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[bookmark: _Toc238785518]Chapter 1: Introduction
[bookmark: _Toc238785519]1.1 Background 
The study focuses on servant leadership, which refers to the leadership style in which the professional growth, well-being, and needs of the employees are prioritised in decision-making and maintaining transparency and ethics in operations (Spears, 2025). For the multicultural workplace, the demand for leadership is increasing because it brings employee satisfaction and growth to any organisation. 
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[bookmark: _Toc238785844]Figure 1: Servant leadership
(Source: Botwin, 2024)
Google LLC is a technology company and, like other multinationals, has a diverse workforce working around the world, including in Google UK. With Google's leadership approach to employee empowerment, innovation, inclusivity and psychological safety, servant leadership can also foster collaboration and improve job satisfaction amongst cross-cultural IT teams (Google, 2026). Google was developed in 1998, and currently it has expanded its business into cloud computing, software, hardware development, AI and advertising. The organisation was founded by Larry Page and Sergey Brin, and its current headquarters is in California. The current CEO of the organisation is Sundar Pichai. The headquarters of Google UK is in London (Google, 2026).
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[bookmark: _Toc238785845]Figure 2: Google’s revenue 
(Source: Statista, 2026)
Figure 1 shows that Google's revenue of Google in 2025 Q4 was 113665 million dollars; however, in Q1 2026, the revenue reached 119308 million dollars, which shows its gradual growth. 
The rapid expansion of multinational technological organisations is increasing the damage of cross-cultural IT teams. In a cross-cultural IT team, the technical experts from diverse cultures and diverse countries work together to enhance innovation and overall product and service quality. Apple Inc. Amazon Inc, Samsung Inc all these technological organisations have a cross-cultural workplace culture (Neubert et al., 2022). Cultural diversity is directly connected with creativity, knowledge and problem-solving. While a team consists of diverse people from different cultures, knowledge sharing and problem-solving can be enhanced, and it also impacts the overall innovation and productivity of the organisation. A cross-cultural team can be managed properly by the application of proper cross-cultural management, which helps to reduce team conflicts and misunderstandings. Leadership plays an important role in managing the cross-cultural team (Erfan, 2024). Google is a multinational, one of the largest tech organisations, and the organisation recruits professionals for its IT team based on their talents and innovation from diverse backgrounds and cultures. Hence, a cross-cultural team at Google can be managed properly to encourage the productivity of the organisation through effective leadership and strategic planning.
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[bookmark: _Toc238785846]Figure 3: Google UK revenue
(Source: Statista, 2026)
However, as per data from Statista (2026), Google UK’s revenue has decreased from 2021; in 2022, it was 2607.64 million, and in 2023, it was 2810.03 million, which shows a gradual improvement in their performance due to leadership.
Servant leadership also plays an important role in managing the cross-cultural team in the IT department because servant leadership gives the highest priority to the needs of the employees irrespective of their culture or their country. It also neglects the hierarchical authority found in traditional leadership. Servant leadership helps to empower employees, ensure their psychological safety and maintain ethics, which encourages cross-cultural management by reducing conflicts and misunderstandings, and it also contributes to enhancing job satisfaction and employee engagement (Tennakoonge, 2023). Overall, cross-cultural management and employee engagement and satisfaction rates directly impact employee productivity and organisational growth.
[bookmark: _Toc238785520]1.2 Research focus
The study focuses on the effectiveness of servant leadership in improving job satisfaction in a cross-cultural group of IT workers in Google UK. It examines the moderating role of empowerment, active listening, and supporting employees and the cultural diversity of the workplace on the direct effect of servant leadership behaviours on employees' job satisfaction in a culturally diverse workplace. This study also explores cross-cultural interactions and their impact on leadership effectiveness and employee experiences (Tennakoonge, 2023). The research utilises a case study approach with Google UK in the technology sector to offer practical knowledge about practices that support employee wellbeing, teamwork and organisational effectiveness in multinational technology organisations. The central focus of the study is on the servant leadership practices in Google UK; hence, the leadership characteristics of Google UK and their effectiveness in cross-cultural management are also evaluated. The study has another focus area: employee job satisfaction. So, the different issues that the leadership of Google faces in satisfying the employees are another core area. Another aspect of the study is cross-cultural management (Han and Zhang, 2024). Hence, the three main focuses found from the entire study are servant leadership, cross-cultural IT team management and employee satisfaction. The leadership aspects that encourage cross-cultural team management and inclusiveness within the organisation, as well as the employee satisfaction level, are evaluated through it. 
[bookmark: _Toc238785521]1.3 Research gaps and problems
Recent research has shown that servant leadership encourages positive outcomes for employee well-being, project outcomes, cultural intelligence, and team performance in a variety of organisational contexts. Servant leadership brings diverse positive impacts on cross-cultural teams; however, as per Zarei et al. (2024), servant leadership also has some issues such as delayed decision-making, lack of accountability and loss of authority among leaders, as well as burnout issues among leaders, which can’t encourage the cross-cultural management of an IT team. In an IT team, it is essential to maintain direction, proper accountability and quick decision-making. However, Google may face these issues while managing cross-cultural teams. Hence, the study has been done to identify whether the leadership approach is suitable for cross-cultural management within Google and whether it improves employee satisfaction or has failed to enhance the productivity of the employees, which reduces the revenue of Google UK from 2021, as shown in Figure 2. 
Most empirical research, such as Neubert et al. (2022), has been undertaken on project teams, hospitality, construction teams or general organisational contexts but not on cross-cultural IT teams in multinational technology firms like Google UK. Han and Zhang (2024) argued that job satisfaction, as a main construct of servant leadership in multicultural IT working contexts, has been explored, but research in this area is limited. Tennakoonge (2023) has used quantitative methods, and there is a need for qualitative, in-depth analyses of the lived experiences and perceptions about leadership of employees in culturally diverse technology organisations to go deeper. 
[bookmark: _Toc238785522]1.4 Rationale of the study 
Multicultural teams have members who come from different backgrounds and prefer different working styles or want approaches that meet their demands (Knap-Stefaniuk and Sowa-Behtane, 2025). This issue is very much more important in multinational IT organisations because they operate with multicultural teams, showing diversity in the values of the members or wants the community. Further, employees' demands are also different from the organisation, or they want approaches that are most suitable based on their demands. This creates issues for collaboration and sometimes hampers effectiveness in work. Diversity among the IT teams gives effective opportunities for understanding and knowledge sharing too, but they become a source of confusion or trust issues. According to Lundula (2024), in this situation, leadership is important for helping to host the business and create actions that meet with different cultural backgrounds employees' demands or make them feel respected and valued. Servant leadership shows more supportive actions to help employees become empowered and create a more appreciation-based culture. Servant leadership is definitely a great style because leaders who adopt it focus on supporting their team members' needs, training, development, and well-being (Lemoine et al., 2024). However, this leadership means can be different based on situations, cultural scenarios or organisational norms too. Cultural backgrounds can influence employees' perceptions of what they understand as support, authority, and empowerment. 
This motivated this research to understand how leadership style, and specifically servant leadership, can help to develop more job satisfaction for multicultural employees, mitigating the diversity issues (Den Hartog and De Hoogh,2024). This is because better knowledge of servant leadership within a cross-cultural IT environment can make organisational practices better for responding to diverse working needs and create positive cultural sustainability for employees for better job satisfaction (Knap-Stefaniuk and Sowa-Behtane, 2025). Also, with this aspect, the research is justified because it intended the main factors seen in research, such as cross-cultural team management and servant leadership's importance and job satisfaction. This gives insight into what the study could provide for creating positive ideas on how servant leadership can create job satisfaction in managing cross-cultural IT teamwork. These findings from the study are themselves very significant, as they can become evidence for finding new content in human resource management. Further, the outcomes can become a source for management decision making for better employee related strategies or policies. As per Areiqat, Alheet and Hamdan (2024), findings can also help organisations and management structure change by giving them guidance on how they can create more inclusive and satisfying working environments in the IT sector. Further, the research focused on the Google organisation specifically, which is a multinational organisation having their own diversity among employees. This case focus will integrate more practical knowledge into the outcomes and enhance the outcomes' accuracy and real-life situation-based application capabilities. Similar technology organisations can utilise these outcomes to manage cultural teams and create more multicultural servant leadership actions. Hence, this benefits from understanding the study, creating engagement, belonging, and employee satisfaction, making the research important and justified for getting useful knowledge about the findings for managing multicultural IT units effectively. 
[bookmark: _Toc238785523]1.5 Research aim, objectives and questions
The main aim of the study is to emphasise the effectiveness of servant leadership practice in promoting job satisfaction at Google in managing the cross-cultural IT team in the UK.
The selected research objectives to access the research area is,
· To evaluate the current role of the servant leadership approach in managing the cross-cultural IT team of Google in the UK to promote job satisfaction of the employees.
· To assess the cross-cultural collaboration strategy integrated by the servant leader of Google in the UK to promote job satisfaction among the IT team members?
· To evaluate job satisfaction of a cross-cultural IT team measured under servant leadership by using KPIs such as engagement rate, productivity rate and innovation?
Research question
· What is the current role of a servant leader at Google in managing a cross-cultural IT team?
· What is the cross-cultural collaboration strategy integrated by the servant leader of Google in the UK to promote job satisfaction among the IT team members?
· How is the job satisfaction of a cross-cultural IT team measured under servant leadership by using KPIs such as engagement rate, productivity rate and innovation?
[bookmark: _Toc238785524]1.6 Scope, Importance and urgency
Servant leadership is a widely used approach which helps to reform the internal organisational structure. Mainly, this leadership approach is used by those companies which are currently experiencing significant challenges in maintaining stability in the internal working system. The servant leadership approach provides the opportunity to improve workplace relations by restructuring the internal system, which enhances the scope to investigate the research topic. Evaluation of the current application of servant leadership at Google provides a clear understanding of how the company utilise this leadership approach to ensure sustainability in the working system. Google is a large-scale organisation where employees work from different backgrounds with different perspectives. It is very common to experience workplace challenges and conflicts in multinational IT teams (Den Hartog and De Hoogh,2024). Servant leadership provides the opportunity to avoid obstacles in internal workforce management. Google as a case study evaluation provides a broad synthesis idea about the effectiveness of using servant leadership in a cross-cultural IT team. It provides a rational understanding of the effectiveness of servant leadership in promoting job satisfaction in a cross-cultural team in a multinational tech environment. It assesses several metrics to provide an in-depth idea about the success of using servant leadership in multinational tech companies, as the rate of diversity and inclusivity in the current working environment is increasing at a high rate, so it will be beneficial to develop knowledge on this factor. This research provides actionable insight to other multinational tech companies to manage diverse teams by using this strategic decision, followed by the servant leader, to manage a cross-cultural team. It identifies the process of handling workplace pressure and dilemmas with rational ideas. Whether developing organisational resilience through servant leadership is helpful or not will be clear from this investigation. Google provides current and relevant information about cross-cultural IT team management practices.
[bookmark: _Toc238785525]1.7 Dissertation structure
· Introduction - The first chapter of the research provides a clear understanding of the motivation of the research work. It is the first chapter which sets the research scene by developing the aim and objectives. Based on the selected aim and objectives, it generates three d173399ifferent questions, which are further addressed in the next chapter.
· Literature review – The literature review is the second chapter of the research work where all the existing papers are evaluated. A logical extension is used to critically examine the current context of using servant leadership practice in the business function.
· Methodology –Research methodology is the third chapter, which plays a significant role in completing the research work. The main quality of the investigation depends on this chapter. This chapter sets the strategy and ethical principles that are followed to complete the research work.
· Data analysis – Data analysis is the key part of the entire work, which states the key findings and discussion of the research work. Based on the chosen method, it evaluates the key data and information in this section. This chapter identifies the key context to answer the selected research question. With graphs and charts, the key findings are stated in this chapter to maintain the logical explanation of the evaluation.
· Conclusion and recommendation – Based on the overall discussion and findings, it finally draws the main conclusion of the study. This chapter states the summary of the overall work. It mentions the key contribution of the research work in the practical scenario. Based on real-time information, it provides recommendations to improve the managerial role to boost the job satisfaction of the employees. Conducting research involves some limitations which are mentioned in this chapter. Potential biases and limitations are included, along with the future scope, which will share ideas to address the gap more effectively and get a clear understanding of the selected context.
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[bookmark: _Toc238785847]Figure 4: Dissertation structure
(Source: Self-developed)


[bookmark: _Toc238785526]Chapter 2: Literature Review 
[bookmark: _Toc238785527]2.1 Introduction
This section offers a comprehensive knowledge regarding leadership approaches followed by Tech companies. Leadership approaches like transformational leadership provides the right direction to adopt innovation and creativity whereas transactional heavily rely on rules and regulations (Mouazen et al., 2023). On the other hand, autocratic leaders independently select the decision to continue the business by adopting emerging trend. Contrasting to this servant leaders prioritise the growth and well-being of team members while adapting emerging trends (Mazur, Chukhray and Dronyuk, 2025). This definition identifies that selecting the right technical path to align the business performance with current market trends requires high technical intelligence. A leader of an IT organisation connects technical capabilities directly to the market opportunities and business outcomes. In this context servant leaders remove friction from the operational process by selecting the right choice. Servant leadership to boost creativity, innovation, autonomy and remove daily backlogs in global Tech companies (Setti, Sommovigo and Argentero, 2022). The right strategic decision of leaders helps to maintain stability in the IT team by avoiding cross-cultural issues. 
This section provides an in-depth knowledge regarding the use of servant leadership in a cross-cultural IT team for a successful management of the working system. Servant leadership is considered as an appropriate approach to balance the market trend and internal capabilities of IT teams (Asiedu and Doe, 2025). Due to this reason this section emphasizes this leadership approach to develop a clear knowledge of how it helps the Tech companies by using several cross cultural strategies. By taking help from a theoretical framework, it critically examines the key characteristics of managing a cross-cultural IT team. Based on the entire scenario, it formulates a conceptual framework that clearly defines the main concept of the existing literature to support the argument of the proposed research scenario.   
[bookmark: _Toc238785528]2.2 Literature evidence 
[bookmark: _Toc238785529]2.2.1 Concept of servant leadership
Servant leadership was introduced by Robert Greenleaf, who argued for the concept of serving the employees before being authoritative which is a contrasting view of traditional leadership, which mainly focuses on the power and control of the leaders (Elayadurage, 2024). Servant leadership is based on a philosophy to prioritise the individual needs of employees for organisational growth. As per, Den Hartog and De Hoogh (2024), the servant leadership approach is currently used by 45% of IT firms to enhance the job satisfaction of employees. Servant leaders have strong empathetic behaviour to understand the current issues and complaints of employees. Empathetic behaviour of the servant leaders ensures that all the needs of the employees are fulfilled in a cultural IT team. By supporting this argument, Elayadurage (2024) highlight that servant leaders shift the focus from command control approach to an empowerment approach. It ensures that every employee of the organisation get empowered with advanced technology.  By using a secondary qualitative research strategy, this paper critically examines how empowerment programs for the cross-cultural IT team help the organization to enhance the employee job satisfaction rate. Setti, Sommovigo and Argentero (2022) argue with this and claim that only empathy is not helpful in managing a cross-cultural IT team. It is important to adopt an inclusive approach to manage the working structure.  The main strength of this paper is that it highlights how an inclusive working structure helps individuals from diverse cultures to work successfully in a cross-cultural IT team. 
There is another insight highlighted by Shiraev and Levy (2024), that the fact that managing the approach of servant leaders is highly relevant to the current context. Based on the current situation, it is important to avoid mismanagement in cross-cultural IT teams. Through on-time support and direct communication, servant leadership successfully manages the large-scale project in an IT firm. This section offers a clear understanding that servant leadership is a unique and effective decision for the IT firm for managing cross-cultural groups. Through high cultural intelligence, the servant leaders of Google ensures that every employee in the cross-cultural IT team feels heard and respected.
[bookmark: _Toc238785530]2.2.2 IT team management
An effective IT team management strategy is based on a balanced technical execution procedure as stated by Asiedu and Doe (2025). In reference to the Google company, the executive board prefers to follow a human-centric approach to implement agile methods to ensure standardised process (Dagan et al., 2023, November). The leaders of Google set clear boundaries among the IT team members to complete their tasks which stated by Tiku (2022). It ensures that all team members are aware of their role, responsibility, and limitations. It helps to complete each action on time without any delay. Clear boundaries of work avoid any negligence in work. According to this statement, the establishment of transparent communication related to the work management system is highly essential in an organization. It avoids any unnecessary queries related to work. To support this argument, Cruchinho et al. (2024), stated that clear boundaries in the workplace avoid burnout issues. Because everyone gets a clear understanding of job descriptions, which helps them to align their performance to meet the organisational goal.  Day to day operation successfully manage by the leaders by establishing clear goals and set of boundaries. The main strength of this paper is that by using Scrum as a communication channel, the team leaders distribute the work and related information to the employees, which helps to keep track of tasks. According to, Aririguzoh (2022), Google's UK IT team, management strategy is combined with global best practices and local systems. It consists of team dynamics, AI adoption, and managerial development. The core focus of the leaders is to increase interaction among the employees to reduce misunderstandings related to work. Based on interpretivism research philosophy, it is described that Google team managers focus on employee growth and support programs to foster inclusion in the workplace. It ensures that the employee's performance can meet desired productivity levels. As per, Pigola et al. (2024) the HR manager of Google made the decision to recruit technically literate employees. This paper discusses how the team leaders encourage building psychological safety among the employees by emphasizing hybrid collaboration. For hybrid collaboration, strong efficiency in technicalities is essential, which is ensured by the HR department during onboarding. 
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[bookmark: _Toc238785848]Figure 5: Component of cross-cultural IT team
(Source: self-developed, idea taken from Khandelwal, 2026)
Setti, Sommovigo and Argentero (2022), discuss that servant leaders currently use different types of advanced technology in the business function, which allow to share the information on time. Sharing information on time reduces the communication gap. Agile and Scrum are the common methods used for daily work process management. It ensures transparency in the working system management. Servant leaders deploy the ITIL method to streamline the incident response planning. It reduces the technical debt of an organization and ensures transparency with stakeholders. Ton and Hammerl (2021), claim that the servant leaders always collect feedback from the employee regarding the working process. It helps them to modify the working structure as per their preference. It avoids any kind of workplace dilemma. The ethical responsibility is also prioritized by the servant leaders, who avoids any physical or psychological harassment of employees. Setti, Sommovigo and Argentero (2022), criticized this point and claimed that as the servant leaders collected the feedback from individual employees in the IT team it delayed the decision-making process. Also, it creates bias in decision making due to social and cultural influences. Servant leaders’ emphasis on consequences instead of acting which spread a negative impression among the IT team members (Pigola et al., 2024). This discussion provides a clear knowledge that the market-relevant strategy is adopted by the leaders of Google to maintain excellence in IT projects. Prioritizing physical safety in a cross-cultural IT team is highly relevant to supporting the employees.
[bookmark: _Toc238785531]2.2.3 Cross culture collaboration strategy
As per Elayadurage (2024) the strong cross-cultural collaboration strategy of an IT team is based on curiosity, consistency, and clarity. Maintaining these 3 principles in a cross-cultural IT team is highly essential. It ensures the success of the organization (Aririguzoh, 2022). Those IT firms that are following these three principles are successfully able to manage IT teams without any misunderstanding and conflict. The current data of Cruchinho et al. (2024), reveals that the large-scale IT projects and firms are following these three principles to manage IT teams. It helps the leaders of IT firms to maintain transparency among the team members. Curiosity helps the IT team to know about the current trending feature to add value to the working process. A clear communication strategy allows the leaders to share the information without any errors. As per, Shiraev and Levy (2024) short and precise information is shared by the servant leaders to avoid any confusion related to work. Written follow-up helps the servant leaders to track the progress of an IT project, which is essential to submit to the client. The main strength of this paper is that it discusses the entire scenario based on the UK country which develops a clear perspective about the current circumstances of the UK that contribute to cross-cultural IT team management at Google. As per this article, the technical infrastructure of the UK is very strong and supports the use of advanced technology in business functions. Google has never had any issue using advanced technology to maintain a stable relation with IT teams. The accessibility and working system of the UK are very strong, which ensures continued engagement with the IT team. Nowadays leaders in IT firms use cross-functional operation strategy to foster collaboration and coordination successfully. Maintaining the workplace balance and relations in the IT team is very challenging due to the cross-cultural diversification (Mazur, Chukhray and Dronyuk, 2025).
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[bookmark: _Toc238785849]Figure 6: Strategies for cross cultural team
(Source: Khandelwal, 2026)
Setti, Sommovigo and Argentero (2022) discuss about cross cultural training program that helps the team members to shape their performance as per the current needs of the project. In a cross-cultural team, it is important to have strong cultural knowledge and intelligence. Servant leaders of the IT team ensure that all the team members get the necessary training program to shape their capabilities. As per, Elayadurage (2024), it ensures that all the IT team members are aware of the required skills and capabilities to work successfully in the IT team. One way to enable such development is to implement a structured training program. Through offline workshops and online videos, servant leaders arrange the training program for the employees. According to several authors servant leaders directly communicate with the HR department of the organization to allocate the budget to hire professionals to arrange training programs (Den Hartog and De Hoogh, 2024. In the company report of Google, the managing committee considers training programs as a vital part of employee management. The human resource department is directly involved in this program. 8% of the budget is allocated in the year of 2021 for the training program of the cross-cultural IT team of Google (Jackson et al., 2022, May). This discussion clarifies that following the right collaboration strategy is important for an organization. Only emphasizing training and communication is not enough to ensure success.
[bookmark: _Toc238785532]2.2.4 Barriers in cross-cultural team management 
Cross- cultural team management is one of the major issues for the multinational organisation, in this aspect, Rajhans and Horay, (2022) focuses on the cross-cultural communication issues in the multicultural team and to investigate the issues quantitative survey method has been applied in this study. Their findings show that the cross-cultural team members face language barriers, issues in communication style, stereotypes, and cultural misunderstanding due to language, which creates conflict within a multicultural team. The study also proposed a communication framework for multicultural communication. The findings of the article contribute to identifying the barrier of cross-cultural team management, which may be solved through servant leadership. However, it focuses on the Indian MNC aspect, but its applicability in the UK or global organizations like Google is limited. In a similar way, Knap-Stefaniuk, (2024) also identified the issues of communication through a qualitative interview method with the European managers and identified that ineffective communication is one of the major issues that multicultural teams face. However, the study also identified other issues like a lack of cultural intelligence among the team members, a lack of managerial preparedness, and a lack of cultural training for the employees. The study also focuses on the importance of leadership, which aligns with the current study. The study findings contribute by identifying the barriers and relationship with leadership; however, it didn't focus on the technology-based collaboration in the dispersed team, and it also didn't talk about Google's global or UK-based operational issues. 
More barriers have been identified through the study by Wang et al., (2025), where 15 cross-cultural teams are evaluated through thematic analysis and identified three major barriers for multicultural teams such as cultural differences, coordination issues and managerial issues. The study also proposed an adaptive coordination framework that can express the coordination for enhancing collaboration within the team. The study findings help to identify some multicultural team barriers aligning with the current study. However, the study used limited samples and lack of quantitative validation. In contrast, Den Hartog and De Hoogh (2024) also conducted a literature review on cross-cultural leadership and identified diverse cultural values and leadership expectations that impact employee behavior and decision-making within a multicultural team. It focuses more on role culture and leadership aspects on cross-cultural teams. However, there is a lack of direct identification of issues in the multicultural hybrid or remote team. 
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[bookmark: _Toc238785850]Figure 7: Impact of social culture on leadership style
(Source: Den Hartog and De Hoogh, 2024) 
Loderer et al. (2024) also identified the language barriers through qualitative interviews. In a multilingual team, misunderstanding and conflict is developed due to the language barrier and slower decision-making. Hence, the language barrier point may contribute to the current research, but it has a limited focus on the managerial challenges of managing multicultural teams. From the overall analysis found the issues of language barrier and communication inefficiency from the articles Rajhans and Horay, (2022) and Knap-Stefaniuk, (2024) supported by Neelay et al., (2024), however the cultural training or leadership issues are identified by the articles Wang et al., (2025) and Den Hartog and De Hoogh, (2024), which Google UK face while managing multicultural team.  
[bookmark: _Toc238785533]2.2.5 Determinants of Job satisfaction of IT teams 
Recent studies also show how IT multicultural teams in the MNCs can achieve job satisfaction within hybrid or remote teams. Lee et al. (2025) identified different job satisfaction determinants in the IT firms of the US and South Korea. The study has been done using Contextualized Topic Modeling (CTM) by evaluating the employee reviews from Glassdoor and Jobplanet. The different determinants for job satisfaction are found in the career growth opportunities, compensation, organizational culture, and management quality. All these determinants can be different in diverse organizational and country-based contexts. The findings on job determinants can contribute to the current study, as the job satisfaction determinants can help identify whether these are affected by servant leadership in the cross-cultural IT team. However, the study depends on the online review, which brings selection-bias issues, and team-level interactions or leadership aspects are also ignored. In contrast, Sharma et al., (2025) examined the relationship between the employer branding and employee satisfaction in the Indian IT firms and for that quantitative survey technique is used for gathering data and SEM strategy is applied for analysis. From the findings, the determinant of job satisfaction has been identified as employer branding. Employer branding also contributes to organizational reputation, employee engagement, and retention. The study identified employer branding as an important factor that can be applied to the IT sector, like Google, for employee satisfaction. However, the study focuses on employer branding and ignores the core concept of team dynamics and management of multicultural teams. It also ignores the concept of leadership in cross-functional IT team collaboration and employee satisfaction.  
On the other hand, Rafi (2024) conducted a cross-sectional questionnaire survey in the Indian IT firms and explored the workplace environment as a determinant of job satisfaction of the employees. In the study, 110 employees were surveyed and found that organisational culture, leadership, job design and diversity initiatives create a proper workplace culture which contributes to employee satisfaction and it also contributes to reducing the workplace stress among the employees. The study identified the different wellbeing initiatives and the role of leadership in developing the workplace environment in the IT sector of India. The findings contribute to the research because the workplace environment is a genuine factor that is responsible for employee satisfaction in global MNC firms like Google. However, the study has very limited sample size and there is no cross-sectional design hence it can't give a general and global view on a cross-cultural team of Hybrid or remote work setting. In contrast, Mohan and Vasumathi, (2024) investigated the determinants of job satisfaction among IT industry in Indian through quantitative survey technique and analysed the result and the findings show rewards, recognition for good performance, the organisational policies, job security in the IT and supportive and favourable working conditions are the determinants which brings job satisfaction. The identified determinants can be applied to the case of Google with respect to servant leadership in the UK. However, this work has been done based on Indian IT culture, which is different from the UK IT culture. The Cross-cultural MNC setting, like Google, has not been identified, and there is limited information on the hybrid work setting and digital collaboration. 
[bookmark: _Toc238785534]2.3 Theoretical Foundation 
[bookmark: _Toc238785535]2.3.1 Servant Leadership theory
Servant leadership theory focuses on meeting all the needs of the employees and emphasizes the employee well-being. The leadership approach shows support for the personal and professional development of the employees (Botwin, 2024). The servant leaders have some specific characteristics such as the leaders should be empathetic, he listens to others actively, stewardship, emotional healing and encourages the active participation of the employees in the decision-making process. In this leadership, the boundary or the gap between the employers and employees can be reduced, so a trustworthy relationship between employees and leaders is developed (Zarei et al., 2024). It also supports the building of an inclusive culture and promotes employee well-being and satisfaction through psychological safety, mutual respect, and teamwork.
The theory is relevant to the research topic because in Google servant leadership is applied and in global organisations, diverse multicultural teams are found in the IT Departments. The multicultural aspect in the hybrid setting creates diverse issues such as language barrier and misunderstanding due to different communication style. The servant leadership approach is relevant to solving the issues. Through the servant leadership theoretical lens, empathy, inclusiveness, empowerment, and ethical approaches of the leaders of Google can be developed. Through the leadership approach, open collaboration, communication, and prioritizing employee viewpoints, their wellbeing is supported which can reduce the risk of communication and cultural barriers in the multicultural team of Google (Asledu and Doe, 2025). Through leadership, mutual respect, focusing on individual needs and providing, which gives psychological safety to the employees and develops trust. Hence, servant leadership theory is a suitable theoretical framework supporting the outcome of the research. 
[bookmark: _Toc238785536]2.3.2 Social exchange theory 
Social Exchange Theory (SET) was introduced by Homans and then further explained by Blau. The theory argued that social relationships are developed through reciprocal exchange where people evaluate the benefits and costs of interactions. While people get a positive response from other people, they also interact and engage with the matter. In the case of organizations, while the employees are treated fairly and supported by the organisational leaders, the employees respond positively. According to the SET theory, employees are encouraged to reciprocate positively (Ahmad et al., 2023). As per the theory, greater benefit in the interaction gives high-quality exchange relationships and makes quality interaction, in contrast, the high-cost interaction creates low exchange and lower benefits in the iteration, which reduce the willingness of the interest of social exchange (Theory Hub Newcastle University, 2026). 

[image: ]
[bookmark: _Toc238785851]Figure 8: Social Exchange Theory
(Source: Theory Hub Newcastle University, 2026)
The theory is very suitable for the current study because servant leadership can create a trustworthy workplace culture where the leaders are very empathetic, they listen actively, empower employees and make ethical decisions and it provides valuable insights to the employees, thus it meets the RQ 1 for evaluating the role of this leadership in managing IT team. As per the theory stated by Oluwatosin and Darmawan (2024), all these may develop stronger commitment and high job satisfaction among employees which shows that servant leadership develops job satisfaction, which is measured by the turnover rate, it can be relevant to answer the RQ 3. In the case of IT global firms like Google, the servant leaders' positive attitudes and their fairness and collaboration strengthen the social exchange within the cross-cultural team, and all these show the cross-cultural collaboration strategies which can respond to the RQ 2. An inclusive workplace culture can be developed through reciprocal relationships, where the employees feel very safe, and their job satisfaction is increased. Hence, the SET theory shows how the relationship between the servant leaders and employees creates employee satisfaction for Google. 
[bookmark: _Toc238785537]2.4 Conceptual framework 
The main concept of the research focuses on servant leadership and job satisfaction in the cross-cultural IT teams of Google. The cross-cultural dynamics of a team play an important mediating role in the relationship between servant leadership and job satisfaction. In the case of Google UK shows the relationship where the servant leadership has a positive role or is effective for creating job satisfaction (Dami et al., 2022). The servant leadership approach has five main dimensions, such as empathy, empowerment, active listening, inclusiveness in decision making, and stewardship, which encourage job satisfaction through value creation, respect, and support. The dimensions also influence cross-cultural dynamics through developing open communication, shared work values, ethics, and acceptance of the team members of other cultures. All five aspects of servant leadership improve cross-cultural dynamics like team cohesion, innovation, knowledge sharing within a team, engagement, and reduced conflict (Asledu and Doe, 2025). These outcomes help to develop a supportive workplace culture with inclusiveness and bring job satisfaction among the IT professionals of Google. All these directly develop an inclusive culture to work with the global workforce through the application of diverse digital tools. Cross-cultural interaction using advanced tools and using the dimensions of servant leadership can be effective for job satisfaction. 
[bookmark: _Toc238785538]2.5 Literature gap
The identified information by Ton and Hammerl (2021) is broadly based on the general concept of the servant leadership approach. It discusses the current determinants of IT team members but lacks information on cross-cultural collaboration strategy. Dagan et al (2023, November), does not provide any numerical evidence to support the argument. Google does not disclose UK-based actual information regarding the budget for human resource management, which mainly creates a gap to develop numeric insight about the selected strategy. Methodological gaps in a research study create obstacles to developing a clear perspective about the selected research scenario. Limited information is shared by Tiku (2022) in relation to the tech industry, which creates an information gap about Google in the UK. Google, UK-specific case study-based information on servant leadership in cross-cultural IT team management is limited, which creates a knowledge gap. The third gap of the existing studies is the poor link between servant leadership and job satisfaction (Jackson et al., 2022, May). Mainly, the identified paper discusses characteristics, skills, and competencies of the servant leadership approach. There is no evidence-based practice for servant leadership and job satisfaction. This section offers general information about the servant leadership approach and its contribution to developing cross-cultural IT team development, which creates a gap in contextualizing the actual strategy used by the servant leaders (Setti, Sommovigo and Argentero, 2022). Google's UK IT team structure is unavailable to develop a clear perspective about the composition to manage the IT team. To fill the identified gap, this research will further collect the data from UK-specific data of Google to critically examine how servant leadership approaches improve the performance of cross-cultural IT teams. By using systematic literature review this research finds how servant leadership contributes to enhancing the job satisfaction of IT teams in different context of organisational system of Google. A clear relation will be shown through a systematic literature review to achieve the selected research objectives.
[bookmark: _Toc238785539]2.6 Summary 
The literature review presents the existing literature to support the research topic. The literatures from the databases are reviewed on the concept of servant leadership theory, the IT team management strategies, Google IT team structure, the cross-cultural collaboration strategies, its barriers, determinants of job satisfaction in IT team. The theory of servant leadership and social exchange theory are presented and reviewed by the existing literature. All the literature and for providing an overview on the existing or already done research and it supports to find out the RQs of the research because it gives the overview of the benefit of servant leadership in cross-cultural management and also shows how it supports job satisfaction. However, the KPIs for measuring job satisfaction have not been found. The findings in these existing literatures can support my current study to find out the servant leadership’s role in job satisfaction in Google. 


[bookmark: _Toc238785540]Chapter 3: Methodology 
[bookmark: _Toc238785541]3.1 Introduction
Research methodology sets the basic principle to collect the data from reliable sources to meet the research objectives. This section offers a structured plan to collect the data through systematic format. Research methodology plays a pivotal role in a research study to provide the rationale for selecting a research strategy (Gupta and Gupta, 2022). This chapter outlines the principles of data collection, tools and techniques which are used to collect, analyse and interpret the collected data. A proper systematic explanation ensures that the findings are valid and reliable for critical evaluation. A clear methodology chapter helps to maintain the objectivity of the research and minimise bias to establish the proposed concepts in the above section.
[bookmark: _Toc238785542]3.2 Aims and objectives
The main aim of this research is to critically evaluate the current role of servant leadership in cross-cultural IT teams to enhance job satisfaction. As a case study, it uses the data of the Google company from the UK.
Objectives
· To analyse the role of servant leaders in managing cross-cultural IT teams in reference to Google Company, UK
· To examine the cross-cultural collaboration strategy used by the leader of Google
· To evaluate how the servant leadership approach determines the job satisfaction of cross-cultural IT team members in Google, using KPI such as engagement rate, productivity rate, turnover rate and proposal of innovative ideas
[bookmark: _Toc238785543]3.3 Research design 
Selecting the right methodological choice is highly essential for research. It maintains relevance with the data collection to get appropriate answers for critical evaluation (Mishra and Alok, 2022). This study adapts mono method research design to focus on the cross-cultural strategy followed by the servant leader to manage the IT team of Google in the UK. Qualitative data provide the opportunity to critically explain the strategic decisions of servant leaders at Google, UK, which enhance job satisfaction of IT team members at Google, UK. The mono method provides an in-depth idea about the reasons for following these strategic choices. As this research is particularly focused on the Google company in the UK, it follows a case study research strategy to get a contextualised idea from a real-world setting. Google IT team management-specific information provides a rich understanding of the effectiveness of servant leadership practice in IT teams for diverse IT team management. This strategy captures several socio-cultural issues, dynamics and cultural authentication that qualitative data may overlook.
Justification
Mono, mixed and multi methods are available to set the principles of data collection. As this research is based on a leadership approach and social context, it is a rational choice to follow a mono method to collect qualitative data through a case study strategy to identify the role of servant leader to manage cross cultural IT team at Google, UK. It provides nuanced insights about employee perception regarding the servant leadership approach (Thomas and Thomas, 2021). Current experience of the it team members is collected through company report to measure success of servant leadership approach. This research design offers a holistic view of the effectiveness of a specific strategy in the context of Google in the UK. It highlights how servant leaders at Google address internal conflict, diversity and inclusivity-related issues. Within a limited period, collecting evidence from mixed methods or multi-methods can hamper the entire process to get rich insights.
[bookmark: _Toc238785544]3.4 Research paradigm/philosophy
Selecting the right research philosophy in a research study is highly essential because it provides the roadmap to collect the data and information. It sets the underlying beliefs of the research context. Interpretivism, pragmatism, positivism, realism, for example are used in research to critically examine the research context (Dubey and Kothari, 2022). This research follows interpretivism research philosophy. Interpretivism research philosophy provides a qualitative understanding about human behaviour which is important in developing knowledge on the IT team of an organisation. Interpretivism research philosophy emphasises the human experience, social context and cultural system rather than universal laws.  This philosophy supports the view that reality is based on the socially constructed system interprets the situation.
Justification – Interpretivism's research philosophy is the rational choice for this research to explore the chosen social context. Interpretivism provide the opportunity prioritise the social phenomena through subjective overview (Verma, Verma and Abhishek, 2024). It contextualises the individual social system, to identify the needs of individuals (Dubey and Kothari, 2022). It provides the opportunity to observe the current behaviour of the employees in cross-cultural IT teams under a servant leader by using KPIs, which include job satisfaction, motivation, engagement rate, turnover rate, etc.
[bookmark: _Toc238785545]3.5 Data Collection 
[bookmark: _Toc238785546]3.5.1 Secondary data collection 
There are two types of data collection methods, one is primary data collection and secondary data collection methods. Primary data collection method is applied while first-hand data is collected directly from the participants. On the other hand, while secondary data from existing websites or databases are collected, it is a secondary data collection method (Ganesha and Aithal, 2022). In this study, a secondary data collection method is applied by using the systematic literature review method because it helps to conduct detailed and critical analysis of the existing studies or evidence on servant leadership, job satisfaction and cross-cultural IT team management within the context of Google. As the purpose of the study is to explore the relationship between the servant leadership approach and employee satisfaction, the existing studies are identified to achieve the purpose. Primary data collection is quite difficult because Google UK has numerous employees and identification of the employees and getting permission for the interview is very complex and time-consuming (Ajayi, 2023). Existing secondary data sources such as peer-reviewed journals, case studies, and industry reports are used to gain richer insights. However, as per Cabrera and Cabrera (2023), the SLR method has been adopted for data collection because it is a more structured and systematic way to identify the most relevant and valid data for the research. In this system, identification of sources, screening and synthesising the literature make it more reliable. The method also requires less time and cost than the primary data collection method. The method has been chosen because synthesising the different qualitative data helps to develop themes and achieve the research objectives.
[bookmark: _Toc238785547]3.5.2 Search strategy
The search strategy of the study can be shown through the different methods, which are discussed below:
Keywords or search terms: The search terms or keywords used for the research are: “servant leadership”, "Cross-cultural team”, “IT team”, “Google UK”, "Cross-cultural collaboration”, “Job satisfaction of employees”, "Employee engagement rate”. 
Databases: The databases used for the research are- Sage publication, Emerald, ScienceDirect, MDPI, ResearchGate, Google scholar etc. Apart from these, Reuters, BBC News, The Guardian, CNN News, and Google's website data are used (Ocaña-Fernández and Fuster-Guillén, 2021). 
Search strings and Booleans: "cross-cultural management" AND/OR "team collaboration", "job satisfaction" AND/OR "multicultural teams", "servant leadership" and "information technology teams” AND/OR "collaboration", "barriers to collaboration" AND "cross-cultural IT teams", "employee perceptions" AND/OR "servant leadership", "organisational behaviour" AND "global it teams" OR "leadership effectiveness". 
CASP checklist: The Critical Appraisal Skills Program (CASP) checklist is used for the study because it follows a systematic literature review and it can assess the quality and credibility of sources. CASP is used to provide clarity of the research aim, methodology, design, data collection and data analysis (Frias-Goytia et al., 2024). By application of CASP, high-quality and trustworthy data or studies are selected because by providing 6 to 7 questions, the quality of the studies is assessed. 
[bookmark: _Toc238785548]3.5.3 Inclusion and exclusion criteria
The exclusion and inclusion criteria help to select the most relevant articles or papers and exclude the irrelevant and invalid studies. 
	Factor
	Inclusion
	Exclusion

	Cross-cultural IT team
	Data and information on the cross-cultural IT team will be considered to evaluate the scenario.
	Google is a large-scale firm that has a different type of organisational group. Collecting data from a specific segment meets the research aim.

	Topic focus 
	Servant leadership is applied in many MNCs and tech companies, and in this study, only the papers on servant leadership are included (Irfan et al., 2022). 
	Other leadership style-based articles or studies are excluded, such as autocratic, democratic, transformational or transactional leadership styles. 

	Country
	Google operates in multiple locations. Collecting the evidence from the UK met the research objectives.
	Strategic decisions of every company get changed in terms of country, location and regulatory policies (Irfan et al., 2022). For this reason, any other country-specific information is not relevant in this context.

	Year and language 
	Recent published data from 2021 will be considered for the research that is available in English language only. 
	Out-dated data does not provide clear insights into the current leadership strategy and employee behaviour. 

	Type of sources 
	For the study, journal articles, annual publications, company reports, and newspaper articles are used. 
	Books and primary data are excluded. 

	Type of text 
	Only the full-text articles from the journal articles are included. 
	Closed-access journals or sources other are excluded. 


[bookmark: _Toc238785835] Table 1: Inclusion and exclusion table 
[bookmark: _heading=h.zazo51y5bzpx]

[bookmark: _Toc238785549]3.5.4 Research instrument – PRISMA
The PRISMA shows the number of data sources.
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[bookmark: _Toc238785852]Figure 9: PRISMA diagram 
(Source: self-developed)
[bookmark: _heading=h.7j5e5lav50eq]PRISMA flow diagram aims to provide a clear insight about the number of data and how from the total collected data, ultimate chosen data are selected (Agrawal et al., 2024). Based on the search strategy and the inclusion and exclusion criteria, the data are excluded and included and then ultimately 50 articles are selected for the systematic literature review. In this SLR, it is seen that from 3220 articles from the initial search, 64 articles were screened and then 50 articles were finally included. 
Key articles and journals:
· Ellahi, A., Rehman, M., Javed, Y., Sultan, F. and Rehman, H.M., (2022). Impact of servant leadership on project success through mediating role of team motivation and effectiveness: a case of software industry. Sage Open, 12(3), p.21582440221122747. 
· Medtia. G., (2026). Servant Leadership: An Ideal Approach to Enhance Job Satisfaction in Employees. Available at: https://www.etechgs.com/blog/servant-leadership-enhance-job-satisfaction-in-employees/ [Accessed on: 9.6.2026]
[bookmark: _Toc238785550]3.6 Data and analysis
The qualitative data can be analysed by conducting content analysis, thematic analysis or narrative analysis. However, in this study, a thematic analysis method has been adopted. The thematic analysis method of Braun and Clarke is the most suitable technique for the research because it is very flexible and a systematic approach to identify, analyse and interpret the findings from the findings of the SLR (Ahmed et al., 2025). As per Braun and Clarke (2023), thematic analysis by Braun and Clarke follows six stages: data familiarisation, coding, developing sub-themes, and finally developing the main theme. This process helps to categorise the findings from the articles in a systematic manner to develop the theme; then a proper qualitative analysis based on the theme can be done. The stages of Braun and Clarke's thematic analysis are:
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[bookmark: _Toc238785836]Table 2: 6 Steps of Braun and Clarke
(Source: Braun and Clarke, 2023)  
By application of the process shown in table 2, the research can analyse based on themes and can address the RQs of the research.  
[bookmark: _Toc238785551]3.7 Reliability and Validity
Different processes can be done to maintain the reliability and validity of the systematic literature review. The reliability can be maintained by adopting accurate processes and protocols of SLR. For example, the inclusion and exclusion criteria should be followed strictly while selecting the studies. Also, the structured search strategy and screening processes are followed for the selection of articles. All the steps within the SLR ensure the reliability and relevancy for selecting data, and it also ensures selection consistency (Karnia, 2024). On the other hand, the CASP checklist is applied in this research to ensure the high quality of selected studies, which increases the authenticity of the findings from the studies. 
On the other hand, to maintain the validity of the studies, peer-reviewed journal articles and the most credible sources related to the topic are used. The data triangulation process is applied for synthesising the evidence or findings from different studies rather than focusing on a single source, which can improve the credibility of the findings (Olmsted, 2024). In this research, all the data sources are collected from 2021 to 2026, which indicates that all recent studies are used, which improves the validity of the study. If outdated studies are used which are not relevant to the current scenario, then it can be an invalid study. Maintaining an audit trail of the different search terms, databases, screening and CASP appraisal can bring transparency in the decision-making process. 
[bookmark: _Toc238785552]3.8 Limitations of the Research 
The limitations of the study are discussed below:
Over-dependent on secondary data: The study focuses on secondary qualitative data, and findings rely on the quality, scope and accuracy of the data, which reduces the reliability of the research in the Google UK context (Kumara, 2022). 
Limited organisational context: The sources collected in this SLR are focused on the research topic; however, there is limited focus on the case context, which is Google UK and more focus on the UK-based IT teams because there is very limited research on Google UK. 
Subjectivity: As the study follows thematic analysis it gives a subjective interpretation of themes which can create subjective bias and reduce the reliability of the findings. 
[bookmark: _Toc238785553]3.9 Research ethics
Maintaining the ethical principles in a research study is highly essential. It ensures that all the data is collected from secure sources in a secure format to avoid any ethical dilemma (Mishra and Alok, 2022). The data is collected from open, accessible sources. Any private data and information are not used in this research to ensure that it avoids all potential ethical dilemmas with data collection as this research is collecting data from the secondary sources so there is a high chance to experience ethical issues.  Open accessible sources do not require any permission to use, and no access request is required (Thomas and Thomas, 2021). So, as per the availability, the data is collected from open accessible sources. All the data is stored in Google Drive with encryption mode. An 8-character strong password is used to protect the data from any kind of harm. In secondary qualitative research there is a high chance to experience plagiarism or similarity issues as all the data is collected from secondary sources. To avoid this ethical dilemma, all the data is interpreted as per one's own understanding in one's own language. Credible data and information are cited as required to acknowledge the contribution of the author.
[bookmark: _Toc238785554]3.10 Summary
This research is following systematic literature review to critically examine the current role of servant leader in managing the cross-cultural IT team of Google. It selects a case study research strategy to collect case focus data and evidence. All the data and information are collected from the open accessible secondary sources. This research has very limited time to collect the data and information, which supports collecting data from secondary sources.  Total 50 articles are collected from different authentic sources and sites to get rich insights about the current management practices at Google, UK. Thematic analysis techniques are used to examine to current practices followed by the servant leader in UK to manage cross cultural IT team. Objective-specific themes are developed under Braun and Clarke's thematic analysis techniques, which offer rich insight into the selected research context. Interpretivism research philosophy is a highly relevant approach which provides relevant insight about this context. It provides a rich understanding of the social and cultural factors which are responsible for the internal issues among the cross-cultural team. Maintaining all ethical principles in this research collects the data and information and critically interpreted based on the above assumptions to meet the proposed research aim.


[bookmark: _Toc238785555]Chapter 4: Data Analysis
[bookmark: _Toc238785556]4.1 Introduction
The chapter proposes to analyse the findings from the systematic literature review. There are 50 studies that have been reviewed, and those reviewed study findings are interpreted and analysed based on the themes. Hence, in this chapter, the theme is developed using Braun and Clarke's method. Then, based on the identified theme, the interpretation is done. Then, in the discussion part, the interpreted information and data are discussed critically. The discussion is done based on literature; research questions and its implication is also presented in this chapter. 
[bookmark: _Toc238785557]4.2 Findings
[bookmark: _heading=h.4u96ny56fg7s][bookmark: _Toc238785558]4.2.1 Visual coding 
For theme 1, the visual of generating code is given below:
[image: ]
[bookmark: _Toc238785853]Figure 10: Thematic map for theme 1
(Source: Self-developed)
From the source Ashta and Stokes, (2023) analysed on the cultural intelligence and empathy which helps to develop the theme of employee centered and culturally responsive leadership, which featured with cultural intelligence and empathy. 
For the theme 2, ta visual is provided below:
[image: ]
[bookmark: _Toc238785854]Figure 11: Thematic map for theme 2
(Source: Self-developed)
From the source Canavesi and Mineli, (2022) analysed the cross-cultural communication and inclusiveness and diversity in the workplace, which helps in developing the theme inclusive communication and cross-cultural collaboration. 


For the theme 3 a visual for generating themes is provided below:
[image: ]
[bookmark: _Toc238785855]Figure 12: Thematic map for theme 3
(Source: Self-developed)
From the source Sarang et al., (2026) talked about the employee engagement, job satisfaction and work-life balance and helps to develop the theme of job satisfaction through employee engagement wellbeing and development. 
[bookmark: _heading=h.dzvr70get91][bookmark: _Toc238785559]4.2.2 Documentary coding 
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[bookmark: _heading=h.za4hjoab1u4n][bookmark: _Toc238785837]Table 3: Coding table for core articles (refereeing appendix 1 and 2)
[bookmark: _Toc238785560]4.2.3 Theme table development 
Theme development for this research is done by using Braun and Clarke's method, which is presented here in a table. 


	No
	Source
	Documentary extract
	Initial code
	Focused code
	Sub-theme
	Final theme

	1
	Ashta and Stokes (2023)
	“servant leadership behaviours support effective intercultural business relationships”.
	Cultural adaptability
	Cultural responsiveness
	Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	2
	Canavesi and Minelli (2022)
	“Servant leadership influences employee engagement through effective decision”
	Empowerment engagement;
	Employee-centred leadership behaviours
	Employee-centred leadership behaviours
	Theme 1: Employee-centred and culturally responsive leadership

	3
	Dami et al. (2022)
	“trust developed through servant leadership”
	satisfaction; leader
	Trust-based leadership
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	4
	Tennakoon (2023)
	“servant leadership enhancing trust building and conflict management”
	Cultural intelligence
	Culturally responsive leadership capability
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	5
	Agrigoroaiei et al. (2025)
	“effective communication approaches for diverse teams”
	Cross-cultural communication
	Inclusive communication practices
	2.1 Cross-cultural communication
	Theme 2: Inclusive communication and cross-cultural collaboration

	6
	Mouboua et al. (2024)
	“Cultural awareness training enhance diversity and inclusion”
	inclusive recruitment; diversity
	Cultural competence development
	2.2 Cultural competence and training
	Theme 2: Inclusive communication and cross-cultural collaboration

	7
	Xia et al. (2024)
	“Digital platforms improve engagement among culturally diverse users”
	Digital collaboration
	Technology-enabled collaboration
	2.3 Inclusive collaboration infrastructure
	Theme 2: Inclusive communication and cross-cultural collaboration

	8
	Bonnell (2022)
	“innovation, diversity, equity and inclusion through collaborative organisational practices”
	inclusive culture
	Inclusive organisational infrastructure
	2.3 Inclusive collaboration infrastructure
	Theme 2: Inclusive
communication and cross-cultural collaboration

	9
	Serang et al. (2026)
	“sustainable organisational culture improves talent retention.”
	Employee engagement
	Engagement and retention outcomes
	3.1 Engagement and psychological safety / 3.3 Innovation, productivity and retention
	Theme 3: Job satisfaction through engagement, wellbeing and development

	10
	Culture Partners (2024)
	“Google’s culture extends beyond traditional culture”
	employee involvement
	Employee wellbeing
	3.1 Engagement and psychological safety
	Theme 3: Job satisfaction through engagement, wellbeing and development



[bookmark: _Toc238785838]Table 4: Theme table
[bookmark: _Toc238785561]4.2.4 Thematic analysis 
Theme 1: Employee-centred and culturally responsive leadership
Ellahi et al. (2022), Irfan et al. (2022), and Tennakoon (2023) stated that for IT team management, servant leadership has a huge role. It is found that servant leadership has some specific characteristics and competencies like cultural intelligence, which helps to identify the different demands and sensitivity for different cultures and helps in managing cross-cultural teams in the IT team of Google.  Jaiwant et al. (2023) said about multicultural servant leadership, which encourages cross-cultural team management. Nauman et al., (2022), Shabankareh et al., (2025) and Irving (2025) also support the SL+CA by talking about cultural adoption and cultural awareness for servant leadership. They identified culture as positively related to servant leadership. Culture is a mediating factor, and the different features of servant leadership are enhanced by the cultural adoption capability in the Google IT team. Employees from different regions are found, and they work with each other; however, team management and conflict management have been found because of the leadership style. The servant leadership approach of Google UK enhances the workplace culture and maintains an inclusive culture, where all the employees are fairly treated and improve the overall team performance. Foulkrod and Lin (2025), and Saraiva (2025) show that understanding the employees and providing motivation and cultural adoption skill development are the basic needs to managing a cross-cultural IT team. Google is one of the largest IT organisations, and globally they have a large number of IT employees; however, the collaboration is maintained by developing a strong cultural awareness. This was supported by Khalil et al. (2025) LIM et al., (2024). Sengupta, (2022) and Asha and Stokes (2023) under the code SL+CA also show the intercultural dimensions and based on the power culture and other cultural dimensions, servant leadership may vary which supports the code SL+CA . In UK culture, the power distance is less, and it encourages cultural integration and diversity management by the leaders. Aldridge (2026) also talked about servant leadership and its effectiveness, and it is supported by PMtraining (2026) and the Institute of Project Management (2026).  
Theme 2: Inclusive communication and cross-cultural collaboration
Agrigoroaiei et al. (2025) under the code CC show the multicultural approaches of Google and how the application of multicultural approaches, like cross-cultural collaboration and communication, can enhance the IT team management of Google's IT team is supported by Xia et al. (2024) under the code TC and Mouboua et al. (2024) under the code CAT+D&I. Aksu (2024) shows that Google's organisational culture is innovative, and the openness of the culture also supports the inclusiveness of the teams. Bonnell (2022) under the code DEI+IC also shows how the collaboration within Google is maintained and their DEI strategies. All these approaches show how Google maintains their cross-cultural collaboration strategy among leaders. Effective cross-cultural communication is one of the major strategies adopted by Google, and Jiao et al. (2025) also support it and Ashta and Stokes, (2023) said it by supporting the code SL+CA. Feltosa et al. (2022) also show that cross-cultural communication, allyship and emotional management of the leaders can help to enhance cross-cultural management within the IT team of Google. Along with that, the training for cultural awareness, cross-cultural communication training and the leadership training programs of the servant leaders of Google UK can enhance cross-cultural communication, which helps to manage the team effectively. Bonneli (2022) analysed a descriptive study to bridge the gap between agile culture and innovation, and Google's corporate culture is innovative. To encourage innovation, it is required to have strong cross-cultural management and an inclusive culture because, while diverse people work together, they can enhance innovation and better organisational outcomes. As per Mouboua et al. (2024) under the code CAT+D&I also talked about cultural awareness training as well as inclusive recruitment, and Google UK has already started inclusive recruitment to maintain the inclusive work culture. Commonwealth Joe (2023) talked about the socially active organisational culture of Google, which is supported by Forbes Technology Council (2022), Tamiru (2024) and Culture Partners (2024) under the code EW+EI. 
Theme 3: Job satisfaction through engagement, wellbeing and development.
Pineiro (2023) and Serang et al. (2026) under the code OC+ER analysed that Google has a very strong employee satisfaction score. The studies analysed the different aspects of employee satisfaction such as rewards, payment, work-life balance, and sustainability. However, inclusive culture and good leadership approaches are also the reasons behind job satisfaction among the employees of Google UK. Marpaung et al. (2023) also talked about the cross-cultural aspects and the leaders to manage the cross-cultural teams, which is required for managing the performance of Google's employees in the UK. Steven (2026) identified some challenges for leadership in managing the cross-cultural team; however, Google's leaders are capable of addressing the issues and managing the cross-cultural IT team, which shows a strong employee satisfaction rate. BYLD (2025), Westbrook and Peterson (2022), Vrceli Bevanda and Bevanda (2024), Anwar et al. (2024) also show how servant leadership encourages customer satisfaction. Dami et al. (2022) under code SL+T+JS also support it. Panmore (2024) and Cultremonekey (2025) show Google's cultural leadership, which encourages cross-cultural collaboration and contributes to the job satisfaction level of the employees of Google UK. Google Belonging (2024), Skill Rise 360 (2026), and SHRM (2025) support the code JSCCITT and show that the employee satisfaction rate is dependent on the engagement rate of the employees. Servant leadership helps to create a good, inclusive culture within Google, and it also shows the job satisfaction of the employees within Google and also improves the performance of Google. Canavesi and Minelli (2022), Shahazad et al. (2026), Hu et al. (2025) and under the theme SL+EE also analysed that servant leadership with collaborative approaches among the leaders encourages cross-cultural collaboration and maintains a conflict-free organisational culture, which encourage the satisfaction. Due to the inclusive workplace culture, innovation is supported, and the productivity of the employees is also increased. Tennakoon (2023) and Van Dierendonck et al. (2026) under the code CI+SL+CM also show the strong employee engagement and employee productivity of the Google IT team. 
[bookmark: _Toc238785562]4.3 Discussion
[bookmark: _Toc238785563]4.3.1 Discussion on findings
Theme 1: Employee-centred and culturally responsive leadership.
Compare and contrast with LR 
The key findings of the study revealed that servant leadership plays a vital role in managing the cross-cultural IT team of Google in the UK. The current data reveals that the empathetic behaviour of the servant leader is highly effective in managing the team successfully (Ellahi et al., 2022). The similar concept is identified in the LR section that the leader prioritises the individual needs of the cross-cultural team members, which ensures that all team members are available to the organisation (Shiraev and Levy, 2024). The trait analysis of Irfan et al. (2022) revealed that servant leaders have strong listening skills, which allow them to identify the current concerns of the employees which is similar to existing findings. In cross cultural IT teams, internal conflict is a common issue, as per data. 
Identification of key agreements 
Systematic literature review shows that active listening skill helps the servant leader to provide space to the employees.  In cross-cultural IT teams, employees require space to share their ideas and opinions with others (Tennakoon, 2023). Offering free space to the employee promotes positive value among the employees. Employees feel valued in the organisation because they get the opportunity to share their ideas without any judgment or biased treatment. The current organisational system of Google has revealed that Google currently promises to develop an inclusive working environment to boost productivity and innovation (Jaiwant et al., 2023).
Major disagreements 
Through active listening, the leader pays attention to the issue and provides the right solution. The leader always ensures that the issue will be resolved within a week which is claimed by Bonneli (2022).  As per the company data, it has been noticed that the executive members of the organisation always fulfil the demand and keep the promise, which leaves a positive message in the market but not within a week. Findings show that the servant leadership approach supports this strategic decision of the company through strong cultural intelligence. The strong cultural intelligence of the leader allows them to recognise unique cultural values, needs, choices, preferences, etc. It allows the leader to adjust the management approach based on diverse needs to support employees to work successfully and ensure a smooth operational process which is not identified by existing studies..
Application of Google company 
The data shows that supportive working environments of Google allow employees to engage in the innovation and experiment process (Shabankareh et al., 2025). Without a healthy working environment, it is difficult for an organisation to engage employees in the innovation process. For this reason, the managing head of the Google company in the UK is highly conscious about internal process management. The managing head conducts an audit program every quarter to ensure that all the internal stakeholders of the organisation are happy with the current process management (Irving, 2025).
Link to objective 
Systematic literature review shows that servant leaders have strong conflict resolution skills which allow them to solve internal issues among the employees within a short period (Foulkrod and Lin, 2025). The current leader of the UK responded to misunderstandings among the IT team managers by prioritising transparent communication. The leader prioritises an open dialogue communication approach to avoid any confusion related to work. Regional boundaries ensure that all team members get cultural protection in this organisation (Saraiva, 2025). The strategic decision which is taken by the servant leader in Google ensures that every team member is working happily without any hesitation or cultural issues.
Theme 2: Inclusive communication and cross-cultural collaboration
Results show that servant leaders prioritise a hybrid work model for cross-cultural collaboration strategy. The main reason for selecting this model as per the company report is to ensure team flexibility. From the behaviour analysis of the servant leader, it has been noticed that through a hybrid work model, the leader gets the opportunity to ensure collaboration among the IT team members, which is highly essential in a cross-cultural setting (Khalil et al., 2025). Compared to existing literature it shows that while designing the empowerment program, the leader does not consider the cultural background of the employees (Tiku, 2022). It mainly highlights that in respect of competencies and requirements, the leader designed the empowerment program, which indicates that the organisation does not support any discrimination among the employees while offering opportunities.


Identify agreement
Critical evaluation in the above section denotes that the servant leader allows the exchange of ideas on time. The IT team members share individual communication preferences and prefer to use email, calls, and chat while respecting off-hours (Xia et al., 2024). The similar decision is identified by Jackson et al. (2022), that it avoids any unnecessary pressure of instant changes in process among the team members.  This critical viewpoint reflects that there is a communication boundary among IT team members which promotes dignity. Servant leaders believe in the care of organisational principles with cultural intelligence, which ensures that the current IT team get the equal rights and opportunities. Actual findings identified that the organisational head allocates resources equally in every department, which ensures that the leader can design an empowerment program as per the needs (Mouboua et al., (2024). The similar idea is shared by Setti, Sommovigo and Argentero (2022) that the leader offers autonomy to the team members, which ensures that they can select and choose any decision for product and service design as per the organisational needs. Servant leaders organise empowerment programs for the employees, which ensure that the proposed strategic decisions of team members are highly relevant to the organisational practices. 
Identify disagreement
Findings identified that weekly meeting with the team members ensures that the leader successfully addresses the internal friction which impacts the work process and workflow (Aksu, 2024). Active listening in the conflict resolution process clears workflow friction and avoids cross-border misunderstandings among the team members. On the other hand, Bonnell (2022) highlights that the main USP of Google's success in the UK is supporting the social identity of individual employees in the workplace. Local talent gets the scope to join Google based on skill. Asledu and Doe (2025) emphasis on skill assessment and competency development are the key factors to the employee, where cultural difference does not get any priority. Inclusive working systems in the workplace ensure the physical safety of employees, which ensures long-term sustainability.


Apply to Google UK
Currently Google has more than 7000 IT employees in the UK, with a major number of employees from different backgrounds. Diverse cultural landscapes ensure that the company is continuously engaged in innovation and experimentation. Google's servant leadership approach aligns local talent with an inclusive communication approach. Psychological safety and advanced collaboration tools. Servant leaders support the use of all the advanced tools and technology that are available for communication (Sengupta, 2022).  Mainly, the company has a digital dashboard from where the central task force of the organisation is managed. The operational system of the organisation is generally controlled by the managing head of Google, who strictly believes in a hybrid collaboration strategy.
Link to objective
From the work collaboration and team composition structure of Google in the UK, it has been noticed that the company prioritises the functional system in the organisation, which ensures equal distribution of work among the employees (Ashta and Stokes, 2023). There is a synchronisation in the employee which allows the organisation to meet its organisational goals. The servant leader of the organisation takes the decision to follow community-centred design in the workplace, which allows the design of the technical system in the workplace accurately.  The leader prefers to follow an idea innovation strategy - hybrid model for team coordination. Google meets allow the team members to communicate at any time from anywhere (Agrigoroaiei et al., 2025). Google meets allow the team members to work remotely, which indicates that technological support is equal to all employees in the organisation.

Theme 3: Job satisfaction through engagement, wellbeing and development
Compare with Chapter 2
From the company report of 2026, it has been discussed that currently the employee is highly satisfied at Google.  It is considered one of the happiest IT organisations in the UK due to the healthy internal working environment (Institute Project Management, 2026). Existing literature review identified that the proposed career opportunity of the organisation is highly relevant to the current market concept, which helps the employee to show their capabilities to work successfully and meet the industry standard (Mohan and Vasumathi, 2024). Comparison analysis develops an insight that there is a tendency among the employees to work in an organisation where they get career opportunities and benefits. 
Identify agreement
The key findings of the study reveal that servant leadership has a strong and positive impact on employee satisfaction in the workplace. By prioritising employee growth, well-being and empowerment programs, the servant leader builds trust among the employees (Westbrook and Peterson, 2022). The similar idea is shared by Xia et al., (2024) that servant leaders foster a positive work environment and cultivate practices that drive high levels of workplace commitment. Personal fulfilment is considered the main key driver of success in this organisation under the servant leadership approach.
Identify disagreement
With respect to any culture and societal system, the employee gets the scope in this organisation, which maintains diversity in the team composition which is identified in the result section. Tennakoon (2023) claims that an efficient employee does not wait to get the support and assistance from the  leader. They are looking for the facility and security offered by the company. Major disagreement related to the employee management approach relieved that as per preference the leader should design the plan.  
Apply to Google UK
Google companies fulfil all the physical and psychological needs of the employees, which ensures long-term engagement. The accuracy rate of career opportunity is 95.35 out of 1000, which indicates that it is a highly market-relevant and effective choice of servant leader (Steven, 2026). Annual appraisal of the employee is based on performance, which indicates that the appraisal process is not biased by the current cultural background and social context. Currently, Google has more than 7000 employees at the UK branch, where every employee has a different cultural background and context (Eslamdoust and Mahmoudinazlou, 2023). 
Link to objective
Following cross cultural collaboration strategy in the business function has a positive impact. After using the servant leadership approach, the entire working environment of Google in the UK is transformed towards a positive system. As supporting evidence, it can be stated that 89% of employees at Google in the UK are highly satisfied with the current salary structure (BYLD, 2025). 
[bookmark: _Toc238785564]4.3.2 Discussion on theory
Servant leadership theory 
The key findings of the study identify that the characteristics of servant leadership are highly relevant in the current organisational system of Google, UK.  The servant leadership approach has a significant positive impact on organisational success through empathy, listening skills, coordination ability and conflict resolution skills. The leader is actively involved in the conflict among the employees, which allow to solve the internal system quickly (Panmore, 2024). The key findings mainly relate to the Maslow hierarchy of needs. This indicates that each level of employee needs is successfully met by the organisational leader. As per the preference and choice of the employee, the leader designs the service, which is a highly effective solution.  To maintain the individual needs of employees, complexities in the working process increase, which is also strategically handled by the leader (Anwar, Hardhienata and Sunardi, 2024).  
Social exchange theory 
Key findings highlight that servant leadership provides the opportunity to the executive team of Google to follow a flexible working model instead of any rigid workplace culture (Dami et al., 2022, December).  There is no rigid hierarchical system followed by the organisation, which successfully allows cultivating people's first approach in the workplace to build deep trust among the employee and work as a bridge to avoid communication gaps across cross-cultural team members.
[bookmark: _Toc238785565]4.3.3 Practical implication 
The practical implications of the findings are discussed below:
Leadership development and training: The findings show that servant leadership is very effective for the cross-cultural team of Google; however, the leadership approach embedded in the leadership development training can improve its outcome. The leadership training program and the inclusive training in this program beyond the technical and managerial competencies can enhance the overall performance of the organisation (Serang et al., 2026). Empathy and ethical decision-making are the main competencies, along with active listening skills and employee empowerment, and emotional and cultural intelligence training must be provided to the leaders of Google, which encourages employee participation and individual support. 
Strengthening Cross-cultural management: The findings also show the importance of cultural intelligence for managing the multicultural team. The HRM department of Google UK should introduce cross-cultural communication training and a diversity awareness program, which can strengthen the cross-cultural management of the leaders (Khalil et al., 2025). Cultural misunderstandings are also reduced by the programs in the IT team, and it generates mutual respect for each culture, and a very good team bonding can be developed.   
Enhancing team collaboration: The cross-cultural collaboration strategies found from the findings will help the managers or the leaders of Google to apply those in their team and strengthen the servant leadership approach of the team. It can help to address collaborative problem-solving and encourage psychological safety, so job satisfaction can also be enhanced (Ellahi et al., 2022). The overall finding can be applied to enhance employee engagement, productivity, and satisfaction levels in the IT team. 
[bookmark: _Toc238785566]4.4 Summary 
The chapter shows the interpretation of the systematic literature review. From the findings, it is found that servant leadership along with proper cultural awareness and training helps in managing the cross-cultural team. It also shows that cross-cultural training and cross-cultural communication are the collaborative approaches used by the leaders of Google. Finally, the overall leadership approach and cross-cultural approaches enhance the job satisfaction level of the employees of Google UK. The overall discussion also supports the interpretation and analysed the features of servant leadership and its relationship with cross-cultural team management. The practical implications for enhancing team collaboration and employee satisfaction are also presented in this chapter. 


[bookmark: _Toc238785567]Chapter 5: Conclusion and Recommendations
[bookmark: _Toc238785568]5.1 Conclusion
[bookmark: _Toc238785569]5.1.1 Overall summary 
The purpose of the study is to evaluate the effectiveness of servant leadership in enhancing job satisfaction in cross-cultural IT companies such as Google. The study focuses on Google Inc, which is one of the largest IT companies. In the world, as Google is a cross-cultural organisation, its IT team consists of people from diverse countries, cultures and backgrounds; hence, servant leadership applications in the Google UK IT team can address cross-cultural issues. The study employed a systematic literature review method and, accordingly, collected relevant and valid data from reputable databases. The study can be supported by two crucial theories, such as servant leadership theory, because the study focuses on this approach and social exchange theory, which focuses on the social interaction among diverse employees. After collecting 50 studies focusing on servant leadership in IT firms and studies focusing on Google's leadership style and culture, all of them are reviewed. Then the findings are analysed using Braun and Clarke’s thematic analysis method. The research reliability and validity can be maintained through using the CASP method and the data triangulation method. However, there are some methodological limitations, such as complete dependency on secondary data and increased subjectivity, which may reduce the validity. The overall findings show that servant leadership is very important and its approaches are very effective for managing the cross-cultural IT team, because this leadership can help to develop a very flexible organisational culture, which supports cross-cultural management. Hence, Google Inc UK also uses this leadership for effective cross-cultural management. The overall summary of the findings shows that Google’s servant leadership approach is very effective for managing cross-cultural teams; however, the adoption of leadership traits like cultural awareness and sensitivity has to be integrated with the leadership capabilities. The servant leadership theory and the social exchange theory also evaluated the discussion, which also shows servant leadership's effectiveness for managing cross-cultural teams.
[bookmark: _Toc238785570]5.1.2 Linking with objectives 
The overall findings of the work can be linked with the objectives so that it can be understood whether the objectives are successfully met or not. 
Linking with RO1
The first question is about servant leadership for managing the cross-cultural IT team of Google. The findings show that servant leadership has some specific characteristics such as cultural intelligence, cross-cultural team management capability and sensitivity towards the team members. All these are helpful for managing a cross-cultural team. On the other hand, it is found that servant leadership helps to adopt culture, and it encourages intercultural communication and collaboration. Servant leadership prioritises the employees and their needs. Hence, all the needs and requirements of the employees, irrespective of their culture, are managed by the manager. The leadership style is effective for conflict management; in a cross-cultural team, there is a risk of conflict, which is managed, and team collaboration is fostered by the leadership style. Google UK follows an inclusive and innovative workplace culture, and the application of servant leadership helps them to maintain the culture. Cultural differences in the workplace can be seen in cultural dimensions such as power distance, risk-taking ability, etc. However, servant leadership helps to motivate the employees to adopt the workplace culture and maintain a balance and flexibility in the workplace, so that all cultural people can adopt that and perform in a better way. All these findings show how servant leadership manages cross-cultural teams; hence, objective 1 is answered.
Linking with RO2
The second RO is to evaluate the cross-cultural collaboration strategy integrated with servant leadership in the UK to promote job satisfaction in the IT team. By reviewing the different studies, it has been found that there are different cross-cultural collaboration strategies, such as multicultural communication and multicultural approaches adopted by IT teams. On the other hand, the development of an inclusive workplace culture, where cross-cultural approaches are taken, is also important. Organisations like Google should use DEI strategies to maintain inclusivity. Another cross-cultural collaboration strategy is to apply inclusive leadership supported by servant leadership and also the emotional management of the leaders to encourage cross-cultural management. The training and development of cross-cultural awareness and communication also help 0in developing a cross-cultural workplace. All the different studies talk about different collaboration strategies; however, collaborative and inclusive leadership skills, effective communication strategies, innovative culture development and inclusive recruitment also help in cross-cultural collaborations. All these strategies help to answer RO2.
Linking with RO3
The third and final RO is about analysing the job satisfaction of a cross-cultural IT team under servant leadership by measuring job satisfaction using KPIs like engagement rate, productivity rate and innovation. After reviewing the different articles and studies, it has been found that the job satisfaction of Google UK’s employees is very high. There are different factors which impact the job satisfaction level, such as work-life balance, rewards, payment and sustainability. The inclusive culture and good leadership approaches of Google are responsible for job satisfaction. The different KPIs, such as the engagement rate, are also very high due to the culture and the inclusiveness of Google. The UK workplace culture also embraces inclusiveness, and it is very welcoming for the cross-cultural IT team. The overall productivity of the employees is also very strong, and from the productivity and growth perspective of Google, the overall financial growth of Google from the UK is also very positive, which shows the positive growth of the productivity of the employees. Another important KPI is the innovation of the IT team. It was found that all the employees are encouraged to bring innovation, and the leadership also encourages innovation; hence, the innovative culture of Google is also found, which shows that cross-cultural collaboration is responsible for the innovation. All three KPIs show a positive impact of leadership style on their cross-cultural team management; hence, the RO 3 is also met through this. 
[bookmark: _Toc238785571]5.2 Methodological recommendations 
The study has been done using a systematic literature review; however, hence, it is better to use interview, where valid and in-depth first-hand information can be gathered and improve the reliability of the outcome. The study may use a survey method to quantify the relationship between servant leadership of Google and job satisfaction. 
[bookmark: _Toc238785572]5.3 Recommendations for managerial practices
Based on the overall evaluation in the above chapter implementation of servant leadership is associated with several risks and challenges. Sudden changes in the procedure can lead to significant challenges. In this respect following the proper measurement is highly essential in several department of IT companies the leader needs to take the decision as per the current circumstances without assistance of the others. Servant leadership takes a longer time to select any decisions. To avoid such dilemma in the workplace there is a set of recommendation is provided below which can further consider by the organisation to ensure that the managing committee can successfully be able to follow servant leadership approach to promote job satisfaction of employees. It is expected that following this suggested policy can help the organisation to avoid any issue to manage the cross-cultural team.
Employee Well-Being – employee well-being is direct strategic recommendation to the servant leader which requires improvement. Because from the current practices there is no such evidence found regarding the employee well-being practices. Currently the physiological need of employees is increasing along with physical needs. In this respect it can be said that it is a beneficial option to the servant leader to consider this point. Employee well-being programs ensure that every employer in the organisation gets psychological safety. For a company like Google prioritising this factor is highly essential. The above evidence suggests the employee well-being system of the organisation is poor.  Google cannot meet the growing expectation of the employee on a global scale which should be considered by the servant leader.
Empowerment in Diversity- in a cross-cultural team the servant leader must adapt the diversified cultural expectation.  Servant leader should encourage the team members to participate in the inclusive program arranged by the organisation for cultural practices.  Respecting cultural differences should be the key tagline of the organisation to foster psychological safety. After global pandemic psychological safety among the employer get decreased at a significant rate. The data suggest that employee feel unformattable and insecure about the job role and position in multinational company. Through empowerment program the leader ensures that there is no operational gap to manage cross cultural team. It increases engagement rate and ensures consistent performance.
Investment in Development – for a high-tech multinational company like google investment in development program does not big deal or issue. So, this strategic reaccommodation can further be followed by the managing team. This suggestion is highly effective to any type of multinational organisation which is currently operating business in a cross-cultural working environment. As per the trend it is obvious that further the rate of cross-cultural IT team number will increase. So, emphasis on development programs ensures that the organisation can avoid any kind of dilemma in practices.
Implementation plan
	Pillar
	Implementation Plan
	Benefits
	Risks
	KPIs

	Employee Well-Being
	Expand mental health resources and Flexible work arrangements with proper workload balance
	Higher job satisfaction and Improved productivity
	Misuse of flexible policies • Increased program costs
	Employee satisfaction score

	Empowerment in Diversity
	•Inclusive leadership training
	Increased trust and psychological safety
	Cultural misunderstandings
	Inclusion index

	Investment in Development
	Continuous learning opportunities
	Higher engagement and retention
	High upfront training costs •
	Training completion rates


[bookmark: _Toc238785839]Table 4: Implementation plan
 The above table provides a clear understanding about the strategic implementation plan which can be further followed by the organisation to avoid any kind of bias in the decision-making process. This table provides an in-depth idea regarding the potential benefits of using the suggestion under servant leadership approach. Considering the risk factor the managing committee can further require designing the support plan to promote job satisfaction of employees.
[bookmark: _Toc238785573]5.4 Contribution to theory 
Two different theoretical frameworks are applied in this research to develop a clear perspective about the positive impact of using servant leadership in cross-cultural IT teams. The concept of servant leadership theory clarifies that using these practices is highly dependent on the context of the organisation. Innovation and multicultural collaboration systems ensure that servant leaders can increase the productivity rate of employees. From some other perspectives, it is considered the central key factor to enhance the engagement of employees in the workplace by fostering trust and reducing conflict. To promote a knowledge-sharing system across cultural boundaries, this is the most effective option according to leadership theory. From the assessment of the key principles of the servant leadership approach, empathy and empowerment always support the growth of the IT team by considering cross-cultural collaboration. Servant leadership shares cross-cultural dynamics through a conflict resolution approach and interactive communication strategy, which leads to job satisfaction. The second set of theoretical practices identified that, to support the decision of a servant leader, appropriate resource materials are required. In this aspect, the application of social exchange theory is highly relevant. In a multicultural setting, it allows the exchange of ideas and context to ensure that there is no potential gap involved in the dynamic team. In a multicultural setting, social exchange theory supports interpreting the cultural background more effectively to avoid conflict among IT team members. Servant leadership emphasises community building to resonate strongly with the culture. Empowerment and autonomy value the decisions proposed by the individual IT expert in a cross-cultural IT team. In short, it can be said that social exchange theory explains the current mechanism of the cross-cultural IT team of Google in the UK under servant leadership. According to this theoretical concept, it is not just about the cultural values of the IT experts but about reciprocal exchange that ensures that employees' job satisfaction is sustained in a diverse IT team.


[bookmark: _Toc238785574]5.5 Limitation of the study leading to further research
Limitation 
The main limitation of the research is that it fails to depict the effectiveness of servant leadership using statistical data and information. High dependency on secondary information reduces the potential to apply this leadership approach to another tech multinational organisation. The infrastructural capability of Google is different from other multinational organisations in this respect. The usefulness of the information on a particular case study creates a potential limitation to follow the identified cross-cultural collaboration strategy in another tech organisation. SLR research strategy is heavily dependent on the selected academic database, which excludes relevant articles and journals that publish in non-English languages. Studies with positive findings have highly influenced the critical discussion of the research. Negative results and outcomes are under-interpreted in this study. The selected evidence creates difficulty in identifying the actual trend of using servant leadership in cross-cultural IT team management.
Future scope 
Based on the above identified gap, this research plans to use primary data to evaluate the identified KPIs. Using primary data will gather accurate information about the identified KPIs. Direct conversations with the leader and employees will develop a clear perception of the current effectiveness of the proposed strategy. Also, this research will use more than 1 company in future to compare the same strategic option in multiple companies. It develops authentic information which can be applied by other companies. Expanding the number of case studies beyond Google UK to other multinational tech companies will allow comparison of organisational culture and leadership practices. IBM, Infosys, Microsoft, etc are the most recognised tech firms which can be considered in future for comparative case study evaluation. By using primary data in future, it can track the effectiveness and team composition under servant leadership to get a dynamic approach. For the third question of the research study, longitudinal research will be the most effective option to examine the trend. On different timescales, the strategic approach can be evaluated to assess the positive outcomes. 
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	Sl no
	Author
	Purpose
	Method
	Findings
	Contribution

	1
	Ellahi et al., (2022)
	To evaluate servant leadership's impact on project success 
	Primary survey of 219 software projects. 
	There is an indirect positive relationship between the servant leadership approach and success of the software project. 
	The findings help to identify the positive impact of servant leadership in software projects so it can be successful for tech companies like Google. 

	2
	Irfan et al., (2022) 
	Influence of servant leadership in organisational performance in cross-cultures. 
	Cross-sectional survey of 329 employees. 
	Competency acts as a mediating role in leadership which improves organisational excellence and performance in servant leadership. 
	The findings show servant leadership is effective for managing cross-cultural IT teams. 

	3
	Tennakoon, (2023)
	To examine the relationship between servant leadership and cultural intelligence in IT firms. 
	Qualitative interview. 
	Cultural intelligence in the multicultural team strengthens servant leadership by developing empathy, trust buildings and conflict management. 
	It shows the role of cultural intelligence among the servant leaders hence the servant leadership can be effective for the IT firms. 

	4
	Jaiwant et al., (2023)
	It explores the applicability of servant leadership in culturally diverse organisations in India. 
	Comparative literature review 
	Servant leadership helps in supporting multicultural leadership however, it needs adaptation of cultural diversity of India. 
	The finding can be applied to show servant leadership with adaptability capability can manage cross-cultural IT teams. 

	5
	Nauman et al., (2022)
	It examines collaborative culture and knowledge sharing as a mediator between the servant leadership and project team performance. 
	Survey of 275 employees 
	Collaborative cultures play an important mediating role between servant leadership and team performance, however knowledge has not any role. 
	The cultural collaborative servant leadership also impacts the success of IT firms like Google. 

	6
	Ogunbukola, (2024)
	It examined the impact of servant leadership on employee wellbeing. 
	Multilevel SEM on 800 employees. 
	Autonomous motivation is the mediating aspect for employee wellbeing, and it also shows the importance of cultural values. 
	The motivation of the servant leadership and cultural values can help to manage cross-cultural IT teams. 

	7
	Shabankareh et al., (2025) 
	To evaluate the effect of servant leadership in organisational citizenship in USA and Portugal hotels. 
	Survey of 840 employees. 
	It shows that cultural-based relationships in servant leadership and effective strategy and organisational factors can improve organisational citizenship. 
	The positive role of servant leadership can help to harmonize in different cultures so it can manage cross-cultural IT firms like Google.  

	8
	Irving, (2025)
	To review servant leadership in diverse cultural perspectives. 
	Literature review 
	Servant leadership supports positive cultural adoption. It can affect the diverse cultural firm positively and it has universal applicability. 
	The finding supports that servant leadership has a positive impact on culturally diverse firms like Google. 

	9
	Nazarian et al., (2024) 
	To examine the cultural influence on servant leadership, employee outcome and trust in GLOBE. 
	Multilevel SEM 1647 hotel employees. 
	The finding shows the servant leadership has a varied effectiveness based on the different culture. The role of cultural aspects can influence the leadership approach. 
	Servant leadership’s applicability within the culturally diverse team is shown here which can be applied in the research. 

	10
	Foulkrod and Lin, (2025)
	Explores how servant leadership and cultural humility can improve global leadership. 
	Conceptual literature review. 
	Proposed an integrated framework which shows that the cultural humility perspective improves the cultural awareness, resilience and innovation in servant leadership, which addresses contemporary global leadership issues. 
	Servant leadership with cultural awareness, resilience and adaptability impacts positively to manage cross-cultural IT teams. 

	11
	Saraiva, (2025)
	To analyse the impact of servant leadership on project success in a multicultural environment. 
	Quantitative survey method. 
	Servant leadership has a strong positive relationship with adaptive leadership. 
	Servant leadership provides the ability of adaptability which helps to manage a cross-cultural team. 

	12
	Khalil et al., (2025)
	Analyse the role of servant leadership on project success through team cohesion. 
	Using PLS-SEM survey data analysis. 
	Strong cohesion in the team is developed through servant leadership and achieves project success. 
	This shows the positive role of servant leadership on team cohesion which shows positive cross-cultural team cohesion and managing the team. 

	13
	LIM et al., (2024)
	To examine whether servant leadership impacts the emotional intelligence and cultural intelligence and employee work engagement. 
	Quantitative survey 
	Cultural intelligence positively impacts work engagement through servant leadership. 
	It shows that servant leadership has a strong influence in cultural intelligence which helps to manage the cross-cultural team of IT. 

	14
	Sengupta, (2022) 
	Explore the perception of servant leadership and its effectiveness in different cultures. 
	Conceptual analysis 
	Power distance and uncertainty avoidance impact on situational leadership. 
	The finding shows that the cultural aspect can super the growth of servant leadership and its cross-cultural effectiveness in IT firms. 

	15
	Ashta and Stokes, (2023) 
	Explores that servant leadership within UK-Japan intercultural business in the context of society 5.0. 
	Case study analysis 
	Intercultural dimensions servant leadership, ethical leadership and behavior help in intercultural business, and training is important for this context. 
	The finding shows that proper training and leadership behavior can improve cross-cultural team management in IT firms. 

	16
	Agrigoroaiei et al., (2025) 
	To examine the intercultural communication within Google. 
	Qualitative case study 
	The findings show effective practices of multicultural management through communication. 
	It shows the multicultural approach of Google which is aligned with the servant leadership of Google.  

	17
	Xia et al., (2024) 
	It analyzes the AI-based CILS to enhance language learning and intercultural communication. 
	Empirical study using TAM analysis. 
	Enhanced learner engagement. Improve communication skills and cultural competences and stronger acceptance of AI. 
	The cross-cultural communication strategy should be adopted by the servant leaders of Google. 

	18
	Mouboua et al., (2024)
	Examined the different strategies to develop cross-cultural competence in HRD. 
	Narrative literature review 
	Cultural awareness training, inclusive recruitment and effective communication with proper monitoring can enhance the workplace diversity and inclusion in a cross-cultural organisation. 
	It shows the different cross-cultural collaboration strategy of multicultural organisations which also apply to Google. 

	19
	Aksu, (2024) 
	To analyse the culture of Google Inc. 
	Case study 
	It shows that the culture of Google Inc is an innovative culture, here openness is encouraged and collaboration across boundaries is one principle. 
	All these principles and stretches are related to cross-cultural collaboration using servant leadership. 

	20
	Bonnell, (2022) 
	To analyse Google Inc.’s collaboration, culture and DEI. 
	Descriptive study 
	It shows the need to bridge between innovation and agile culture and prioritize cross-cultural collaboration and DEI. 
	The cultural assessment is directly linked to Google Inc. 

	21
	Jiao et al., (2025) 
	Examine the strategies of cross-cultural competence.
	Narrative literature review 
	Culturally responsive trainer, inclusive policy training and community engagement. 
	These strategies can be applied for cross-cultural collaboration by Google. 

	22
	Feltosa et al., (2022) 
	To suggest strategies for performing in a diverse setting. 
	Conceptual review 
	Cultural integration, inclusive communication, allyship and emotional management within the leaders improve cross-cultural performance. 
	The strategies for inclusive performance are aligned with the cross-cultural strategies of Google. 

	23
	Pineiro, (2023) 
	Analysing the reason behind Google’s crowned is the best company for employees. 
	Descriptive analysis 
	The employee satisfaction score of Google is 82.88 and receive 95.35 career opportunities out of 100. It shows good employee satisfaction, 
	The job satisfaction measured by the employee satisfaction rate is high on Google, which shows the success of servant leadership. 

	24
	Serang et al., (2026)
	To examine the role of organisational culture on employee engagement in Google. 
	Systematic literature review 
	The sustainable organisational culture of Google improves employee engagement and talent retention. 
	It is related to sustainable driven culture; however, the engagement level of Google employees is high due to its leadership. 

	25
	Marpaung et al., (2023) 
	Explores cross-cultural leadership, diversity management and employee engagement. 
	Qualitative interview 
	The leadership and cultural issues are found and propose short and long -term strategies for cross-cultural analysis to enhance employee performance. 
	The strategies show how cross-cultural strategies enhance employee satisfaction and engagement rate in Google. 

	26
	Aldridge (2026)
	The main purpose of this research is to investigate the role of a servant leader in a competitive environment to adopt a project management approach for better business results.
	Descriptive strategy
	As per the key findings, project managers need to exhibit a servant leadership style due to strong influencing power on project success
	Contribute to developing a clear knowledge on leadership and project management relation

	27
	Pmtraining, (2026)
	To identify the role of Servant Leadership in Project Management
 
	Descriptive strategy
	Discuss the key role of servant leader to improve performance
	Develop a clear perception about the key traits that help Google manage its IT team successfully

	28
	Institute Project Management (2026).
	To examine the stewardship and commitment to build a healthy community in the workplace
	Qualitative strategy
	Critical discussion on effectiveness of servant leader in IT team management
	Highlight how servant leaders can impose threat in IT team

	29
	Steven (2026).
	Identify the problem of servant leadership in managing a cultural team.
	Qualitative
	This paper identifies how organizations should change when they experience significant challenges under the servant leadership approach
	Develop a clear perspective about the issue experienced by companies like Google to manage cross-cultural IT teams under servant leadership

	30
	BYLD (2025).
	To identify how servant leaders emphasize the satisfaction of others’ needs
	Qualitative
	By using several case studies, this paper examines how servant leadership helps to enhance job satisfaction of team members.
	Critical discussion identifies that servant leadership is a transformative movement for an organization

	31
	Eslamdoust and Mahmoudinazlou (2023).
	To assess the role of servant leadership in job satisfaction, empowerment, and performance
	Qualitative
	According to this article, Servant leadership is a new leadership paradigm that has been linked to ethics, humility, and morals.
	 It contributes to developing the idea regarding the effectiveness of servant leadership in an inclusive workplace to promote ethics

	32
	Westbrook and Peterson (2022).
	To analyze the Effects of servant leader on self-efficacy, Performance, Job Satisfaction, and Turnover Intentions
	Data was gathered over a 10-day period using an online survey
	The key findings show that servant leader has a positive impact on employee performance and organisation turnover
	This research develops the idea that prioritizing organisational culture is important to ensure financial stability

	33
	Vrcelj, Bevanda and Bevanda, (2024).
	To investigate the impact of servant leadership on job satisfaction and organizational commitment
	Primary data were collected through a questionnaire
	Results show a positive impact of servant leadership on job satisfaction and organizational commitment
	This research provides guidance that organizations can use the servant leadership approach as input in the process of making future decisions and strategies more effectively in HRM practice

	34
	Anwar, Hardhienata and Sunardi (2024).
	To identify methods and strategies used by servant leaders to improve service quality through strong influence.
	Primary
	The results of SITOREM analysis show that the strategic decision of servant leadership is highly effective in managing internal systems.
	Develop a strong understanding regarding the skills of servant leaders that help to improve relations with employees.  

	35
	Dami et al. (2022, December).
	To examine the role of trust in servant leadership on job satisfaction.
	Quantitative methods
	Results show a significant positive effect on job satisfaction and trust
	Servant leadership increases trust among cross-cultural team members, which ensures long term sustainability of organisational performance

	36
	Culture Partners (2024).
	Examine the current organisational values and cultural system
	Qualitative
	Key findings revealed that Google’s company culture goes beyond the traditional norms of a corporate setting
	Following a healthy work culture ensure organisational commitment of employees

	37
	Commonwealth Joe (2023)
	To reflect Google's organizational culture in early 2023
	Qualitative
	Socially active working environment encourage employee to participate in decision making process
	Equality and inclusivity are highly prioritized by the executive team of the organization

	38
	Panmore (2024).
	To examine the current traits of selected organisational values
	Case study
	This article reveals that the current work culture helps the company innovate its technological assets to meet the standards of the IT industry
	Open-mindedness and information sharing system among Google’s employees align performance with organisational values

	39
	Culturemonkey (2025).
	Assess the process of work-life balance through effective leadership practice.
	Case study
	Cultivated a healthy work environment under servant leadership practice
	Innovation, inclusivity, employee well-being, and transparent communication help the organization to build a healthy work environment.

	40
	Tamiru (2024).
	Examine the process of managing teams in the hybrid age
	Qualitative
	Servant leaders foster a strong, positive culture to ensure shared values
	People feel encouraged and motivated under servant leadership, which ensures high job satisfaction

	41
	Google Belonging (2024).
	To assess how Google's work culture promotes job satisfaction
	Qualitative
	Employees feel safe and secure under current leadership practices
	Talent boosting opportunity enhance job satisfaction

	42
	Forbes Technology Council (2022).
	Examine the key reasons for success in cross-cultural organisational practices.
	Qualitative 
	Discover the reasons for the best work culture in Google
	Develop a strong idea about the 13 reasons which contribute to high satisfaction among the employees at Google.

	43
	Skills Rise 360 (2026).
	To evaluate how a leader is responsible for shaping organisational culture and supporting employee development
	Qualitative 
	Critical evaluation of servant leadership identifies that Servant leadership provides a powerful and transformative approach for building high-performing teams.
	Develop the idea that leaders strengthen team communication, deepen trust, and encourage innovation.

	44
	SHRM (2025)
	To examine the role of a servant leader in managing the IT team
	Qualitative 
	Result shows practical strategies and insights of servant leaders improve the performance of organisation with time.
	Contribute to developing knowledge on key traits of servant leaders such as empathy, fostering collaboration, and driving long-term success.

	45
	Canavesi and Minelli (2022)
	How does a servant leader motivate employees  at work and inspire you to do and accomplish more in their assigned role?
	Qualitative study
	Key findings show employee engagement is positively influenced by servant leadership through empowerment, team cohesion, positive organizational climate, challenging tasks, and proactive personality.
	Theoretical and practical implications of servant leader to increase employee engagement rate

	46
	Shahzad et al., (2026).
	Effectiveness of Servant Leadership in Agile Software Companies
	Regression and mediation analysis methods with IBM SPSS.
	This research critically examine servant leadership has a significant positive impact on team effectiveness in agile software companies
	This research develops the knowledge that servant leaders guide IT teams to improve team outcomes in cross-cultural settings by encouraging leaders to be ethical, supportive, and open to new ideas.

	47
	Hu, et al. (2025).
	Assess the impact of servant leadership on employees’ taking charge behavior, roles of intrinsic motivation and supervisor-subordinate relationships, and the effect of employees’ hierarchical levels.
	Ordinary least squares (OLS) regression to analyze data from 356 employees
	Taking charge behavior by improving the employee mechanisms through servant leadership influences proactive employee actions
	Organisational hierarchy impact on employee behavior and productivity rate.

	48
	Tennakoon (2023).
	Evaluate the influence of servant leadership in multicultural it companies
	Interviewee
	This study reveals that digital tools and virtual collaboration platforms impact the practice of servant leadership
	Development of cultural intelligence through servant leadership ensures successful cross-cultural IT team management

	49
	Van Dierendonck, Xiu and Lv, (2026, April).
	Investigates how servant leadership influences employee performance in cross-cultural teams
	Survey
	Servant leadership positively impacts team performance. Integrated gender-role team values ensure organisation meet team dynamics
	Servant leaders consider both the individual well-being of employees

	50
	Vrcelj, Bevanda and Bevanda (2024). Servant
	Explore the current strategy used by Google to boost employee engagement
	Qualitative
	Show the data of the current employee engagement rate with ration decisions taken by the executive team.
	Considering the individual needs of cross-cultural team members ensures long term engagement.
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	No.
	Source
	Documentary extract (quotes/evidence statements)
	Initial code
	Focused code
	Sub-theme
	Final Theme

	11
	Saraiva (2025) – Servant leadership and project success in multicultural environments
	“Servant leadership demonstrates a strong positive relationship with adaptive leadership capabilities in multicultural project environments.”
	Adaptability; supportive leadership; multicultural management
	Adaptive servant leadership
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	12
	Khalil et al. (2025) – Servant leadership, team cohesion and project success
	“Servant leadership strengthens team cohesion, which contributes to successful project outcomes.”
	Team cohesion; trust; collaboration
	Relationship-based leadership
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	13
	Lim et al. (2024) – Servant leadership, emotional intelligence and cultural intelligence
	“Cultural intelligence positively influences employee engagement through servant leadership practices.”
	Cultural intelligence; emotional intelligence; engagement
	Emotionally intelligent leadership
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	14
	Sengupta (2022) – Servant leadership and cultural differences
	“Cultural dimensions such as power distance and uncertainty avoidance influence the effectiveness of servant leadership.”
	Cultural values; leadership differences; adaptation
	Culture-sensitive leadership
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	15
	Nazarian et al. (2024) – Cultural influence on servant leadership and employee outcomes
	“The effectiveness of servant leadership varies across cultural contexts, highlighting the importance of cultural factors.”
	Cultural influence; trust; employee outcomes
	Contextual leadership effectiveness
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	16
	Foulkrod and Lin (2025) – Servant leadership and cultural humility
	“Cultural humility enhances awareness, resilience and innovation within global leadership practices.”
	Cultural humility; awareness; resilience
	Culturally aware leadership
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	17
	Nauman et al. (2022) – Servant leadership, collaboration culture and knowledge sharing
	“Collaborative culture mediates the relationship between servant leadership and project team performance.”
	Collaboration; knowledge sharing; team performance
	Collaborative leadership culture
	2.3 Inclusive collaboration infrastructure
	Theme 2: Inclusive communication and cross-cultural collaboration

	18
	Irfan et al. (2022) – Servant leadership and organisational performance in cross-cultural contexts
	“Competency development mediates servant leadership effectiveness and improves organisational excellence.”
	Employee competence; capability development; performance
	Leadership-driven employee development
	3.2 Career development and employee wellbeing
	Theme 3: Job satisfaction through engagement, wellbeing and development

	19
	Jaiwant et al. (2023) – Servant leadership in culturally diverse organisations
	“Servant leadership supports multicultural organisations but requires adaptation according to cultural diversity.”
	Diversity adaptation; cultural awareness; inclusion
	Inclusive leadership adaptation
	2.2 Cultural competence and training
	Theme 2: Inclusive communication and cross-cultural collaboration

	20
	Ogunbukola (2024) – Servant leadership and employee wellbeing
	“Autonomous motivation mediates the relationship between servant leadership and employee wellbeing.”
	Employee wellbeing; motivation; supportive leadership
	Wellbeing-focused leadership
	3.2 Career development and employee wellbeing
	Theme 3: Job satisfaction through engagement, wellbeing and development

	21
	Jiao et al. (2025) – Strategies for developing cross-cultural competence
	“Culturally responsive training, inclusive policies and community engagement improve employees’ ability to collaborate across cultures.”
	Cultural awareness training; inclusive policies; cultural competence
	Developing multicultural capability
	2.2 Cultural competence and training
	Theme 2: Inclusive communication and cross-cultural collaboration

	22
	Feltosa et al. (2022) – Strategies for diverse workplace performance
	“Cultural integration, inclusive communication and emotional management improve performance in diverse organisational settings.”
	Inclusive communication; emotional management; cultural integration
	Inclusive collaboration practices
	2.1 Cross-cultural communication
	Theme 2: Inclusive communication and cross-cultural collaboration

	23
	Pineiro (2023) – Google employee satisfaction and organisational practices
	“Google’s employee satisfaction and career development opportunities demonstrate the importance of supportive organisational culture.”
	Employee satisfaction; career opportunity; supportive culture
	Employee development and satisfaction
	3.2 Career development and employee wellbeing
	Theme 3: Job satisfaction through engagement, wellbeing and development

	24
	Serang et al. (2026) – Organisational culture and employee engagement in Google
	“Sustainable organisational culture improves employee engagement and supports talent retention.”
	Engagement; retention; sustainable culture
	Engagement-driven organisational culture
	3.3 Innovation, productivity and retention
	Theme 3: Job satisfaction through engagement, wellbeing and development

	25
	Marpaung et al. (2023) – Cross-cultural leadership, diversity management and engagement
	“Leadership approaches addressing cultural differences enhance employee performance and engagement.”
	Diversity management; leadership adaptation; employee engagement
	Cross-cultural leadership effectiveness
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	26
	Aldridge (2026) – Servant leadership in competitive project environments
	“Project managers adopting servant leadership demonstrate stronger influence and contribute towards project success.”
	Servant leader behaviour; influence; project success
	Leadership support for performance
	1.1 Employee-centred leadership behaviours
	Theme 1: Employee-centred and culturally responsive leadership

	27
	PMTraining (2026) – Role of servant leadership in project management
	“Servant leaders improve team performance by focusing on employee needs and collaborative relationships.”
	Employee needs; collaboration; performance
	People-focused leadership
	1.1 Employee-centred leadership behaviours
	Theme 1: Employee-centred and culturally responsive leadership

	28
	Institute Project Management (2026) – Stewardship and workplace community
	“Servant leadership promotes stewardship, commitment and healthier workplace communities.”
	Stewardship; commitment; workplace community
	Trust-based employee relationships
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	29
	Steven (2026) – Challenges of servant leadership in cultural teams
	“Organisations need adaptation strategies when servant leadership encounters cultural challenges.”
	Leadership challenges; cultural barriers; adaptation
	Managing cultural leadership complexity
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	30
	BYLD (2025) – Servant leadership and employee satisfaction
	“Servant leaders enhance satisfaction by prioritising employees’ needs and supporting personal growth.”
	Employee needs; satisfaction; personal growth
	Employee wellbeing-oriented leadership
	3.2 Career development and employee wellbeing
	Theme 3: Job satisfaction through engagement, wellbeing and development

	31
	Eslamdoust and Mahmoudinazlou (2023) – Servant leadership, job satisfaction and performance
	“Servant leadership represents an ethical leadership paradigm associated with humility, morality and employee empowerment.”
	Ethics; humility; empowerment; employee support
	Ethical employee-centred leadership
	1.1 Employee-centred leadership behaviours
	Theme 1: Employee-centred and culturally responsive leadership

	32
	Westbrook and Peterson (2022) – Servant leadership, self-efficacy and turnover intentions
	“Servant leaders positively influence employee self-efficacy, performance and job satisfaction while reducing turnover intentions.”
	Self-efficacy; satisfaction; performance; retention
	Satisfaction-oriented leadership
	3.3 Innovation, productivity and retention
	Theme 3: Job satisfaction through engagement, wellbeing and development

	33
	Vrcelj, Bevanda and Bevanda (2024) – Servant leadership, job satisfaction and organisational commitment
	“Servant leadership has a positive influence on employee job satisfaction and organisational commitment.”
	Job satisfaction; commitment; employee support
	Commitment through servant leadership
	3.1 Engagement and psychological safety
	Theme 3: Job satisfaction through engagement, wellbeing and development

	34
	Anwar, Hardhienata and Sunardi (2024) – Servant leadership strategies and service quality
	“Strategic servant leadership practices improve internal systems through effective relationships and employee involvement.”
	Relationship building; employee involvement; leadership strategy
	Supportive leadership practices
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	35
	Dami et al. (2022) – Trust in servant leadership and job satisfaction
	“Trust between leaders and employees significantly improves job satisfaction and organisational sustainability.”
	Trust; satisfaction; sustainable relationship
	Trust-based employee relationship
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	36
	Culture Partners (2024) – Google organisational values and culture
	“Google’s organisational culture promotes belonging, collaboration and employee participation beyond traditional corporate practices.”
	Belonging; participation; collaboration; inclusion
	Inclusive organisational culture
	2.3 Inclusive collaboration infrastructure
	Theme 2: Inclusive communication and cross-cultural collaboration

	37
	Commonwealth Joe (2023) – Google workplace culture
	“Google promotes a socially active working environment where employees participate in decision-making processes.”
	Employee voice; participation; equality
	Participative communication culture
	2.1 Cross-cultural communication
	Theme 2: Inclusive communication and cross-cultural collaboration

	38
	Panmore (2024) – Google organisational culture analysis
	“Google’s open culture encourages innovation, information sharing and collaboration among employees.”
	Open communication; innovation; information sharing
	Collaborative knowledge-sharing culture
	2.3 Inclusive collaboration infrastructure
	Theme 2: Inclusive communication and cross-cultural collaboration

	39
	CultureMonkey (2025) – Work-life balance and leadership practices
	“Effective leadership practices support work-life balance, employee wellbeing and a healthy workplace environment.”
	Work-life balance; wellbeing; supportive leadership
	Employee wellbeing management
	3.2 Career development and employee wellbeing
	Theme 3: Job satisfaction through engagement, wellbeing and development

	40
	Tamiru (2024) – Managing teams in the hybrid workplace
	“Servant leaders create positive workplace cultures by promoting shared values, motivation and employee commitment.”
	Shared values; motivation; commitment; hybrid teamwork
	Culture-driven employee engagement
	3.1 Engagement and psychological safety
	Theme 3: Job satisfaction through engagement, wellbeing and development

	No.
	Source
	Documentary extract (quotes/evidence statements)
	Initial code
	Focused code
	Sub-theme
	Final Theme

	41
	Google Belonging (2024) – Google workplace culture and employee satisfaction
	“Google promotes belonging, psychological safety and inclusion through practices that support diverse employees.”
	Belonging; inclusion; psychological safety; employee support
	Inclusive employee experience
	3.1 Engagement and psychological safety
	Theme 3: Job satisfaction through engagement, wellbeing and development

	42
	Forbes Technology Council (2022) – Reasons behind Google’s successful workplace culture
	“Google’s workplace success is associated with employee empowerment, flexibility, collaboration and strong organisational values.”
	Empowerment; flexibility; collaboration; organisational values
	Empowering workplace culture
	1.1 Employee-centred leadership behaviours
	Theme 1: Employee-centred and culturally responsive leadership

	43
	Skills Rise 360 (2026) – Servant leadership and team development
	“Servant leadership strengthens communication, trust and innovation by supporting high-performing teams.”
	Communication; trust; innovation; team development
	Transformational employee support
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	44
	SHRM (2025) – Servant leadership in IT team management
	“Servant leaders improve organisational performance through empathy, collaboration and employee-focused practices.”
	Empathy; collaboration; employee focus; leadership skills
	Employee-oriented IT leadership
	1.1 Employee-centred leadership behaviours
	Theme 1: Employee-centred and culturally responsive leadership

	45
	Canavesi and Minelli (2022) – Servant leadership and employee engagement
	“Employee engagement is positively influenced by servant leadership through empowerment, team cohesion and a positive organisational climate.”
	Engagement; empowerment; team cohesion; organisational climate
	Engagement-focused servant leadership
	3.1 Engagement and psychological safety
	Theme 3: Job satisfaction through engagement, wellbeing and development

	46
	Shahzad et al. (2026) – Servant leadership effectiveness in agile software companies
	“Servant leadership has a significant positive impact on team effectiveness in agile software environments.”
	Team effectiveness; supportive leadership; agile collaboration
	Leadership-driven IT team performance
	3.3 Innovation, productivity and retention
	Theme 3: Job satisfaction through engagement, wellbeing and development

	47
	Hu et al. (2025) – Servant leadership and employee taking-charge behaviour
	“Servant leadership encourages proactive employee behaviour through intrinsic motivation and supportive supervisor relationships.”
	Intrinsic motivation; proactive behaviour; supervisor relationship
	Employee empowerment and initiative
	1.3 Empowerment, trust and conflict management
	Theme 1: Employee-centred and culturally responsive leadership

	48
	Tennakoon (2023) – Servant leadership in multicultural IT companies
	“Digital collaboration tools and virtual communication influence servant leadership practices in multicultural IT teams.”
	Digital collaboration; virtual teamwork; communication technology
	Technology-supported cross-cultural collaboration
	2.3 Inclusive collaboration infrastructure
	Theme 2: Inclusive communication and cross-cultural collaboration

	49
	Van Dierendonck, Xiu and Lv (2026) – Servant leadership and employee performance in cross-cultural teams
	“Servant leadership positively influences team performance by considering employee needs and team dynamics.”
	Employee needs; team dynamics; performance; inclusion
	Adaptive leadership for diverse teams
	1.2 Cultural responsiveness and adaptability
	Theme 1: Employee-centred and culturally responsive leadership

	50
	Vrcelj, Bevanda and Bevanda (2024) – Servant leadership and employee engagement strategies
	“Considering individual employee needs through servant leadership supports long-term engagement and organisational commitment.”
	Individual needs; engagement; commitment; retention
	Sustainable employee engagement
	3.3 Innovation, productivity and retention
	Theme 3: Job satisfaction through engagement, wellbeing and development
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No. Article Main findings (focus of study) Initial code
1 |Ashta  and | Servant leadership behaviours support | SL + CA (Servant Leadership +
Stokes (2023) | intercultural business relationships through | Cultural Adaptability)
understanding and adapting to cultural
differences
2 | Canavesi and | Servant leadership enhances employee | SL + EE (Servant Leadership +
Minelli (2022) | engagement by involving employees in | Employee Engagement)
decision-making and providing support
3 [Dami et al | Servant leadership develops trust, improves | SL+T+JS (Servant Leadership
(2022) leader—employee relationships, ~ and | + Trust + Job Satisfaction)
increases employee satisfaction
4| Tennakoon Cultural intelligence and servant leadership | CI + SL + CM (Cultural
(2023) improve  trust building and  confiict | Intelligence  +  Servant
management in diverse teams Leadership ~ +  Conflict
Management)
5 | Arrigioiaei et | Effective communication strategies improve | CC (Cross-cultural
al. (2025) collaboration among  culturally  diverse | Communication)
employees
6 | Mouboua et al. | Cultural awareness training _develops | CAT + D&l (Cultural Awareness
(2024) employee competence and  supports | Training  +  Diversity ~and
diversity and inclusion Inclusion)
7 [Xia_ et al | Digital platforms enable communication, | TC (Technology-enabled
(2024) interaction, and  engagement among | Collaboration)
geographically and  culturally ~ diverse
employees
8 | Bonnell (2022) | Inclusive organisational practices promote | DEI + IC (Diversity, Equity &
diversity, equity, inclusion, and collaborative | Inclusion + Inclusive Culture)
workplace culture
9 | Serang et al. | Sustainable organisational culture improves | OC +ER (Organisational Culture
(2026) employee  retention, innovation, and | + Employee Retention)
workplace wellbeing
10 | Culture Google's organisational culture emphasises | EW + EI (Employee Wellbeing +
Partners employee  involvement, wellbeing, and | Employee Involvement)

(2024)

supportive workplace practices
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