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The article addresses the pressing issue of managing intellectual capital within cross-cultural enterprises,
highlighting the growing significance of this topic in the context of globalization, organizational
transformation, and increasing cultural diversity in the workplace. The study focuses specifically on
enterprises with multinational staff operating within a single country, where employees of diverse
cultural backgrounds, value systems, mentalities, and communication styles interact on a daily basis.
The research emphasizes that effective management in such settings requires a deep understanding
of cultural differences and the implementation of adaptive intellectual capital management strategies
aimed at maximizing employee potential. A comparative analysis of multinational corporations and
organizations with multinational personnel is conducted to reveal their structural, functional, and
managerial differences. Drawing on recent studies by both foreign and Ukrainian scholars, the article
outlines the main challenges associated with the development and utilization of intellectual capital in
multicultural environments, such as the necessity to foster cultural intelligence, incorporate cultural
values into motivational frameworks, build a psychologically safe workplace climate, and overcome
communication barriers in decision-making processes. Special attention is paid to practical human
resource management aspects in multicultural teams, including interaction with international clients and
partners, maintaining a balance between national traditions and corporate identity, and the strategic
role of top management in promoting a tolerant and inclusive organizational environment. Based on
the analysis, the author proposes a set of approaches that integrate cultural intelligence, adaptive
behavior, and innovation-driven intellectual capital management. These approaches are presented as
critical tools to enhance the operational efficiency and global competitiveness of enterprises functioning
in cross-cultural settings. The article will be of interest to scholars of cross-cultural management as well
as to practitioners working in culturally diverse organizations across different economic sectors.
Keywords: intellectual capital, cross-cultural management, multinational staff, cultural intelligence,
intercultural interaction.

Y cmammi po3esisiHymo akmya/ibHi acriekmu yrpas/iiHHs iHmesiekmyasibHUM KarimasioMm y Kpoc-
Ky/ZIbmypHOMY cepedosulyj, WO 3yMOB/IEHO MOCU/IeHHSIM rpoyecis 2a06anizayjii, mpaHcghopmayieto
mooeneli opaaHizayitiHo2o po3sUMKy ma HeobXIOHICMIo adarmayil MEHEOXMEHMY 00 My IbMUKY/Ib-
MypHO20 KOHMeKcmy. Y yeHmpi ysazu — niornpuemcmsa 3 My/ibMUHaYiOHa/IbHUM EPCOHa/IOM, WO
ditomb y Mexax OOHIET KpaiHu, 00HaK Maromb NPeoCMAasHUKI8 PIHUX Ky/lbmyp, 3 81aCHUMU MeH-
ma/ibHUMU ycmaHoBKaMu, mpaouyisimu, KOMyHIkayiiHUMU cmu/isiMu ma rmosediHKoBUMU HOpMamu.
JlosedeHo, wo echekmusHe yrpassiHHs makuM nepcoHasom nompedye 1uboKo20 Po3yMiHHS 0COo-
6ausocmel Ky/lbmypHOI Pi3HOMaHImHOCMI, @ MaKoX PO3POBKU adanmusHUX cmpameaill yrpas/liHHs
IHMesIekmyasIbHUM Karimasiom, siki 3abesreyyroms MakcuMaslbHy peasizayiro momeHyiasy npayisHu-
KiB. Y npoyeci 00C/iOXeHHsI MPOBEOeHO MOPIBHS/IbHUL aHasli3 mpaHCHaUioHa/IbHUX Kopriopayit ma
opaaHisayili i3 My/ibmuHayioHasIbHUM WMAmoM, BUOKPEM/IEHO IX CMpPYKMYPHI, hyHKUIOHa/IbHI ma
yripassiHCbKi BIOMIHHOCMI. Ha 0CHOBI aHasi3y Cy4acHUx 00C/TiOXeHb 3apyBiKHUX i YKPAIHCHKUX BYEHUX
00rpyHMOBAHO K/THOHOBI MPOB/IEMU hOPMYBaHHS, PO3BUMKY Ma BUKOPUCMAHHS! IHME/IeKMya/lbHo20
Karimasy y My/IbmuKy/IbmypHOMY Cepedosulyi, 30KpemMa; HeOOXIOHICMb PO3BUMKY Ky/TbMypHO20
iHMesiekmy, BpaxysaHHs MeHmasiimemy npu ¢hopMysaHHi MomusayitiHoI NMoslimuKu, Bax/usicme
CMBOPEHHSI CPUSIM/IUBO20 MICUXO/I021HHO20 K/liMamy, rnooos1aHHs MKy IbmypHUX 6ap’epis y Komy-
Hikayii ma crisisHoMy npuliHImmi pilueHb. YBacy makox npuoi/ieHo npakmu4HUM acriekmanm yrpas-
JiHHS1 IEPCOHA/IOM Y KPOC-Ky/IbMYPHUX KOMaHoax: 83aEMOOIi 3 KAIEHMamu ma fnapmHepamu 3 iHWUx
KpaiH, 3a6e3ne4eHHI0 6a/s1aHCy MK HayjoHasIbHUMU MpaouyisiMu i KOpriopamusHUMU YIHHOCMSIMU,
POsIi MornMeHeXMeHMY 8 MomMpPUMaHHi Mmo/IepaHMHO20 ma iHK/TII03UBHO20 cepedosuwja. Y niocyMKy
3anporoHOBaHO KOMII/IEKC MioX00iB, OpiEHMOBAaHUX Ha iHMezpauito Ky/ibmypHo20 iHmesiekmy, adari-
MUBHOI OpaaHi3ayitiHoi MosediHKU ma IHHOBayIlHO20 yrpas/iHHSI IHmesieKmyasibHUM Karimasiom siK
3aco6y MioBUWEHHS e(heKmUBHOCMI Ma KOHKYPEHMOCTPOMOXHOCMI MONpUEMCMB y 2/100a/1bHOMY
rpocmopi. Cmammsi Moxe 6ymu KOPUCHOIO SIK 07151 HayKOoBUiB, W0 OOC/TIOXYMmb NUMAHHS Kpoc-
Ky/IbIMypHO20 MEHEOXMEHMY, mak | 07151 MPaKMUKIB, sIKi Mpayroroms Y My/IbmUKy/ibmypHOMY 6i3Hec-
cepedosuLyj.

KntovoBi cnoBa: iHmesiekmyasibHuli Karimas, kKpoc-Ky/ibmypHe Yrpas/iiHHSI, My/lbmuHayioHa/IbHUl
repcoHa, KyabmypHUl IHMeeKMm, MiXXKY/IbmypHa 83aEMOOiS1.

Formulation of the problem. In today's globalised
and internationalised business environment, effective
intellectual capital management is becoming
increasingly important, especially in companies with
a cross-cultural environment. Intellectual capital is the
combination of knowledge, skills, innovative potential,
organisational culture and social capital, which plays
a key role in creating added value and ensuring
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the competitiveness of companies. At the same
time, a cross-cultural environment complicates the
processes of managing this capital due to differences
in mentality, values, communication styles, and
approaches to decision-making. In practice, many
companies face difficulties in integrating different
cultural models into a single knowledge and innovation
management system. Insufficient adaptation to

KYX




BUNYCK 3(18) 2025

cultural differences can lead to a loss of intellectual
potential, reduced staff motivation, conflicts within
teams, and inefficient use of resources. At the
same time, scientific research on the formation and
implementation of intellectual capital management
mechanisms in a cross-cultural context remains
limited, and existing approaches need further
adaptation to a multicultural environment.

Therefore, there is a scientific and practical problem
of the need to develop and implement effective
management strategies that take into account cultural
diversity and ensure the optimal use of intellectual
capital in cross-cultural enterprises. The relevance of
this issue necessitates a comprehensive study of the
peculiarities of intellectual capital management in a
multicultural business environment and the search for
adaptive models for its development

Analysis of recent achievements and
publications. In the modern scientific literature,
there is a growing interest in studying the
problems of intellectual capital management
in the context of a cross-cultural environment,
which is due to globalisation processes and the
growing multiculturalism of organisations. Foreign
researchers (Gupta, Massa, Azzopardi, 2016;
Nosratabadi et al., 2020) focus on the importance
of cultural intelligence of leaders and organisational
culture as factors in the effective use of intellectual
capital. Their works indicate that cultural sensitivity,
trust and intercultural communication contribute to
the effectiveness of teamwork, knowledge sharing
and innovation. At the same time, in the Ukrainian
scientific space, the relevance of the topic is reflected
in the works of Hryhoruk, Khaustova, Lentjushenkova
and others, who study the peculiarities of human
and structural capital development in the context of
digitalisation and intercultural interaction. However,
despite the existence of certain developments, the
issue of intellectual capital management in cross-
cultural enterprises has not yet been sufficiently
studied. Particular attention should be paid to the
development of adaptive approaches that take
into account the specifics of the multicultural
environment, interpersonal interaction and
organisational behaviour in such structures.

The purpose of the research is to identify the
features of intellectual capital management in
cross-cultural enterprises and substantiate practical
approaches to improving its efficiency, taking
into account cultural diversity, in order to create
a favourable environment for the preservation,
development and realisation of the intellectual
potential of employees in multicultural organisations.

Presentation of the main material. The presence
of representatives of different nationalities in an
organisation has a positive impact on its functioning
due to the introduction of new experience and
knowledge from the carriers of another culture, as
well as the expansion of professional opportunities.
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However, it should be noted that a multinational
company (corporation) (MNC) and an organisation
with multinational staff are not identical.

Australian researchers in the field of human
resource management Dowling P. J., Welch D. E.
[5] define a multinational organisation as a firm that
carries out and controls business operations within
several foreign countries.

The form, structure and organisational features of
different kinds of multinational companies can have
quite a strong variation and be different from each
other. However, it is possible to identify the following
principles that underlie most MNCs and which, in
turn, distinguish this form of international business
organisation from other forms of multinational activity:

— orientation towards corporate integrity, which is
based on the notion of shareholding;

— striving to achieve the same strategic goals for
the different companies of a given MNC, as well as
the realisation of joint strategic objectives;

— a single management vertical (with varying
degrees of rigidity), as well as a single centre of
control in the form of a holding company, a bank or a
group of companies interconnected with each other;

— the open-ended nature of MNCs.

Multinational corporations (MNCs) are firms that
participate in some form of international business
in order to maximise global welfare.34 Their main
characteristics are universalisation, blurring of
national boundaries, openness, increasing number of
factors in international relations, increasing complexity
of their functions, and decreasing role of traditional
policy actors. Thus, we conclude that multinational
companies are the main participants of international
activities, operate in international markets, have
production units (subsidiaries) in different countries,
with activities in the external market being a higher
priority than in the domestic market, and carry out
their activities on a global scale, in a heterogeneous
country environment.

Now let us consider a slightly different category of
organisations related to internationality — a company
with multinational staff.

For the purposes of this study, let us give
the following definition of an organisation with
a multinational workforce. An organisation with
multinational staff is an organisation created as a
result of globalisation economic processes, aimed at
organisational unity, functioning on the territory of the
state to implement strategic goals, consisting of staff
of different nationalities (representatives from near
and far abroad). The specificity of these organisations
consists in the presence of employees significantly
different from the local staff. These are differences
that have arisen in the process of internationalisation:
cultural, linguistic, legal, economic, etc.), manifested
in all aspects of human resource management.
A comparison of multinational corporations and
organisations with multinational staff is shown in Table 1.
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Table 1

Comparison of multinational corporations and organisations with a multinational workforce

Criteria

Multinational Corporation (MNC)

Organisation with multinational staff

location of the company

Peculiarities of geographical | Globalisation merged national companies
operating in different countries

Organisation operating within the national
market

Purpose of business
p on a global scale

Maximising shareholder wealth

Does not differ significantly
from the objectives of a similar
organisation without foreign employees

Location of subsidiaries

Acr ntri
and branches cross countries

Within national borders

Scope of business

International, producing a global product

National, production
and sale of the product both
within the country and for export

Legal units linked to parent company, staff are

Legal units, staff — nationals, as well as

Staffing nationals of the host country («headquarters», |representatives of near and far abroad
expatriates, third-country nationals) countries.
Human resource management functions in distinctive features in human resource management

organisations with a multinational workforce are
subject to increased demands, the reasons for which,
according to Armstrong M., are as follows.

Firstly, the complexity of managing a
heterogeneous staff; secondly, the presence of
distinctive cultural qualities; thirdly, possible problems
in managing the interaction between people in
personal contacts; fourthly, to solve complex
problems, it is necessary to involve personnel of
higher qualification. To maintain competitiveness, it is
advisable for an organisation to have staff with global
competence.

Anumber of authors in their studies (Dowling P. [3],
Schuler R. [4], Harvey M. [5]) highlight the following

of a company with multinational staff:

1. Increased complexity of existing functions in the
field of human resource management;

2. increased probability of problems and liabilities;

3. high dependence on external factors.

Dowling P., [3] points out that there are certain
differences in personnel management at the national
and international levels, which have five interrelated
elements: the area of functioning of the organisation,
cultural environment, level of trust in the countries
of presence, interaction between top managers,
complex functional structure.

Torrinngton D. [4] identifies distinctive features of
international personnel management, presented in Fig. 1.

remuneration (taking into
account specific
requirements and fringe
benefits of local and
foreign employees)

culture (need to
take into account

counselling (need for
specialised
knowledge when
managing
a multinational team)

international
personnel
management

communications
(maintaining an |
optimal level of ¥

Peculiarities of

the significant
differences
between cultures)

B staff
cosmopolitanism

interaction
between foreign

co-ordination
(establishing

formal and training in a
and local staff) informal multicultural
methods environment)

of co-operation

competence (staff
development and

Fig. 1. Features of international personnel management
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We believe that an organisation with multinational
personnel has a number of features, among which we
have identified the specifics of employees, interaction
features, managerial features, labour relations,
decision-making, features of partners and customers.
The attributes of an organisation with multinational
staff are presented in Table 2.

When managing a company with a multinational
workforce, top managers face the influence of
various factors (political, economic, national) on the
performance of business processes.

The influence of these factors can be manifested
as follows:

— political — stability/instability of the state
authorities of the employee's country; types of
government regimes, etc.);

— economic — rates of inflation and economic
development, purchasing power, per capita income in
the employee's country;

— national(religion, traditions, customs, acceptable
behavioural norms). Moreover, the influence of these
factors creates not only certain difficulties, but also
additional favourable opportunities. Difficulties are
related to the difficulties in managing a heterogeneous
national and cultural composition of the team,
speaking different languages. Opportunities are
generally related to the diversity of political, financial
and cultural factors.

As the boundaries of managerial influence expand,
it becomes necessary to study the peculiarities of

interaction with representatives of diverse cultures.
Thus, a classical organisation, making a decision
to hire foreign workers and thus acquiring the status
of an organisation with multinational staff, faces, on
the one hand, certain risks, but, on the other hand,
receives anumber of opportunities for its development.
Compliance with certain rules and principles will allow
the company to increase its competitiveness in the
market and significantly improve its performance.
Conclusions. As a result of the study, it has
been found that effective management of intellectual
capital in cross-cultural enterprises is a complex
and multidimensional process that requires taking
into account the specifics of intercultural interaction,
personnel characteristics, organisational structure
and external influences. Differences in mentality,
values, communication models and approaches to
management inherent in representatives of different
nationalities have a direct impact on all aspects of
an organisation's activities. At the same time, as
the analysis shows, such diversity can become a
source of innovation, new knowledge and competitive
advantages, provided that management strategies
are properly adapted to the multicultural environment.
The article pays special attention to the differences
between multinational corporations and organisations
with multinational staff, which allows for a deeper
understanding of the nature of interaction in teams with
representatives of different cultures. It is determined
that intellectual capital management in the context of

Table 2

Characteristics of an organisation with multinational staff

Trait Characteristic feature
Multinationality.
Employee In an organisation with multinational staff, representatives of different countries, with different mentality,
specifics ethnic composition, attitude to life, work, employer, discipline, tasks, etc. are working in the organisation.
Employees from near and far abroad countries often have different qualification levels.
It is important for personnel to know and take into account the communicative characteristics of
Interaction representatives of different nationalities, which will allow them to respond adequately to each other in
specifics order to avoid conflict situations. Business communication is ensured by social distance, which can be
different for representatives of different cultures.
Management of a multinational team should be based on the principle of mutual respect, taking into
Management account the peculia.rities of thg mentality of an employee of another nqtional culture. Personnel policy
specifics shquld f(_)cus on national traditions anq peculiarities. Managers of multl_natlonal organisations should
actively implement personnel mechanisms that promote optimal inclusion of representatives of other
cultures in the work of the team.
Taking into account the specific attitudes to work of employees of different nationalities. This is
necessary for organising joint work and is part of employee motivation. Representatives of different
Labour cultures have significantly different attitudes towards the organisation and loyalty to it. Identification of
relations this attitude will help to understand the reliability and loyalty of the employee. Many factors influence the
formation and preservation of personnel loyalty, such as work incentives, psychological climate, solving
personnel problems, wages, safety and security of employees, team spirit, corporate culture and others.
Decisi The effectiveness of a company with a multinational workforce depends on how clearly its employees
ecision S b= U - H
- understand the essence of teamwork. Management decision-making in multinational organisations
making e S A
should be based on the principle of joint participation.
Partner Interaction with clients and partners from other countries (cultures). Interaction with foreign partners
and customer | and customers is built not only for commercial purposes, but also on the basis of cross-country friendly
specifics relations.
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cross-culturalism should take into account not only the
basic functions of HRM, but also such factors as the
level of cultural intelligence of managers, the degree
of trust in the team, the peculiarities of motivation,
adaptation and interpersonal communication of
employees. The generalisation of international and
Ukrainian experience has shown that management
approaches to the formation, development and use
of intellectual capital should be adaptive and flexible.
In particular, in order to improve the efficiency of
intellectual capital management in cross-cultural
organisations, it is advisable to introduce practices
of intercultural training, formation of a single
corporate culture, institutional support for foreign
employees and development of models of joint
decision-making.

Thus, the results of the study demonstrate the
importance of further development of integrated
intellectual capital management strategies that
combine approaches to cross-cultural management,
human resource development and innovation. Such
strategies should be based on the principles of cultural
respect, flexibility, dialogue and effective interaction
in a heterogeneous environment, which, in turn, will
contribute to the formation of stable and competitive
enterprises in the international market.
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