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Chapter 1: Introduction   	
[bookmark: _y3h593oklf0s]1.1 Introduction
The study of management in a multicultural setting is known as cross-cultural management. It entails examining how managers and other business workers are impacted by their cultural origins as well as the effects of social subcultures on management and control methods. CCHRM strategies and methods aim to navigate cultural differences within the workforce (Behl, 2020). Cross-cultural human research management strategies recognise that cultural differences affect employees' behaviour, expectations, communication styles and work standards. One of the essential effects of effective CCHRM in multinational corporations is improved employee engagement. CCHRM initiatives such as training and effective communication strategies help employees to understand and appreciate each other's backgrounds. This study focuses on how cross-cultural practices affect productivity and performance in multinational companies. Language differences and communication styles create misunderstandings between employees from different cultural environments (Bouranta et al., 2019). Effective communication becomes challenging, and collaboration in teams between various subsidies. Managing a diverse workforce with different cultural backgrounds is essential to employee engagement and organisational success. This study explores the importance of CCHRM in multinational companies.
[bookmark: _opmg5ohmpqjx]1.2 Research Context
Nowadays, CCHRM has achieved significant attention due to the increasing globalisation of business to manage a diverse workforce in multinational corporations effectively. This research study explores the impact of CCHRM on employee engagement in international companies. In an interconnected world, global companies operate in different countries with different cultures and languages (Ciuk, Śliwa and Harzing, 2022). This diversification presents opportunities for organisations. It brings talent with diverse perspectives, which leads to innovation and creativity.
Conversely, there are some challenges for organisations of this diversity; a diverse workforce requires careful consideration of cultural differences to ensure collaboration and improve employee performance. This research study provides knowledge about cultural values that influence communication and behaviour. The requirement process looks for cultural fit and ensures employees align with the organisation's values. Training and development programs enhance cultural intelligence. Furthermore, cultural communication skills enable employees to work effectively in multicultural companies.
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[bookmark: _159prco8ial2]Figure 1.1 Human Resource Management Framework in MNCs
(Source: Ciuk, Śliwa and Harzing, 2022)
With an open economy, most companies are now, in one way or another, signing significant contracts with companies originating from various countries. MNCs' conduct in the context of national-related events and culture becomes important because an MNC often operates in a different country (Lee et al., 2020). At the same time, they are working among employees familiar with the parent company's culture from the host country. Employees working in an organisation will form an essential component of a business organisation. In an MNC, employees come from different backgrounds. MNCs have a diverse knowledge base but with high expectations. Language barriers are a problem for workers from other ethnic groups struggling to communicate.   Nevertheless, globalisation, including cultural differences, is a challenge for us (OBSUWAN et al., 2021). If cross-cultural differences are not adequately addressed, it is a significant obstacle to expanding horizons at the global level.
[bookmark: _g6q8t69bne99]1.3 Problem statement
This research study problem statement is an analysis of CCHRM's effects on multinational firms. With the rapid growth of globalisation, business has moved beyond the country's borders and seen a significant rise in international companies operating outside their homelands. The workforce is becoming more diverse, and HRM managers are facing increasing problems with the importance of cross-cultural management in emerging economies (Pham and Lo, 2023). Global business climate bonding faces more challenges. Increased domestic and international competition resulted in a greater focus on HRM, cross-cultural studies, analysis and comparison of HRM activities in the sense of HRM. Cross-cultural management and ethics are used to avoid and solve current problems of HRM diversity, which will draw on the company's cultural diversity and prevent cross-cultural misunderstandings (Rezaei, Jafari-Sadeghi and Bresciani, 2020). The success of human resource management practices in Western parts may be incompatible with their Eastern counterparts for cultural reasons. Cross-cultural management and ethics are on the rise for obvious reasons and mainly due to economic globalisation driving business firms to look for a new market to maximise their profits (Rutishauser and Sender, 2019). The aim is to find it, provide those interested with a better understanding, and retreat to cross-cultural management groups such as academics, HR managers and corporate sectors.
[bookmark: _dh8uo3p0mqna]1.4 Research Aims and Objectives
Aim
This study intends to examine how CCHRM has helped MNCs create collaborative work environments.
Objectives
●       To analyse the Impact of CCHRM in Multinational Corporations.
●       To evaluate challenges that arise in workplace management due to cultural differences among employees.
●       To Determine Strategies to Implement CCHRM in Multinational Corporations.
[bookmark: _z06pz0ghgwri]1.5 Research Questions
1)      How Does CCHRM Impact Multinational Corporations?
2)       What challenges arise in workplace management due to cultural differences among employees?
3)      What Strategies can be implemented to implement CCHRM in Multinational Corporations?
[bookmark: _7cft41g4acfh]1.6 Research Significance
Human resource management plays a vital role in maintaining industrial relations. CCHRM's significance lies in its ability to effectively manage complexities arising from employee cultural differences, which affect many aspects of an organisation's performance. It enhances employee collaboration with multinational teams. Multinational corporations are individuals from diverse cultural backgrounds, each bringing unique perspectives (Yari et al., 2020). CCHRM empowers employees with their differences to solve problems, improving the quality of decision-making and providing a competitive advantage in the globalised market. CCHRM helps multinational corporations to accept their management practices to local cultural preferences. This path ensures requirement, training and performance management that reproduce with the standards of different sectors. Human resource management helps employees understand the organisation's culture, which dictates work (Rutishauser and Sender, 2019). This will enable employees to choose appropriate strategies and behaviour for their personality. Human resource management helps improve productivity, reduces turnover rates, and provides long-term success in the organisation. If human resource management practices do not fit with employees' core values, employees will be dissatisfied, uncomfortable and overwhelmed. Conversely, organisational performance will be high when human resource practices align with employees' shared values.
[bookmark: _abjkpeoli18m]1.7 Future Scope
The future scope of this research is analysing the impact of CCHRM in multinational corporations. Furthermore, it holds strong potential if the business direction continues to grow in International markets. Furthermore, the future scope of this study will increase the importance of managing cultural diversity in multinational corporations. Future research of a similar nature could select a much larger area choice of the method where a qualitative survey method may be mentioned in place of questionnaires. The future scope of this study continues to expand to global organisations, and the need for effective CRM strategies will increase, making it an essential place of study. Several previous studies have identified the impact of CCHRM on multinational corporations. However, there are future opportunities for this research to investigate a deeper understanding of the true nature, role and outcomes of the effects of CCHRM in multinational corporations (Lee et al., 2020). The future scope of this study provides proper knowledge about this research topic.
[bookmark: _98kah6c5v0li]1.8 Research Structure

Figure 1.2: Research Structure 
(Source: Selfmade)
[bookmark: _k4dxco0b8e3]1.9 Summary
The introduction part of this research study clearly defines the impact of CCHRM in multinational corporations. The research context of this study provides proper knowledge about the role of bridging culture for employee engagement and the effects of CCHRM in multinational corporations. This study analyses the problem statement and explains the future scope. This study finds the proper questions and objectives about this research topic. It explains the significance of the research and provides an exact research structure.


[bookmark: _q4xyvp2iiuxq]Chapter 2: Literature Review
[bookmark: _v7jxrzm633jq]2.1 Introduction
The objective of the study is the impact of bridging cultures on employee engagement and CCHRM in multinational corporations. The literature review of this study provides the framework for further analysis of the research topic. It highlights the importance of CCHRM in the substance of multinational corporations and its impact on employee engagement. This study's review highlights the challenges CCHRM faces in multinational corporations. The literature review of this study highlights the gaps in research studies. The introduction of the literature review leads the way for successive sections of the survey. A literature review is presented in a specific way to study the result. Power distance, organisational values, aspects of cross-cultural management leadership, and their literary works are discussed first. In contrast, HRM functions have been designated in the literature. 
[bookmark: _fq9nl4py8bhm]2.2 Impact of Cross-Cultural Human Resource Management in MNCs 
The most significant impact of cost-cultural human resource management is improved organisational performance. It affects employee engagement, talent attraction, organisational performance and innovation. Multinational corporations prioritising CCHRM practices are better positioned to exploit the benefits of a diverse workforce and create a productive work environment (Bouranta et al., 2019). In an experiment known as cross-cultural management, individuals from various backgrounds and cultures collaborate on an equal basis. The advantages of CCHRM in multinational organisations include forging good ties with cross-cultural business partners, being more competitive with cross-cultural training, and creating culturally competent, more successful teams. Training in the arts enhances employment opportunities and provides useful insight into global company operations (Behl, 2020). It increases employee retention, offers possibilities for rewarding international assignments, and is invaluable to staff members serving in positions of international leadership. 
People from different cultures work together in an organisation. The concept has many elements because controlling multicultural people is not always clear. Cross-cultural context includes the analysis of individual managers and cultural orientation. It is also an influence of social subcultures on management practices. Cross-cultural human resource management plays a vital role in the performance of multinational companies. Effective communication is an essential aspect of every multinational company. Cross-Cultural Human Resource Management helps international companies to develop communication skills (Abugre and Debrah, 2019). Effective communication ensures understanding of every message and clears every confusion.
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[bookmark: _e5uvb9eu2cb2]Figure 2.1:  Impact of CCHRM on employee and organisation performance
(Source: Abugre and Debrah, 2019)
Cost efficiency is important because it allows the organisation to grow profit. It maximises a business's potential, allowing it to increase income and enhance the value it provides to customers. (Bader et al., 2021). It is an essential aspect of business growth and expansion in the market. Cross-Cultural Human Resource Management reduces misunderstandings that prevent costly errors. It helps multinational companies to cut down on additional costs. Cross-Cultural HRM encourages cultural intelligence in employees by expanding the knowledge of understanding and respect for diverse artistic types (Bausch, Barmeyer and Mayrhofer, 2021). It provides a knowledgeable workforce in multinational companies.
Cross-Cultural Human Resource Management provides a board of experience and perspectives through a diverse workforce in multinational companies (Cooke et al., 2019). This diversity encourages creativity, leading to the development of unique products for global markets. Market expansion provides greater brand recognition and access to global talent. Cross-Cultural Human Resource Management provides multinational companies with a deep understanding of local markets, services and products that coordinate with cultural preferences. This design strengthens the company's competitive edge in market growth (Cooke, Schuler and Varma, 2020). An organisation is the sum of the knowledge of each person. It helps to provide a better work environment and better productivity. Culturally diverse teams promote knowledge sharing among employees of diverse backgrounds (Farndale et al., 2022). It helps to contribute ideas for learning and skills development in multinational companies.
Teamwork and problem-solving are improved through collaboration, which results in more successful procedures, innovation, and helping one another attain goals through listening to and learning from one another (Iwashita, 2021). Team members from different places are becoming common. Cross-cultural human resource management enhances team effectiveness by fostering collaboration and trust across cultures. Cross-Cultural Human Resource Management helps address probable cultural support when implementing new policies and changes (Kornau, Frerichs and Sieben, 2020). Accepting these strategies to hold cultural preferences and increase success.
Recruits and existing employees must be on-the-job training and refresher courses from the Cross-Cultural Human Resource Management department (Kumar, Pandey and Mukherjee, 2021) t. Suitable options for training in this vital role make employees more irritable; therefore, it is the resource for sharing ideas and communication. Measurement and observation are another critical component of training, encouraging the acceptance of new skills by employees. Human resource management training and development focuses on developing individuals and groups in organisational activities. Cross-cultural human resource management provides a healthy workplace for employees in multinational companies through its strategies.
[bookmark: _wxu6nrgy9l3t]2.3 Challenges arise in workplace management due to cultural differences among employees
Diversity has many benefits in the workplace, but some challenges arise in workplace management due to cultural differences among employees. Communication problems are somewhat common in different groups and for other languages; various communication styles and groups may include people with hearing loss (Kwon and Farndale, 2018). It is essential to address these challenges before they become problems. A lack of clear direction from management causes employees to feel disengaged, which lowers satisfaction, performance on an individual level and engagement. Poor communication in the workplace is felt throughout the board. Teams are unable to collaborate effectively at the departmental level due to the lack of top-level leadership and a clear vision for the future. (Lee and Gyamfi, 2021) Different cultural backgrounds lead to differences in language and communication styles, creating misunderstandings among employees in multinational companies.
Different cultures have distinct ways of expressing respect, which create potential offence and discomfort if not understood. Conflicting dress codes and workplace dignity lead to pain and misunderstandings. Different cultures value authority in decision-making, potentially creating conflict over preferred methods (Liu et al., 2020). Differences in conflict resolution methods hinder problem-solving and team coordination. Other time management and punctuality approaches lead to schedule conflicts and project delays. Employees from different cultural backgrounds bring with them different workplace values and behaviours. They create ill feelings and misunderstandings among team members. Diversification has some disadvantages that reduce its significant benefits. In problem-solving situations, extraordinary expenditure of time and financial resources negates the benefits of coordination and even frustrates it.
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Figure 2.3: Challenges of a Culturally diverse workplace
(Source: Liu et al., 2020)
Diversity is not good, even in the face of inherent uncertainty and complexity, leading to confusion and frustration. Variety makes it challenging to agree on particular coursework, resulting in negative dynamics and cultural clashes that create work difficulties for women. Cultural conflicts are usually resolved between the members of majority and minority groups for the majority team (Ma, 2021). It creates significant barriers to the full participation of minority members in conflict situations. Diversity is associated with low levels of identification with group members that create disruptive productivity and consequent adverse impact on the overall performance of an organisation (Primecz, 2020). Serious communication problems make it more difficult for every employee to contribute their best team effort. The generation gap is one of workplace diversity's biggest challenges. The effect is a lack of coordination partially caused by an absence of communication between generations. It causes issues at work, particularly during crucial strategic shifts for the development of the organisations.
Disability denotes how a person is harmed by a mental or physical injury. In reality, such restrictions have a severe and lasting negative impact on a person's capacity to carry out typical daily tasks. A person's capacity to complete tasks and duties at work is not hindered by a disability, although it offers difficulties and restrictions. Choices about gender and lifestyle in numerous organisations worldwide (Ristic et al., 2020). Employee debate has become an important issue. Based on this concept, employees' cognitive biases, attitudes and behaviours. The workplace influences decision-making and irreversible problems. As a result of behavioural perspectives, several challenges are not limited to an uncomfortable environment. Gender is a primary focus of many organisations because of the relationship with human diversity (Ristic et al., 2020). Negative stereotypes interfere with integrating multicultural groups, misunderstandings of professional communication across cultures and languages, professional dignity varies across cultures and conflicting work styles across teams. Negative attitudes and behaviours challenge organisational diversity by harming the work environment and employee relationships and damaging work productivity. 
The current analysis is focused on multinational organisations that use an integrated administrative structure because global businesses can be either multinational or transnational. Cultural differences include how workers carry out their tasks depending on where they work. Cultural differences include things like distinct time management methods, gesticulation patterns and dress codes. 
The efforts both employees and employers make to advance their skills and stay current on recent professional advances at the national and international levels are referred to as career growth opportunities. Numerous technical changes Globalization has caused changes that are necessary for workers and their Employers to increase their skill sets to compete in the very cutthroat business environment. Business setting (Stor, 2021). Internally pursuing professional development Programs and organisations can lessen instances of outstanding talent-seeking job chances available at many institutions. While employee training is important and crucial for organisational development, CCHRM has struggled to train and, as a coping mechanism, increase the global workforce's competencies with new technological developments.
International businesses bring new legal and environmental concerns to the world's nations. In particular, global firms' human resources divisions must routinely assess legal requirements and organisational commitments to spot potential noncompliance. Employees' labour rights, tax and compensation obligations, and acceptance of immigration obligations must all be complied with under the laws of their work jurisdictions (Cooke et al., 2019a). It has been shown that some HR departments of multinational organisations violate specific jurisdictional regulations, which can lead to a temporary suspension of commercial activities or even the downfall of entire companies. 
[bookmark: _87i361plltbu]2.4 International Cross- Cultures Human Resource Management 
The MNCs were contrasted with the claim that cultural challenges in International HRM emerged because of worker diversity in terms of ethnicity and background. Since globalisation made it possible for parent firms to set up subsidiaries worldwide, it was determined that it was the predecessor of cultural diversity in multinational corporations (Budhwar et al., 2022). It was clear that cultural variations might, depending on their severity, either increase competitive advantage or cause organisational failure. Human resources executives oversaw employee cultural diversity as it became recognised. Therefore, it meant that global HR leaders who were culturally aware and created corporate cultures that supported cultural change increased the likelihood that employees would be engaged and produce new ideas despite their cultural differences (Caligiuri and Caprar, 2022). On the other hand, ineffective management of cultural diversity among staff could increase the chance of organisational failure as individuals struggle with cultural adjustment. 
It was possible for cultural differences to have various negative impacts, such as the formation of cultural shock in employees, issues with cross-cultural communication, and cross-cultural disputes when they were detected. It was revealed that there are several ways to approach the issue of cultural differences in international HRM. One strategy for reducing the harmful effects of cultural variety was found to be cross-cultural training. Cross-cultural training was found to raise customers' awareness of cultural diversity and educate them on the abilities required to achieve high degrees of cultural acculturation (Cooke et al., 2019). The conclusion was consistent with the assertion made by HR executives that cross-cultural training should be implemented in their organisations as it not only helps to reduce culture shock but also improves cultural adjustment for expatriates working in different countries. 
It became clear that HR directors might reduce issues with cultural diversity by teaching their staff members how to adapt to a place with varied cultural orientations. It was clear that embracing a global perspective would also help to eradicate cultural distinctions. People with a global mindset were more able to adapt to new cultures and use the information offered by the new work surroundings (Edwards, Schnyder and Fortwengel, 2019). This meant that people with cultural intelligence relied on information that was accessible at their new employment in a global context rather than on prior experience to adjust to new work environments. Because the optimum course of action evolved based on the available possibilities, adopting a global mentality enabled expatriates to overcome the environmental and emotional stressors that were common when working in international situations. 
It was determined that the method of overcoming cultural differences in multinational corporations operating in global environments was the authorised development of an organisational culture that fostered cultural transformation. It became clear that HR executives also required training on handling cultural differences common in international HRM (Edwards, Tregaskis and McDonnell, 2020). To manage local and international staff, global HR executives received training on handling difficulties relating to cultural diversity (Glazyrina, 2020). It was argued that multinational HR managers needed to be knowledgeable about and skilled at handling cultural differences as a result.
[bookmark: _gcrbftrv94s9]2.5 Importance of Cross-cultural in MNCs Business 
Cross-cultural communication is essential in MNC companies. It is essential for successful business negotiations, connecting with global business partners, and fostering teamwork inside and outside the organisation (Abugre and Debrah, 2019). Furthermore, cross-cultural communication encompasses more than just verbal communication. When speaking, it is helpful to be able to decipher eye contact,  other non-verbal signals and non-verbal cues, including body language. These cultural peculiarities have a big impact on effective communication. Having this knowledge and making an attempt to learn more about different cultures are necessary for cross-cultural communication. To develop this knowledge, one can ask questions, engage in conversation with people from other cultural backgrounds, sign up for classes, read books, and visit cultural institutions like museums or organisations. For cross-cultural business communication, learning a new language can be quite helpful. When routinely studying a new language, we can communicate with others more readily and learn about the culture.
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Figure 2.4: Benefits of CCHRM in MNC workplace
(Source: Yahiaoui, Nakhle and Farndale, 2021)
(Source: Liu et al., 2020)When meeting a new consumer or business partner, manners are essential. For instance, if you are meeting someone from Japan, Expectations for formality and etiquette differ by culture. Poor manners are a sign of inexperience or carelessness and can make the difference between a business succeeding or failing (Yahiaoui, Nakhle and Farndale, 2021). When in doubt, do some research and look at it. When I work for a large global MNC company, colleagues from other cultures have a variety of talents, experiences, and viewpoints. Communication across cultural boundaries is essential for success, particularly in business. Thunderbird University's cross-cultural business curriculum equips leaders for a global career that can take them anywhere.
[bookmark: _k2cwixcfxvqs]2.6 International business cross-cultural issues
The corporate world has cultures that are relationship and deal-focused. People in India tend to be more people-oriented, place a strong emphasis on creating enduring connections, and seek to promote harmony among all. On the other hand, the folks in the USA are direct, deal-focused, occasionally aggressive and task-oriented. People from deal-focused cultures who want to do business in India must understand that forging profitable business alliances requires developing trustworthy relationships more than upholding agreements (Feng, 2023). They prefer transacting business with reputable and well-known parties. MNCs, therefore, need to be adaptable since tenacity and developing human relationships will keep the company viable. The Bharatiya Janata Party formed the current administration in India. It is comparable to what previous big nations used their own native tongues to accomplish, such as China, Japan, France, Russia, and Germany. A duplicate of society's culture cannot be found in an organisation. IT firms like Wipro, Tata Consultancy Services, and Infosys have similar businesses and societal outlooks. 
Despite sharing a similar cultural heritage, their organisational cultures greatly differ. Despite being integrated into the social culture, organisations remain open to global impacts such as management philosophy, systems, technology import, exercises, etc. (Koc, 2020). In this way, the cultures of society, the world, and the workplace coexist. India differs greatly from other nations in terms of culture, and inside its borders, a two-hour trip will transport you from one extreme to the other. If any multinational is to succeed in India, finding cultural affinities for ease of doing business is essential (Eden and Nielsen, 2020). For instance, the bulk of IT/ITES companies and car manufacturers like Mercedes, BMW, Hyundai, etc., have their headquarters in South India, which has fewer people who speak Hindi. Therefore, both national and international entities must consider regional location assessments. In IT/ITES firms, people from different levels travel worldwide to corporate headquarters and customer locations (Pudelko, 2020). 
The contrasts or challenges they face at work are lessened by their movement across sites compared to the industrial sector, where manufacturing is typically less mobile or of a regional character. India is a developing market, and the difficulties that companies face are inherent to every developing country (Hong et al., 2022), despite the fact that institutional gaps can be a major barrier for MNCs conducting business in developing nations like India. The institutional settings of the nations where MNCs plan to conduct business must first be analysed. Domestic firms perform better than multinational corporations (MNCs) in developing nations due to their familiarity with local markets and early identification of possibilities and threats (Liou and Rao-Nicholson, 2020). In contrast, in developed markets, MNCs are highly regarded and have a lot of experience. Given India's multilingual, multireligious, and multicultural human capital mix, established Western or Eastern management paradigms will not work well without local changes (Hansen et al., 2020). English-speaking populations are not a guarantee for fruitful commercial collaborations. Significant communication style differences could be problematic and result in business failure.
[bookmark: _ynhv38a8zs9m] 2.7 Strategies to Implement Cross-Cultural Human Resource Management 
Cultural adaptability is necessary, given cross-cultural variances. Contemporary HR will encounter several cross-cultural disparities when dealing with consumers and staff. It is not easy to encounter every circumstance because of the roughly 60 worldwide societal cultures discovered and the countless regional differences within each country's culture. Cultural differences may be significant, rapidly turn into conflict, and reduce the efficacy of a CCHRM and its organisation (Liu et al., 2020). Processes for acquiring and retaining cross-cultural talent necessitate fresh perspectives on employment, workers, and the workplace. For each HR and organisation, attracting and keeping top talent is essential. The strain on executives to recruit personnel that can contribute to the organisation right away with short onboarding times is intensified by increased competition (Wilkinson, 2021). The fact that the work is changing swiftly and certain roles may not be available in the future makes the situation much more difficult. The limitations imposed on contemporary HR are also multiplied by the rising need for cross-cultural experts and CCHRM.
Due to socioeconomic and cultural differences, recruiting and keeping cross-cultural talent is typically difficult. Retention interviews are designed to find out from current workers what criteria led them to accept a job offer from your business and whether those considerations are still being satisfied in their eyes today. Cross-cultural talent development necessitates different skill sets and learning strategies (Lawter and Garnjost, 2021). Operating in a more multicultural environment involves more than just fulfilling arbitrary tenure requirements for a particular function or following a conventional career path. Several examples of organisations have relocated outstanding executives with extensive technical training and expertise to another cross-cultural setting. Because they neglected to account for cultural variations, the HR. They are not born. Cross-cultural HRM must be cultivated. It takes committed effort and commitment to depart from the usual classroom presentation or eLearning session to develop the competency of cultural adaptability.
A setting with a blended learning approach that combines evaluations, cross-cultural immersion activities, and structured feedback is necessary to develop cross-cultural talent. The legal system is a method or process for applying and interpreting the law. It provides several examples of the rights and obligations. Civil, common, and religious laws are the three main legal systems globally (Kraiger and Ford, 2021). Any politically organised society under a single form of governance is called a state. State sovereignty may or may not exist. For example, federated states, which may only have partial sovereignty and are members of a federal union, are nonetheless considered states.
Organisations must provide culture training to their employees and leaders. This training helps them understand differences in cultural patterns, values and behaviours (Ristic et al., 2020). This knowledge helps prevent his understanding of conflicts and biases, creating a healthy work environment. Cultures promote compelling communication actors, encourage employees to be active listeners, and help clear communication channels (Primecz, 2020). It helps to prevent misunderstandings and conflicts arising from cultural differences in communication styles.
Train leaders to be culturally competent in managing diverse teams. Leaders who adapt their management styles to different cultural contexts are more likely to succeed in cross-cultural HRM. Create policies that are inclusive of all cultural backgrounds. This might involve allowing flexible work hours to accommodate religious practices or providing language assistance for non-native speakers. Inclusivity ensures that all employees feel valued and respected (Ma, 2021). 
[bookmark: _1yn72vm22896]2.8 Theoretical Analysis
[bookmark: _cn61o4hci0mj]2.8.1 Democratic Leadership Theory 
Studies of CCHRM and democratic philosophy are strongly intertwined. However, democratic leadership is, by its very nature, contradictory. The idea of democracy is built on popular sovereignty, or self-government by an independent populace, and is strongly egalitarian in nature, whereas the idea of leadership always includes hierarchy and, consequently, inequality. The leader is the outlier in a society that practises true democracy. CCHRM and democracy, therefore, have a fairly strained relationship at their theoretical extremes (Morris et al., 2019). It is widely accepted that this contradiction exists, both conceptually and experimentally. The line between providing essential direction and enforcing authoritarian control is fine for political leaders to walk. Many academics have contributed incisive research that has impacted the understanding of the relationship between leadership and democracy. Many academic researchers have noted the conflicts that exist within the concept of "democratic leadership." Democracy is the practice of independent demos governing themselves collectively (Nedelko and Potocan, 2021). This implies that those in charge of the state's coercive authority must be restrained. Democracy is opposed by authoritarian rule. The notion of democracy, as a  result, does not treat leaders kindly.
Politicians are therefore faced with a significant conundrum: "The more democratic leaders lead from the front, the less democratic they appear; the more they act like good democrats, the less they seem to be true leaders." Most people will be likely to acknowledge the empirical sufficiency of Ruscio's thesis that a rejection of leadership is implicitly a rejection of democracy in the theoretical sense, even if not everyone may agree with this statement (Abdulfatai, 2021). A certain level of leadership is necessary for modern democracies. Checks and balances are institutionalised across democratic regimes to keep leaders in check, but at the same time, those leaders are viewed with Argus's eyes, and they are occasionally even despised. Power is subjective to the number of limitations and restraints under modern democratic regimes when CCHRM has largely been placed in the executive arm of government (Barthold et al., 2020). A number of accountability procedures are used to guarantee that leaders are responsive to their followers and to avoid corruption and the misuse of power in the institutional setting of democracy. Leaders also give direction, and in modern democracies, there is a desire for a stronger CCHRM.
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Figure 2.5: Pros and Cons of Democratic Leader
(Source: Abdulfatai, 2021)
Thus, the paradox of democratic leadership has significant particle consequences and is not only an intellectual misunderstanding. Demoracias political leaders juggle a variety of difficult-to-agree demands. Because of this, many academic researchers have pondered what it means to be a democratic leader and how individuals engaged may handle the special difficulties presented to them (Thanh Nguyen et al., 2020). The sort of democracy a leader operates in, and the numerous accountability systems put in place to keep HR in check are intermediary factors that have a significant impact on the link between democracy and leadership. The study's current chapter focuses on how various democratic institutions and CCHRM interact. 
The study presents an overview of important studies that offer insightful perspectives for delving deeper into the connection between CCHRM and democracy and offers a number of examples of situations that feel are quite instructional for this purpose. More than any other democratic model, participatory democracy is wary of HR who drift away from the base, which is meant to be the starting point and final point of everything. For groups and movements that support participatory democracy, several barriers have been put in place to stop this from occurring (Afthon Kumbara, 2020). New social movements and decision-making procedures frequently call for near-unanimity, or at the very least, overwhelming majorities, before approving individuals who attempt to assume the lead (Syamsidar, Lian and Fitriani, 2021). Before agreeing to those who try to take the lead, decision-making procedures in new social movements sometimes call for near unanimity or, at the very least, overwhelming majorities.
[bookmark: _fsogo127q9ij]2.8.2 CCHRM Theory
Comprehending CCM and viewing the words cross-culture and management are essential. The term "cross-culture" is easily understood from one culture to another. CC is a phenomenon brought about by market globalisation. When a firm travels to another nation to conduct business, it takes its culture with it, resulting in cross-culture. While the cultures of different countries may be somewhat similar, they are not the same. Culture differs in terms of its components and manifestations: 10% visible to the naked eye, such as language, behaviour, cuisine, and clothing, and 90% intangible, such as beliefs, values, and mental models. Management has several definitions, says Frederick Winslow. Taylor believes that leadership is ordering people to work in the most effective manner possible.
Simon provided a definition of decision-making for management. According to Henri Fayol, all organisations engage in some form of management. Its five components are planning, organising, directing, coordinating, and controlling. A definition of management that effectively plans, organises, directs, coordinates, and controls the organizationally owned resources in a specific setting should be used to wrap up your argument (Caillier, 2020). This research will comprehend the meaning of cross-cultural management after seeing the terms adequately defined. For cross-cultural management, the manager must comprehensively understand the differences and similarities since management differs in various contexts (Cooke, Schuler and Varma, 2020). Ancient Greeks, Egyptians, and Phoenicians all started international trade and were adept at conducting business with individuals from many cultural backgrounds.
When interacting with individuals from various cultural trajectories throughout the Renaissance, to avoid conflicts and maintain smooth business dealings, the Danish, British, and other European traders who had established a worldwide trade organisation would be considerate of their language, beliefs, and customs. These were early cross-cultural management endeavours and enterprises that relied solely on the merchants' knowledge and their past commercial experiences. The failures of the foreign trades of American multinational corporations are the primary driver behind the scientific advancement of cross-cultural management. American management researchers are recognised for methodically creating management theories, proposing scientific management, and successfully putting these concepts into practice in management practices, resulting in considerable increases in labour productivity (Bader et al., 2021). It is generally accepted that American management ideas are applicable worldwide due to their innovative role in forming management theories and practices. However, failures showed that it was challenging to be successful if American multinational corporations simply copied the ideas and applied them to their operations abroad.
Meanwhile, several instances have demonstrated that the failure of American multinational corporations was caused by the slowing down of cultural differences and a lack of cultural awareness of the destination. Americans were forced to research the causes of failures from the cross-cultural management viewpoint to learn from other nations' experiences (Eizaguirre and Parés, 2018). This led to the creation of a new study area for CCM. CCHRM improves and fosters interpersonal trust if viewed as vital. People who can communicate and understand one another well may come together to form a team, increasing employee loyalty. When employees feel at home and like they belong at work, they are likely to stay with the firm.
[bookmark: _oewd84y0wp1r]2.9 Literature gap
The critical connection between cross-cultural human resource management (CCHRM) practices and employee engagement within multinational corporations has been examined in the literature on the topic of "Bridging Cultures for Employee Engagement: The Impact of CCHRM in Multinational Corporations (MNCs)." However, the comprehensive understanding of how certain cultural aspects and their interplay impact the efficacy of CCHRM measures in promoting employee engagement represents a significant gap in the research. While current research recognises the overall significance of cross-cultural adaptation in MNCs, a thorough analysis of the cultural elements that may either aid or hinder it is lacking. Obstruct the effective use of CCHRM methods for improved employee engagement. In addition, much research has not been done on how different cultural viewpoints and values inside MNCs could clash and how they might influence the goals of CCHRM programs. There is a vacuum in the literature regarding the possible downsides and restrictions of CCHRM tactics when used in various cultural contexts inside MNCs. Furthermore, current research frequently ignores any difficulties or unfavourable effects resulting from cultural conflicts, misalignments, or misinterpretations in favour of focusing mainly on the beneficial impact of CCHRM on employee engagement. By filling this knowledge gap, we may better grasp the intricacies of cross-cultural relationships and the consequences of HRM tactics in various organisational contexts.
[bookmark: _pver5av4biam]2.7 Summary
The literature study highlights the importance of CCHRM inside MNCs and its impact on employee engagement, illuminating the difficulties faced by CCHRM and highlighting gaps in the body of knowledge. The tremendous effect of CCHRM on organisational performance, which improves talent acquisition, employee engagement, and creativity, emerges as a significant topic. MNCs gain from integrating a diverse workforce since it prioritises CCHRM and fosters a positive work environment. The review discusses the benefits of cross-cultural competence, partnerships with foreign partners, and creative training for professional success. While cultural variety enhances the workplace, miscommunications resulting from different cultural perspectives can impede productive cooperation and performance.

 


[bookmark: _u0xo6fkq4m3k]Chapter 3: Methodology
[bookmark: _dxwppxhmt0vs]3.1 Introduction
This study's methodology provides a systematic framework for examining how CCHRM affects employee engagement inside MNCs. The study examines the complex interactions between CCHRM practices in various cultural contexts and how they influence employee engagement. This section describes the qualitative research strategy, positivist philosophy, logical technique, and use of random sampling to collect solid and thorough insights into the research issue. The deductive method, positivist philosophy, qualitative research strategy, and random selection are all rigorously integrated into the study methodology to thoroughly investigate the effect of CCHRM on employee engagement in multinational organisations. This section will develop an understanding of the selected methodology that is most effective for the most appropriate research result. 
[bookmark: _ifz2cemwckv8]3.2 Deductive research approach
The deductive method is a systematic,  theory-driven technique whereby pre-existing ideas and frameworks are used to create hypotheses tested via empirical research (Young et al., 2019). Well-established views on employee engagement, cross-cultural management, and the effects of CCHRM support the Deductive approach in this study. Deductive research approaches guide the creation of research questions and hypotheses. The study establishes theoretical frameworks and concepts connected to CCHRM and its impact on employee engagement through current literature. Deductive research approaches serve as a roadmap for creating hypotheses that suggest how CCHRM practice improves employee engagement levels in large multinational businesses. Surveys, Interviews, or other relevant research techniques gather empirical data to evaluate the proposed hypotheses (Groenland, 2016). The validity of the ideas is subsequently assessed by statistical analysis of the acquired data in the survey method. Deductive research approaches contribute to a more profound knowledge of the subject by allowing for the drawing of conclusions regarding the connection between CCHRM and employee engagement in MNCs.
This study intends to provide a systematic and evidence-based examination of the effect of CCHRM on employee engagement by using a deductive research technique. This strategy guarantees a systematic inquiry that expands upon accepted ideas, enabling a thorough examination of the research issue and its consequences for multinational organisations. Deductive research approaches analyse existing theory and measure research context quantitatively and quantitatively in order to generalise findings. The deductive research approach minimises the risk of including biased data, and it is highly applicable when a short time is available for data collection  (Groenland, 2016). Deductive research approaches analyse theory, develop hypotheses based on literature gaps, and analyse observations to confirm the prediction. In this research, it is predicted that cross-cultural human resource management increases the engagement of multinational employees in the workplace. Following the deductive research approach, the entire context is analysed, and the result is
[bookmark: _winno4hvdd05]3.3 Positivism Philosophy
Positivism is a philosophical perspective that uses empirical observation and scientific methods to learn the truth about the concepts (Michele, 2019). The positivist method is used in this study to gather and analyse qualitative data to identify a causal link between HRM practices and employee engagement results. Employees from major multinational firms are surveyed and given standardised questionnaires to get insights about how CCHRM affects employee engagement. Following the Positivism Philosophy, the study aims to provide empirical support for the impact of particular CCHRM practices on employee engagement in MNCs with varied cultural settings. The results of a positivist approach help to improve understanding of the causal link between HRM and employee engagement, facilitating evidence-based decision-making for multinational corporations looking to increase employee engagement levels while navigating cultural diversity. Overall, this study's research methodology is guided by the positivist philosophy, which strongly emphasises empirical evidence, objectivity, and scientific rigour (Irshaidat, 2019). The Positivism Philosophy adds new information to the ongoing discussion of how CCHRM initiatives successfully bridge cultures and impact employee engagement in multinational corporations. Positivism philosophy is a scientific approach that helps independent observers to analyse irrelevant human interests and demonstrate causality through the deduction process. The concept of the research is operationalised to measure generalisation. Positivism facts and it is the value-free  approach of science that is the most effective 
[bookmark: _8vnq2qy875at]3.4 Qualitative research strategy
The qualitative research approach entails thoroughly examining the views, experiences, and viewpoints of stakeholders inside MNCs. Open-end interviews are techniques used to collect rich, qualitative data that reflects the breadth and context of people's experiences with CCHRM practices and their effects on employee engagement. The qualitative research strategy enables participants to share their thoughts, stories, and opinions through open-ended questions and in-depth conversation (Abugre and Debrah, 2019). The qualitative approach data has been greater to find recurrent themes, patterns and deeper meanings in the participant narratives. This study employs a qualitative research methodology to clarify the intricate dynamics of how the CCHRM program affects employee engagement. A qualitative research strategy offers a greater comprehension of the elements that aid or obstruct successful cross-cultural practices and their results. The qualitative research methodology used in this study provides the qualitative lens through which the effects of CCHRM on employee engagement in multinational firms are examined. It explores the individual stories and the contextual details that qualitative techniques miss, resulting in a better and more comprehensive understanding of this crucial relationship. Qualitative data is used to develop critical knowledge about the research context, and the entire research result is created based on in-depth understanding. Cross-cultural human resource management in international business is a broad concept. For this reason, a qualitative research strategy is selected, which helps in developing an understanding and contextualising the research context in a more efficient way.
[bookmark: _v4aws8wmqdyx]3.5 Random sampling
The impartial selection of participants from a broader population to ensure that each member of the population has an equal probability of being included in the research is known as random sampling. This study uses this approach to choose a broad and representative sample of workers from several international firms. Making a list of all prospective participants from the target group is the first step in the process. The study's use of random sampling improves the findings' applicability to a broader group of employees in global firms. It guarantees that the sample chosen appropriately reflects the degree of employee involvement and cultural diversity within MNCs, providing more generalizable conclusions. Simple random sampling empowers researchers to minimise bias from the research result. Random sampling is effective in gathering advanced knowledge from multiple sources (Bhardwaj, 2019). An interview is going to be organised in this research in order to collect qualitative data from the potential respondents. The random sampling method has the power to improve the quality of data sets and can enhance the applicability of this research.
[bookmark: _advr2zew7pwb]3.6 Descriptive research design 
Descriptive research aims to shed light on present challenges or problems. The descriptive data-gathering approach enables researchers to explain the situation more thoroughly. It is an efficient way to gather data that is used to create hypotheses and suggest relationships. Although researchers do not always use the observation data-gathering approach, descriptive studies are closely related to observational studies. Typical data-gathering techniques for descriptive research include interviews. Descriptive studies are used to completely comprehend a topic by examining its history, specifics, and current trends. Research that was descriptive served as both a foundation and an end (Siedlecki, 2020). This research Creates a questionnaire using the descriptive approaches, distributes it, and uses the data to do additional analysis. Find out more about the variations between questionnaires and interviews using descriptive research design. A study comparing the health of night shift workers to general shift workers over the course of a decade is an example of longitudinal research. Interviews collect in-depth data to uncover the features of a tightly defined subject rather than gathering data to find trends throughout time or space. This study creates falsifiable ideas or models. Psychological, sociological, and market researchers frequently employ this technique to comprehend how individuals behave in actual circumstances.
[bookmark: _eshkctx577fc]3.7 Primary data collection using the interview method 
Primary data collection involves gathering information from a living source, such as a person. Accurate and comprehensive data collection is the aim of primary data collection. The quality of life for both people and the environment improved using this data. The most crucial sort of research is primary data collecting since it enables the acquisition of rich data that is utilised to enhance goods and services. Evaluating and utilising this data for business choices is challenging in any case. Primary data collecting is useful for determining how customers utilise a product or service, but it is less effective for gaining an understanding of customer attitudes and sentiments. A qualitative research technique used to get first-hand information is an interview. Conversations with respondents are held one-on-one during interviews (Budianto, 2020). Personal interviews are the most typical method for gathering information on vocal replies. Participants want to speak with regular social media users to learn about their experiences. An interviewee is scheduled for a meeting with the researcher, who then grills them on their use of social media, how it impacts their mood, and whether consumers observed any changes in mental health as a result. The interview is recorded, and the researcher analyses the replies to learn more about the connection between social media and mental health.
[bookmark: _ubx01hykaoh1]3.8 Data Analysis
Thematic data analysis is a process of qualitative research that interprets core narratives of personal experience. The experience of individuals is critically understood through Thematic analysis, and it is applicable when the research context is broad in nature. Thematic data analysis is used in this research to present the personal views of interview participants on the 6 different research questions (Braun and Clarke, 2019). After the Thematic analysis, a structural framework is represented in the findings and analysis section in order to represent the final outcome of the research result. Data analysis becomes easier in Thematic analysis, and it is the most appropriate analytical approach when a researcher takes into account individual experience through the interview process. The thematic analysis involves identifying patterns, themes and motifs that help to develop a critical understanding of the research context and find the research result in a more efficient way.
[bookmark: _yf2tqvwkm29c]3.9 Reliability, Validity, and Bias 
Reliability, validity and bias are the most important parts of research that are required to be maintained to create research results that are widely applicable. The reliability of this research is ensured through positivism philosophy and deductive research approach that analyse theories in order to prove the hypothesis. Participants in the interview are selected through a random method, and any personalised participant is not included in this research, which has increased the reliability of this research (Braun and Clarke, 2019). The specific set of questionnaires is asked of the interview participants sequentially, and the unnecessary arguments or conversation is ignored in order to maintain the validity of the data. Ensuring the reliability and validity of this research, bias is also removed from the research process by choosing the primary data collection process and interview method. Primary data collection removes the scope of including biased data because there is no scope for including personal perception in the data set. On the other hand, secondary data collection may have the opportunity to manipulate data sets because of different understandings about the same context. In this way, reliability, validity and bias are maintained in this research. 
[bookmark: _oeyz5ib7lqa7]3.10 Sample size and target population 
Time for this research is limited for this reason. The sample size of this research is around 8 participants who have worked in multinational corporations and dealt with cross-cultural teams. Around 6 questions are asked to the potential interview participants one by one using video conferencing and calls. Analysing the different perspectives of 8 participants can help to develop critical knowledge about cross-cultural human resource management in international business scenarios. All the interview participants are sent a consent form to invite them to the research process. First of all, the potential and price of multinational organisations are identified, and their designation is identified before including participants in the interview process. All the participants have more than 2 years of experience in multinational corporations, which has increased the reliability of the data set. 
[bookmark: _6793u2ykcgxg]3.11 Ethical consideration 
A consent form has not been sent to the participants of this research, and they are not forced or influenced to provide any personalised data or information in this research result. Ethical consideration is most important for every research in order to maintain authenticity and quality of results. Qualitative data collected from the interview participants are stored in a Google drive with a secured password. Information gathered from the participants is not going to be shared with third-party users without their consent (Braun and Clarke, 2019). Participants of this research are allowed to take down their data before preparation of the research result. Any kind of unnecessary information is not included in the data set that can divert the research result. 
[bookmark: _lavq18751c6o]3.12 Summary 
This section has outlined the methodological choices that have been used in this research and are necessary to prepare the most appropriate result. As the concept of cross-cultural human resource management is broad and its application in multinational corporations has various aspects, a qualitative research strategy is undertaken. The primary data collection method with a simple random sampling method has led to eliminating the chances of including biased data in this research. It can be summarized that the validity and reliability of the data set are critically tested in this research, and a thematic analysis approach is used to represent the results in an easy-to-understand way. The positivismPositivist philosophy and deductive research approach have helped to maintain the consistency and reliability of the research result in this research. 







[bookmark: _wlaq2aqckpvp]Chapter 4: Findings and Analysis
[bookmark: _hvdkgjoxea]4.1 Introduction
The Findings and analysis section has used a thematic analysis method in order to interpret the interview data using themes based on the interview questions. Thematic analysis is going to highlight the results in a strategic manner so that learners can easily understand the research context. Effectiveness of cross-cultural human management in multinational corporations and strategic initiatives of management teams to sustain their competitiveness. This section analyses the outcomes of interview questions in an effective way, and the conclusion action will be drawn based on this section. 
[bookmark: _isp2ttllm2gm]4.2 Thematic analysis 
Question 1: CCHRM  is necessary in MNCs
Joint ventures, collaborations and cross-culture differences have repeatedly been cited as the most crucial factors in relation to overseas initiatives. Most managers acknowledge that a diverse workforce benefits employers (Duggan et al., 2019). Additionally, the organisation has a strong tendency to diversify its project teams. Understanding many value systems is frequently required when blending cultures, providing an advantage in the corporate sector.
“Employing managers and staff sensitive to and conscious of cultural differences can easily turn obstacles into opportunities, leading to innovation. Additionally, it assists businesses to compete in global marketplaces. MNCs must interact with stakeholders across borders, which inevitably presents the difficulty of cross-cultural cooperation. That's why CCHRM is necessary for MNCs.”
Recruitment, communication, development, labour relations, training and performance evaluations are the main strategic focuses of CCHRM on MNCs (Pudelko and Tenzer, 2023). HR policies adopted by the various CCHRM functions. A particular form of CCHRM is required depending on the need for standardisation or customisations. It is more challenging to manage HR abroad than at home because of the stark differences between headquarters and subsidiaries.  
“Most essential element of CCHRM is staffing. The recruiting practices of MNCs are influenced by their globalisation strategy. MNCs with an ethnocentric strategy fill all top management positions with nationals of their home countries to ensure that home country practices are replicated in subsidiaries.” 
Effectiveness of any corporation and how much more of an effect it has on enterprises worldwide. This condition is thought to exist because cultural differences directly affect project success or failure (Vogelsang and Pilz, 2020). Therefore, it was deemed essential to ascertain how different cultures affected foreign firms. To achieve the highest level of localisation, businesses that adopt a polycentric approach to globalisation hire locals for all senior management positions.
Developing a person's abilities and attitudes leads to personal growth and self-actualisation, enabling them to support the organisation's objectives. The phrase HRM refers to all managerial actions taken to ensure that a company's human resources are developed, hired, screened and used to their total capacity (Nawangsari and Sutawidjaya, 2019). Comparative advantages and organisational success are greatly influenced by the effective management of organisational human resources and the important contribution of CCHRM techniques.
“Effectively utilising cross-cultural teams can increase an organisation's capacity for competition by fostering innovative thinking and sharing experiences.” 
However, cultural differences can frequently prevent projects from being properly completed in today's multicultural, transnational corporate sector. To fulfil project goals and avoid cultural misunderstandings, project managers should consider cultural variations and promote motivation and innovation among their staff (Khan, 2022). It is crucial to remember that professional cultures develop through socialisation during training and occupational education. The individuals' professional relationships and experiences improve socialisation by providing a broad understanding of how their work area should be performed. Professional cultures are formed as individuals uphold a common set of standards, ideas, and perspectives pertinent to their field of work. The interacting staff commonly encounters the most significant and visible cultural differences.
Question 2: Impact of CCHRM on MNCs
Potential countries, and even parts within counties, that can potentially be MNC locations must compete with one another. Competition is one another. Competition is one of the main external pressures on nations in Western Europe. Conversely, MNCs are now forced by competition to provide consumers worldwide with a huge selection of high-quality and fairly priced items (Glazyrina, 2020a). Delivers trade benefits that are advantageous for all parties and promotes international cooperation to manufacture commodities efficiently.
“MNC expansion has a negative impact on training and HRM procedures. MNCs that operate in different countries and institutional settings encounter a range of restrictions.” 
The HRM practices at both the host and home institutions are significantly impacted by many of these institutional pressures, including R&D and technical projects. Numerous data points point to the possibility that businesses in other economies respond differently to similar challenges.
Economic, political, and social issues were some of the institution's foundational tenets. Thanks to these factors, businesses receive incentives for carrying out specific types of activity there. Firms function more efficiently if they get institutional support (Burke and Morley, 2022). HRM viewpoints on centralisation typically depend on how well-known systems support knowledge, skills, and information streams and how adaptable employees are to new systems. 
“The MNC may unquestionably improve its relationship with the parent firm by implementing parent company HRM procedures throughout all subsidiaries.” 
Cultural disparities are undoubtedly a major cause of conflict for MNCs. International management teams and human resources frequently deal with challenges ranging from the need to resolve minor cross-cultural communication concerns to more serious ones, such as the exploitation of a particular nation for corporate benefit (DeNisi et al., 2021). As a means of reducing some of the friction resulting from cultural differences in MNCs, diversity of culture and its impact on human resource policies have gained importance. 
Institutional assistance helps businesses run more effectively. The degree to which well-known systems support knowledge, skill, and information streams and how amenable people are to new systems determines how HRM professionals feel about centralisation (Rashid, 2022). Consistent HR procedures may, therefore, make integration easier and improve business capabilities. Performance, training, and salary evaluation are some examples. Both recruitment.
“The assumption that there is a linear relationship between specific CCHRM practices in an organisation is typically the foundation for investigating the link between HRM and various organisational performance indicators.”
Regarding the outcomes of the organisation's performance, likewise, by recognising these dependencies, It is feasible to develop a theory regarding broad patterns in business conduct. CCHRM policies are often rigorous; research shows that boosting employee performance by one unit is comparable to a 40% pay raise (Nassoura and Hassan, 2021). The effect of CCHRM on organisational performance has been highlighted in these studies. The CCHRM impacts employee performance and outcomes in global businesses and organisations. In other words, it appears that the influence of CCHRM has not been highlighted globally and much less from the aforementioned literature evaluation. The opposing presumption holds that there is no consistent, linear relationship between specific CCHRM practices in an organisation and the performance outcomes of the organisation (Thrassou et al., 2022). Because many situational factors, In a variety of situations, may either directly affect these two variables or mediate their correlations, it is necessary always to analyse the relationship in a specific contingent situation and context.
Question 3: Challenges that arise in the workplace due to Cross-cultural differences
The increasing involvement in the global economy has made managing across cultures more difficult. People from various ethnic backgrounds are compelled to coexist under one roof while holding various social standards since there are more global enterprises. 
“Cross-cultural management is not an unavoidable reality that every manager must deal with as a result of the market’s underlying intellectual and technological inclinations. In today’s economy, the one-way , western-inspired management paradigm is intolerable. Techniques from both western and Asian culture traditions are used by the participants.”
Unfortunately, even though many managers and specialists were able to call out the outdated methods, they were unable to come up with a workable remedy. The goal of this study is to identify the main difficulties MNCs encounter while managing cross-cultural teams and to make a solid suggestion for how to address those difficulties (Caligiuri et al., 2020). Many nations have welcomed multinational organisations into their territories in an effort to develop an industrial status and obtain a competitive edge. One of them is Malaysia. There is a rise in the demand for knowledge with the influx of these businesses. The nation then imports expatriates to provide skilled labour. Additionally, foreign nationals provide skilled labour in a variety of production areas.
“pursuing national competitive advantage, businesses from wealthy nations like the United States relocate their headquarters to underdeveloped countries to reduce operating costs. This clearly shows that people from other cultures will be forced to move to existing locations, increasing the variety of the workplace. It is consequently predicted that there would be more instances of cultural issues as the world continues to move toward globalisation.”
 It is not easy to develop an ethical culture because of the cultural diversity inside MNCs. Shakespeare makes it abundantly evident in his explanation of ethics that there is nothing that can be categorically categorised as good or wicked. However, what gives it the attribute of excellent or terrible is the created thinking of the individual. On the other hand, different cultures support various norms, leading to variations in good or evil. This presents a major challenge to MNCs. While MNCs employ people from various cultures, smaller businesses and organisations typically rely mostly on workers from a more or less similar culture (Dobrin, 2021). The difficulty arises from the fact that an activity may be good in one culture while being bad in another, making it difficult to define what is good and bad. This forces management to devise a strategy for accommodating all of these cultures so that they can collaborate for the benefit of the business. 
“A universal and relative ethical standard must be developed so that varied cultural perspectives are not entirely disregarded.This will help the business to successfully compete in the market. ” 
Another significant challenge to cultural diversity is gender relations. In a place with many different cultures, different workers could have different expectations for women. In some societies, it might be challenging for a woman to expect to assume a significant position in management. In nations where men predominate, like Malaysia, male employees may find it challenging to accept a female as the organisation's head (Horak and Suseno, 2022). In Western countries, which strive toward equality, women and men can hold any post as long as their competence and educational attainment let it. As a result, managing a business that reflects two cultures creates significant difficulties. 








Question 4: MNCs sustain their competitiveness without CCHRM
A MNC's HR department is managed by a CCHRM, who is also responsible for diversity and inclusion, employee relations, remuneration and benefits, and talent acquisitions. They are essential in ensuring that the MNC has the right personnel in the proper positions with the necessary training and expertise to meet its strategic objectives. MNCs must be able to draw in and keep the best talent from across the globe. To keep their staff motivated and productive, they must also be able to manage it well (Falletta and Combs, 2020). A CCHRM assists MNCs in achieving these objectives by creating and implementing HR strategies that align with the broader corporate aims.
“It is important to note that socialisation plays a role in developing professional cultures since it happens when people are in school and working. The people's professional connections and experiences strengthen socialisation by giving them a wide idea of how their work should be carried out. Additionally, Trice and Beyer concluded that professional cultures develop as people share a set of standards, ideals, and viewpoints relevant to their line of work.”
Professional cultural differences are the most disruptive to the alliance's ability to successfully complete its major value-creating activities because they are frequently the most significant and salient cultural differences in the interacting worker's experience (Han et al., 2019). To prevent cultural factors from adversely affecting operations and the motivation of personnel to achieve goals, organisations and commercial enterprises utilise training and other induction tactics.
Culture considerably influences any company’s success, and this impact is more pronounced when the organisation is multinational. This situation exists because cultural variances can significantly affect a project’s likelihood of success or failure (Mohammed, 2019). It was therefore thought crucial to determine how various cultural influences affect multinational commercial enterprises using Rwanda as a proxy.
“The others hire from the outside, which may be the professional labour market. Creatine MNCs want to train and develop their personnel before giving them specific international jobs abroad. An MNC’s training and development programme faces a bigger difficulty once it has internationalised because of the involvement of numerous, worldwide.”
There is a high possibility of encountering many cultural variances in a global setting with a diversified workforce and workers that use various communication philosophies affected by their own cultures. The first significant problem is a result of the language barrier, negative stereotypes, and behavioural differences, and it has to do with the diverse communication methods (Sawicka et al., 2022). Engaging in communication with persons who speak various languages leads to emotional imbalances. Cultural intelligence is now essential for globally competitive organisations. Employees with greater levels of CQ aid in bridging gaps caused by cultural differences. They can effectively manage multicultural workforces, build good interpersonal relationships via effective communication, and educate their colleagues about cultural differences.
Question 5: Role of Democratic leadership theory in managing cross-cultural diversity
Cross-functional terms benefit from a democratic leadership approach, including greater motivation and engagement, creativity and invention, and cooperation and communication. Team members are more likely to be motivated and involved in their jobs and report feeling appreciated and respected for their contributions, which raises morale and satisfaction (Sertel, Karadag and Ergin-Kocatürk, 2022). 
“The democratic leadership does not have a one-size-fits-all strategy; the leader must adapt their level of engagement and influence based on the situation and the desired outcome. One must evaluate the problem and the team, explain expectations and goals, support the team's decision-making process, and acknowledge and appreciate the team's efforts. Consider the task's significance, complexity, and urgency while evaluating the scenario and the team members' abilities, backgrounds, and preferences.”
The Peers sharing information, fostering more dynamic ideas and improving team understanding are critical components of democratic leadership. Democratic leadership approaches increase employee engagement and sense of worth, which improves work satisfaction (Wang and Fränti, 2022). Organisations with common leadership styles can save money by avoiding high turnover rates. 
“Rule-making authorities want their regulations to be strictly adhered to. Employees in western nations like the UK have a sense of their independence. Leaders keep their distance from their workers. They typically don’t support their workers and don’t tolerate failure. In these individualistic societies, leaders favour preserving their business connections.”
Workplaces with shared leadership encouraged collaboration, according to Participant 5. Successful democratic leadership entails maintaining one's position of power while fostering cooperation and mutual respect. Democratic leadership promotes employee participation, which is crucial for raising morale and productivity (Paauwe, 2020). When workers believe their ideas count, they are more likely to be content and to go above and beyond.
“Leaders who motivate their team members to create and share a vision with zeal and passion. An organisation founded by a compelling leader has devoted members who share objectives. These leaders prioritise work completion in individualist societies and support paternalism, a hierarchy centred on a father figure.”
The democratic leadership must be understood in the context of government. It draws on the institutional and cultural structure governing the neighbourhood and coordinates social life. In modern society, two ideal forms of government that place democratic agency differently might be contrasted (Olayisade and Awolusi, 2021). The most prominent example is network governance, which is found in the literature and governance innovations. Less emphasis is placed on democracy, which is seen in a more limited way.
Question 6: Strategy can help to manage cross-cultural conflicts in the workplace
An organisation should look at structural concerns as much as interpersonal issues in situations where cultural diversity is ripe for conflict. Assuming that variety equals wrongness not only fuels conflict but also creates a hostile work atmosphere for employees who deviate from the restrictive norms already in place (Loh, Thorsteinsson and Loi, 2019). 
“The democratic leadership's oppositional nature is a crucial component. The above mentioned need to go from Enlightenment ideas in an easy complementarity to a more in-depth investigation also pertains to current policy. This more thorough approach acknowledges the difficulties in reducing alienation and overcoming the predominance of instrumental rationality rooted in hierarchy and trade relationships in the setting of a global capitalist economic system.”
Everyone should be on the same page to monitor data and process flows. The collective values, assumptions, and beliefs that organisation members hold explain how they respond to both internal and external pressures (Einarsen et al., 2020). Additionally, it establishes performance criteria, the general tone, and HR policies in light of the socioeconomic conditions and cultural norms of the nation in which the organisation conducts business. 
“Democratic leadership strategy with human resource management resulting from the many national cultures of the employees in the subsidiaries. Utilising stratified random selection, employees in the organisations were chosen based on the departments of the organisations. Some businesses in wealthy nations have established subsidiaries in developing nations in response to the need to do business innovatively to succeed in the competitive market.”
Managers and executives of MNCs should not only overcome such problems, but they also need to modify how they handle cultural differences. The cultural perspective of a person on the relative significance of the individual vs. the collective is referred to as individualism or collectivism (Yousaf et al., 2022). Collectivistic cultures have close-knit social structures, but individualistic cultures prefer to see their people as independent and unconnected. Recognising conflict tactics in the context of heritage and the cultural values of the host nation is necessary for resolving cross-cultural organisational conflict. The control approach entails relentlessly pursuing one's interests and acting dominantly while coming to a decision.
“cross-cultural misunderstandings occur when HR reads other people's actions, attitudes, and values through the lens. Learning as much as possible about the other side’s culture is crucial to overcoming this inclination.”
Unlike a typical approach, companies that implement strategic HRM concepts do not have HR as a department distinct from other verticals like MNCs, operations, or marketing (Zhong, Zhu and Zhang, 2021). Another critical component of strategic HRM is using talent and possibilities inside the department more effectively to benefit other departments.
[bookmark: _i8es0zbttcdb]4.3 Summary
This section of this dissertation is the most crucial section of the dissertation because it is the central point of this research, and the entire research result is developed based on this section. The conclusion chapter of the dissertation is highly dependent on this section. Based on the findings and analysis of these questions, it has been found that CCHRM has a positive correlation with the growth of HRM in international businesses. On the other hand, specialised training programs and democratic leadership strategies have the power to manage cross-cultural conflicts. Cultural diversity has increased in businesses in the last few decades due to globalisation. However, the CCHRM has improved collaboration and communication between employees. 
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