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It examines the complex challenges that HR leaders face in navigating multicultural
organizational landscapes, especially in the digital environment, and proposes a
model that enhances leadership effectiveness through the use of social
communication tools, adaptive management approaches and the transformation of
the role of an HR leader in a globalized business environment, with an emphasis on
the cross-cultural context. Special attention is paid to mechanisms for overcoming
communication barriers and the formation of an organizational culture aimed at
inclusiveness and mutual respect. The results of the study demonstrate the potential
of social communication technologies for developing leadership qualities of HR
managers and increasing the effectiveness of personnel management in international
companies.
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VY il cTaTTi JOCHIIKY€EThCS KOHIEMNIIS MIKKYJIBTYPHOTIO JiifiepcTBa y cepi
YIpaBJIiHHS TEPCOHAJIOM 3a JOMOMOTOI0 COIiaJbHO-KOMYHIKAIIIMHUX TEXHOJIOT1H
SK CTpaTErivHoOro miaXo 1y 10 KOMyHIiKaliiHoro npoiecy. Bona posrisigae ckiaaHi
npo0iemMu, 3 SKUMU CTHKAIOThCS KEPIBHUKHM BIAJLIIB YHPABIIHHS [EPCOHAIIOM,
OpIEHTYIOUUCH y MYJbTUKYJIbTYPHHX OpTraHizalliiHuxX JaHamadTax, ocoOJMBO B
nuppoBOMY cepeloBHIlll, Ta MPOMOHYE MOJIENb, sKa MiABUINYE €()EKTUBHICTDH
JiepcTBa 3a JOTMOMOIOK 1HCTPYMEHTIB COIQIbHOI KOMYHIKAIli, KyJbTypHOTO
IHTEJIEKTY Ta aJIallTUBHUX YIPABIIHCHKUX M1AXOIIB.

VY cydacniil rnmo0ani3oBaHiii €KOHOMIIl OpraHi3allii MpamoTh y PI3HUX
KyJIbTYPHUX KOHTEKCTaX, 110 BUMArae JiIepCTBa, sIKE MOXKE MOJ0JIaTH KYyJIbTYpHI
pO301KHOCTI Ta CHpUATH e(exTuBHIM KoMyHikamii. TpaauuiHi  cTHII
aJIMIHICTPATUBHOI KOMYHIKAIIi1 paJsHChKOI €TI0XH, 10 XapaKTePU3YIOThCSI BUCOKUM
KOHTEKCTOM Ta 1€papXiuHOI0 JKOPCTKICTIO, TOCTYOBO 3aMIHIOIOTHCS B YKPAiHCHKUX
oprasizauisix OUTbII BIAKPUTHUMH, MPO30PUMHU Ta TOPU3OHTAIILHUMH MIAXOAAMHU.

[Ipote 3amumkyu KOMyHiKallii 3 BUCOKMM KOHTEKCTOM, J¢ HepopMmanbHI KaHAIH Ta



OCOOMCTI CTOCYHKH 3aJIMIIAIOTHCS LEHTPAIbHUMU, MPOAOBKYIOTH (HOpMyBaTH
BHYTpIIIHIO AUHaAMIKY. Lle cepenoBuilie BUMarae y10CKOHaJIECHOI MOJIEI1 JIiIepCTBa
y cdepi ynpaBliHHS [IEPCOHATIOM, SIKa CUHTE3Y€ TPaIulliiiHI KyJIbTypHI HOPMH 13
3aX1IHUMHU CTaHJApTaMH IIPO30POCTI Ta CXITHUMH MOJACISIMH KOMYHIKaIlii,
3aCHOBAaHMMH Ha eMIMaTii.

Takox y ctaTrTi gochimkyeTbes Tpanchopmartis pomi HR-migepa B ymoBax
r7100a1130BaHOr0 O13HEC-CEPEIOBHUINA, 3 AKIIEHTOM Ha KPOC-KYJIbTYPHHUN KOHTEKCT.
OOTpyHTOBY€ETBCSI  HEOOXITHICTh  3aCTOCYBAHHS  COIlaIbHO-KOMYHIKAIIMHIX
TEXHOJIOT1H K THCTPYMEHTY MOOYI0BU €(DEKTUBHOIO KOMYHIKAIIHHOTO MPOIIECY B
MDKHApOJHUX  KOJIEKTHMBAaX.  3alpONOHOBAHO  MOJEIb  KOMYHIKALIMHOIO
IHKUHIPUHTY, 1[I0 T[O€AHY€E CTpAaTE€TIyHE MPOEKTYBaHHA KOMYHIKAI[lHHUX
MOBIJIOMJICHb, aHaJI3 KYJIbTYpPHHUX JETEPMIHAHT CHPUUHATTA 1H(oOpMaIi Ta
BIIPOBA/DKCHHS 1M(POBUX pIIIEHb JUJI OpraHi3aimii CoOIaJbHOI B3a€EMOJII.
OcoOnuBa yBara npujijieHa MeXaHi3MaM OJI0JIaHHs KOMYHIKalIiHUX Oap'epiB Ta
dbopMyBaHHIO OpraHi3aliiHOl KyJIbTypH, CIPSMOBAHOI Ha I1HKIIO3UBHICTH 1
B3aeMoroBary. Pe3ynpTaTé HOCHIIKEHHSI JEMOHCTPYIOTh NMOTEHIa] COLIaJIbHO-
KOMYHIKAI[IHHUX TEXHOJIOT1M IJisi PO3BUTKY JiAepcbkux sikocteil HR-menemkepin
Ta TIJBUILIEHHA €(QEKTUBHOCTI YOPABIIHHSA MEPCOHAIOM Y MIDKHAPOJHMX
KOMIMaH1sX.

KurouoBi ciaoBa: HR-migepcTBo, Kpoc-KyJIbTypHE CEpPEIOBHIIE, COLIATBHO-
KOMYHIKAIlIi{HI ~ TEXHOJIOTii, = KOMYHIKALlIfHUI  mpolec,  KOMyHIKalliiiHe

MTOBIJIOMJICHHS, COIlIaJIbHA B3aEMOIisl, YIIPABIIHHS ITEPCOHATIOM.

Problem statement. In today's globalized world, effective organizational
communication is a critical management resource that ensures the competitiveness,
innovation and sustainability of organizations. For Ukraine, which is on the path of
Euro-Atlantic integration and deep internal transformations, the issue of building
professional communication systems is particularly relevant. The problem is that the
Ukrainian practice of organizational communication is formed under the influence

of two different paradigms: the Soviet command-administrative heritage and modern



Western management trends. This creates a unique hybrid model, the study of which
Is important for the further development of management theory and practice in
Ukraine, as well as for the successful integration of Ukrainian business into the
international space.

Analysis of recent research and publications.

The issue of cross-cultural leadership and communication management in
organizations is the subject of intensive study by both domestic and foreign scholars.
Recent research can be conditionally divided into several key areas that form the
theoretical basis for this study.

The first area is related to the study of cross-cultural aspects of personnel
management and leadership. The works of Hofstede G., Hofstede G.J., Minkov M.
[1] remain fundamental for understanding the influence of cultural dimensions
(individualism/collectivism, power distance, uncertainty avoidance, etc.) on
management practices and employee expectations. In the context of Ukraine, the
studies of Andrienko O. [2] and Kogan M. [3] systematize classical theories of
managerial communication, adapting them to the specifics of the domestic business
environment, which is formed under the influence of both European and post-Soviet
practices. These works emphasize the hybrid nature of Ukrainian management,
combining hierarchy with a desire for openness.

The second direction focuses on the role of communication and social
communication technologies in HR. Modern studies, such as the works of
Sivertzen A., Nilsen E., Olafsen A. [4] on the relationship between employer
branding and organizational identity, as well as Phillips P., Phillips J., Pulliam L. [5]
on measuring ROI in corporate communications, prove that communication is
viewed as a strategic investment resource, not as a cost. In Ukrainian scientific
discourse, this trend is confirmed by works devoted to communication barriers
(Sereda N.) and the development of communicative culture (Lytvynenko V.,
Kostyuk O.) [6, 7, 8]. In particular, Mykhaylova G. [9]analyzes the organizational
and technological aspects of communication management, which is an important

prerequisite for the concept of «process engineering.



The third direction concerns directly the engineering and design of
communication processes. The concept of communication as an engineering
discipline that requires clear design, modeling, and optimization is reflected in
project management standards (e.g., PMBOK Guide, section on communications
management), as well as in works on corporate social responsibility and stakeholder
engagement (Freeman R.) [10]. Modern research in the field of digital
communications (Litvin O.; Shevchenko 1.) focuses on the integration of artificial
intelligence, data analytics, and automated systems for personalizing
communication messages and managing communication flows in real time [11, 12].

Highlighting previously unresolved parts of the overall problem. The
unfinished parts of the general problem, which this article focuses on, are as follows:
insufficient development of comprehensive models that would integrate classical
theories of cross-cultural management with modern methods of engineering
communication processes using social communication technologies. EXxisting
models often consider these aspects in isolation; uncertainty of criteria for the
effectiveness of the use of social communication technologies in the cross-cultural
HR context. It is necessary to clarify which metrics (KPI) best reflect the success of
communication engineering in conditions of cultural diversity; insufficient number
of empirical studies confirming the effectiveness of specific communication
engineering tools (for example, algorithms for analyzing the cultural context of
messages, digital platforms for building dialogue in intercultural teams) in Ukrainian
and Eastern European realities.

Thus, previous studies have created a solid theoretical foundation, but the
problem of systematically implementing social and communication technologies
into the process of designing and managing cross-cultural communication in HR
remains unresolved, which determines the scientific novelty and relevance of this
study.

Formation of the objectives of the article (task statement). The purpose of
the article is the need to determine a conceptual model for designing communication

processes for intercultural HR leadership based on the implementation of social and



communication technologies. To achieve this goal, it is necessary to solve the
following tasks: to systematize theoretical and methodological approaches to
understanding intercultural HR leadership and social and communication
technologies as its tools; to investigate the features and problems of the
communication process in the intercultural environment of international
organizations and identify key points for its optimization. To propose criteria and
indicators (KPI) for assessing the effectiveness of implementing the communication
process design model, such as the level of employee involvement, the speed of
information dissemination, the quality of feedback and the cultural competence
index.

Summary of the main research material. Ukrainian communications have
adapted during the war: digital platforms have become not only a source of
information, but also a tool for collecting evidence to bring perpetrators to justice.
The «e-Enemy» application allows citizens to send messages with geolocation and
verification, which greatly helps document war crimes. Modern HR leadership in
the context of globalization ceases to be an administrative function and turns into a
strategic center for talent management and organizational culture on a corporate
scale. The effectiveness of such leadership directly depends on the ability to build
bridges between different cultural paradigms. As Hofstede G., Hofstede G.J.,
Minkov M. point out, cultural dimensions such as power distance,
individualism/collectivism, uncertainty avoidance and long-term orientation deeply
influence employees' expectations of leadership, motivation and communication [1].
For example, in cultures with high power distance (typical for many Asian and CIS
countries, including Ukraine) a clear hierarchy and directive leadership style are
expected, while in cultures with low power distance (Northern Europe, USA) the
desire for equality and consultative style prevails.

The Ukrainian context, as Andrienko O. notes, is hybrid: historical heritage
forms a high level of hierarchy and centralization, while European integration
aspirations and the development of international business stimulate the transition to

more open and horizontal models [2]. This duality creates a unique challenge for the



HR leader, who must simultaneously respect traditional ideas about power and
gradually implement practices aimed at expanding employee participation and
initiative.

To understand communication process engineering as the systematic design,
implementation, monitoring and correction of information flows in order to achieve
specific business results. In a cross-cultural context, this process requires
overcoming not only language, but also semantic and cultural barriers [6]. This is
where social communication technologies become a key mechanism.

Our engineering model includes four interconnected phases, each of which
has specialized tools:

Analysis & Design Phase: At this stage, an audit of the team's cultural profile
and an analysis of information needs are carried out. Tools: analytical platforms (e.g.
Google Analytics, Tableau for data visualization), surveys (SurveyMonkey, Google
Forms) and employee sentiment analysis systems (eNPS platforms, Al-based text
analytics for analyzing open-ended responses taking into account the cultural
context) [5, 12].

Encoding & Adaptation: Transforming the key message into formats that are
understandable to different cultural audiences. Tools: Automated translation and
localization systems (Smartcat, Phrase), plugins for checking cultural correctness of
texts, and tools for creating visual content (Canva, Adobe Express), since
visualization is often a more universal carrier of meaning than text [11].

Multi-Channel Distribution: Delivering the adapted message through optimal
channels: for formal communication: Intranet portals (Jive, SharePoint), corporate
messengers (Slack, Microsoft Teams); for informal communication and relationship
building: Social networks (Workplace by Meta, Yammer), platforms for virtual team
events (Gatheround, Donut for informal acquaintances) [4].

The choice of channel should take into account cultural preferences. For
cultures with high-context communication (China, Arab countries), video meetings
and in-person meetings may be more effective, while for low-context cultures

(Germany, USA) detailed text instructions and email may be more effective.



Feedback & Measurement Phase: A key phase for closing the loop and

continuously improving the process. Tools: the aforementioned survey systems,

engagement analytics (e.g., clickthrough rate (CTR) on internal ads, activity in

discussions), as well as digital feedback panels and A/B testing of different message

formats for different audiences [5].

Thus, Fig. 1 presents a logical flow from the higher goal (HR leadership)

through the central process (communication engineering) to specific tools

(technologies) and final results.
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Thus, Fig. 1. represents a logical flow from the higher goal (HR leadership)
through the central process (communication engineering) to specific tools
(technologies) and final results. This scheme clearly demonstrates that cross-cultural
leadership is not just personal qualities, but a structured process (engineering) that
can be built, measured and improved with the help of modern technologies.

Implementing this model requires the HR leader to play the role of an architect
of communication processes, not an administrator. For example, launching a new
corporate project in an international team should include: creating a communication
matrix that defines who receives what information, when, through which channel
and in what format for each cultural group; using video instructions with subtitles in
different languages instead of long text documents.

Creating separate chat rooms in Slack for informal discussion of the project,
which helps reduce the power distance. Regularly conducting short online surveys
to quickly collect feedback and identify misunderstandings. Effectiveness is
assessed using a combination of quantitative and qualitative KPlIs:

Quantitative: time between sending a message and its reading by the entire
target audience; level of engagement (likes, comments, reactions); eNPS index;
percentage of key indicator implementation after communication campaigns.

Quialitative: Results of focus groups, in-depth interviews, analysis of cases of
successful/unsuccessful implementation of solutions in different branches.

Thus, the proposed model of communication process engineering based on
social communication technologies allows transforming cross-cultural
communication from a source of risks into a strategic resource of HR leadership. It
provides a systematic approach to creating an inclusive environment where every
employee, regardless of cultural background, has the opportunity to be heard,
understood, and involved in achieving common goals.

Conclusions. The conducted research allows us to formulate the following
conclusions, that cross-cultural HR leadership in modern conditions requires a
transition from reactive communication management to proactive design. The

proposed model of communication process engineering, which includes the phases



of design, coding, translation and evaluation, provides HR professionals with a
systemic tool for overcoming cultural barriers and forming an inclusive
environment. Social communication technologies act as a critical energizing
component of this model, and not just an automation tool. The effectiveness of the
entire communication cycle directly depends on the correct choice of technologies
(digital collaboration platforms, analytics tools, feedback systems) taking into
account the cultural characteristics of the audience. The Ukrainian context is
characterized by hybridity, combining high-contextuality, hierarchy with the desire
for European standards of openness and transparency. This requires the HR leader
to have increased communicative sensitivity and the ability to adapt global practices
to local realities, using technology to gradually change organizational culture. The
effectiveness of communication process engineering can and should be measured.
The combination of quantitative (speed of information dissemination, level of
involvement, eNPS) and qualitative (in-depth interviews, case analysis) KPIs allows
you to get a comprehensive picture and adjust the strategy in a timely manner.

The authors sees prospects for further research in the following areas:

in-depth study of the impact of artificial intelligence (Al) on cross-cultural
communication. Research on the capabilities of Al for real-time analysis of the
cultural context of messages, automated content adaptation, and detection of micro-
conflicts in intercultural teams before they escalate;

development of detailed practical cases and generalization of best practices of
implementing the communication process engineering model in specific sectors of
the Ukrainian economy (IT, agricultural sector, logistics), which have a high share
of international interaction;

research of communication strategies during deep organizational changes
(M&A, relocation, business model transformation) precisely in a cross-cultural
environment, with an emphasis on the role of technology in overcoming resistance
and maintaining trust;

analysis of the ethical aspects of the use of social and communication

technologies, in particular the issues of personal data protection, manipulation of



public opinion within the team and the risks of digital inequality among employees
with different levels of technological competence.

Thus, the presented work does not close the issue, but opens up new directions
for scientific research, the relevance of which will only grow in the context of

deepening globalization processes and digitalization of society.
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