employee Engagement 

  

Vigour · Dedication 

Absorption · Commitment 

Moderating context: organizational culture · individual cultural orientations · inclusion policies · feedback mechanisms 
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participate in discussions are able to share knowledge and develop better working relations. It 

should be noted that communication techniques should take into consideration individual 

peculiarities of people instead of considering all people of the same culture to be similar in terms 

of communication techniques. 

4.3 The Influence of Inclusive Practices on Employee Belonging and Participation 

An inclusive leader fosters engagement among employees through the development of an 

organizational culture where people are treated with respect, acceptance, and appreciation. 

Employees in multinational companies can vary in terms of their self-confidence to voice their 

opinions, readiness to speak up against authority, and expectations about recognition. Leaders 

who offer equal chances for everyone to participate and recognize different contributions can 

eliminate feelings of being left out from the process and help employees feel more integrated. 

Table 1: Key Dimensions of Cross-Cultural Leadership and Their Influence on Employee 

Engagement 

Leadership 

Dimension 
Key Practices 

Influence on Employee 

Engagement 

Expected 

Organizational 

Outcome 

Cultural 

intelligence 

Cultural Awareness, 

Knowledge, and 

Behavioral Flexibility 

Improves Understanding 

and Reduces Cultural 

Misunderstandings 

Effective  

Cross-Cultural 

Collaboration 

Inclusive 

Leadership 

Fair Treatment, Equal 

Participation, and Respect 

for Diversity 

Strengthens Belonging and 

Employee Involvement 

Improved 

Teamwork and 

Commitment 

Leadership 

Adaptability 

Flexible Communication, 

Feedback, and  

Decision-Making 

Increases Employee 

Motivation and Perceived 

Support 

Stronger Employee 

Commitment 

Cross-Cultural 

Communication 

Active Listening, Clear 

Expectations, And Open 

Dialogue 

Builds Interpersonal 

Understanding and Trust 

Better Coordination 

and Cooperation 

Psychological 

safety 

Encouraging Ideas, 

Questions, and 

Constructive Feedback 

Promotes Confidence and 

Active Participation 

Knowledge Sharing 

and Team Learning 

Recognition and 

Fairness 

Equitable Appreciation 

and Culturally Sensitive 

Recognition 

Reinforces Employees' Sense 

of Value and Motivation 

Greater Workplace 

Involvement 

Trust-Building 

Consistency, 

Transparency, and 

Respect for Cultural 

Differences 

Strengthens Psychological 

Connection with Leaders 

and Teams 

Sustained Employee 

Engagement 

Inclusion may motivate employees to share knowledge, be involved in decision-making, and 

assist with improving the organization. As their opinions become important, employees can feel 

emotionally involved in their groups and responsibilities. Still, inclusion involves a broader effort 

than just leadership activity. Thus, multinational companies should strive for fair participation, 

culturally sensitive recognition, and communication. 



Global Perspectives in Management, Vol. 1, No. 1, October 2023                                                         ISSN: 3049-088X 

https://doi.org/10.66027/GPIM/V1I1/GPM23008                                                                                                  112 

Table 1 captures the key dimensions of cross-cultural leadership and possible links between 

them and employee engagement in multinational companies. The table shows the roles that 

cultural intelligence, flexibility, inclusion, communication, psychological safety, recognition, and 

trust can play in motivating and involving employees. 

4.4 Cultural Barriers, Leadership Misalignment, and Disengagement Risks 

Although cross-cultural leadership holds many advantages, it is associated with several 

challenges. First, differences in communication, corporate values, perceptions of power and 

authority, and conflict resolution strategies may result in misunderstandings between leaders and 

their subordinates. Cross-cultural leadership strategies that ignore such differences will lead to a 

lack of trust, interpersonal conflicts, and perceptions of discrimination. Moreover, cultural 

stereotypes and unconscious biases may prevent leaders from identifying personal strengths and 

needs of their subordinates. 

Misalignment of leadership can negatively affect engagement if organizational standards 

contradict employees' preferences. Poorly developed cultural competencies, insufficient training 

programs for leaders, and the lack of inclusion policies are likely to increase risks of 

disengagement as well. Multinational companies should promote development of cultural 

intelligence, constructive criticism, leadership development opportunities, and regular 

evaluation of employees' experience to overcome these challenges. In general, the above review 

shows that employee engagement is influenced not only by leadership skills and capabilities but 

also by the organizational environment where these skills and capabilities are used. Therefore, 

the development of cultural intelligence, adaptable communication, inclusiveness, and trust are 

considered to be the main concepts for improving engagement of multinational organizations' 

employees. 

IV. Conclusion and Recommendations 

5.1 Key Insights into Cross-Cultural Leadership and Employee Engagement 

This study explored the role of cross-cultural leadership in fostering engagement among 

employees in multinational companies. In the conceptual analysis, it became clear that cultural 

intelligence, leadership flexibility, inclusive communication, and trust-building are critical 

aspects of successful international leadership. Leaders capable of recognizing cultural diversities 

and adjusting their behavior according to the needs of the employees will be able to create a 

working environment that encourages engagement and participation of the employees. 

Some of the other factors pointed out in this regard include psychological safety of the 

employees, sense of belongingness of the employees, and appreciation. However, cross-cultural 

leadership does not just involve awareness of national cultural diversities but also individual 

differences of the employees. Thus, cross-cultural leadership can be seen as an effective way to 

increase employee engagement. 

5.2 Practical Recommendations for Multinational Organizational Leaders 

It is important that multinational companies incorporate cultural intelligence and inclusive 

leadership within their leadership development training programs. Leaders can be trained on 

issues related to intercultural communication, conflict resolution, cultural awareness, and flexible 



Global Perspectives in Management, Vol. 1, No. 1, October 2023                                                         ISSN: 3049-088X 

https://doi.org/10.66027/GPIM/V1I1/GPM23008                                                                                                  113 

decision-making skills. This would assist leaders in handling cultural diversity better and also 

building strong relations with employees who operate from different geographies. 

Transparency in communication, recognition programs, and participation of employees in 

decision-making are some steps that can be taken by organizations. Conducting feedback sessions 

would assist leaders in understanding the problems of employees and the possible barriers to 

engagement. In addition, managers should not fall into the trap of stereotyping cultures while 

adopting leadership styles. 

5.3 Building Culturally Responsive Workplaces, Limitations, and Future Research 

Creating a culturally responsive work environment entails consistent efforts from an 

organization toward creating a culture of inclusiveness and justice. Multinational companies 

must formulate their policies that take into account cultural differences without compromising 

organizational values and goals. There is also a need to evaluate the effectiveness of leadership 

based on employee responses, engagement measures, and workplace inclusivity. An 

environment that fosters collaboration and ongoing employee participation can be created 

through culturally sensitive leadership and organizational practices. 

The limitation of this research is conceptual in nature and in the use of literature as the basis 

of the investigation. The study does not use surveys, interviews, or experiments to determine the 

causality of cross-cultural leadership on employee engagement. Future research can employ 

empirical studies conducted in various countries, industries, and organizations in relation to how 

cultural intelligence, inclusive leadership, and communication affect employee engagement. 

Comparative studies can also be done to identify if these relationships differ based on 

organizational culture, leadership styles, and the culture of employees. 
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