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Abstract 

In today's world, primarily all the businesses do business in various countries and cultures. The 

only serious challenge the employees get at work is that they employ their native language 

rather than the lingua franca, i.e., English. This essay focused on how language proficiency 

affects cross-cultural organisations' human resource (HR) practices. Since all businesses 

undoubtedly function on a massive worldwide scale, language is playing a very important role 

in coping with multiculturalism. The primary purpose of this study is to find out how language 

differences and proficiency influence HR for many initiatives such as training, recruitment, 

performance appraisal and employee relations in multicultural environments. 

This study primarily relies on the mixed-methods design based on interviews and 

questionnaires of workers and HR managers employed in multinational companies. Moreover, 

the study conducted in the different industries, such as medicine companies, educational 

institutions, hospitality and manufacturing houses, is to locate the different language issues. To 

examine the effective practice implemented by HR in different organisations Qualitative as 

well as quantitative data were reviewed. 

Proficiency in the language is essential for highlighting the key results and fostering employee 

trust and cooperation. The misunderstanding, decreased morale, and lower productivity occur 

through the gap in the language. The effect of HR practices is considered to be that they provide 

the special training on language to encourage multilingualism. The stability of employees in 

the organisations, the language proficiency and the great culture play a very crucial part. 

The research interprets that language training is a necessity considered by HR managers. This 

kind of initiative not only improves the communication skills but also creates more productivity 

and great cultures. For the holistic development of the employees and organisation, a language 

enhancement is very required. These findings also improve the harmonious workplace culture 

and language. 

Keywords: Language barriers, Cross-cultural HR practices, Language proficiency, Employee, 

Workplace.  

 

INTRODUCTION 

 

Nowadays Every company depends on the various cultures and countries; they do not depend on a single area and 

region. Various companies now operate on a large scale worldwide. To operate, they hire different individuals 

from different cultures and areas due to expertise. Individuals use various languages. They use different 

communication methods. The primary difficulty that employees encounter is communicating with others; they 
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may be highly innovative and creative, but they lack a means of achieving this because of a language barrier. The 

ability to communicate in the language is one of the most difficult components. 

Moreover, the largest problem for organisations is when employees use the English language incorrectly when 

communicating with one another. This thing directly leads to miscommunication, less productivity, delays in work 

and more errors. Due to this, the employees feel very frustrated at the workplace. To solve these kinds of issues, 

HR great practices play a very important role to solve this.  

The department of HR ensures that the individuals from various backgrounds work together for the improvement 

of the organisation and themselves. They oversee recruitment, staff training, performance appraisal, and 

organisational communication. All the above practices play a significant role in extending the use of language at 

the workplace. For example, the interview and the language fluency help the employee to showcase their potential 

and influence the officer. During training sessions, employees can find it tough to understand the subject matter 

if not in a language they are used to. 

At the time of appraisals, due to a lack of actual language communication, employees face lots of challenges.  The 

main concern of this research paper is how language proficiency plays a very vital role in promoting the cross-

cultural HR practices. It impacts the language skills in recruitment, training, and development and employee 

engagement with organisations from the various backgrounds. The intention is to exhibit how HR teams play a 

significant role in checking the language, not only this but also beyond the communication that is everyday 

interactions and learnings. Actually, for holistic development, language plays and serves as the main component 

as a whole. 

After getting the clarity of a good relationship between the language and HR practices. Companies can make more 

good decisions to build the great culture and employees collectively whole as development. 

Research Objectives 

This study's main goal is to investigate the relationship between language competency and HR procedures in 

cross-cultural organisations. 

1. To investigate how language abilities affect recruitment and selection in multicultural firms. 

2. To examine the impact of language barriers on training and development of employees. 

3. To comprehend the function of language in appraisal and feedback systems. 

4. To evaluate how communication affects employee engagement and belonging in cross-cultural teams. 

Research Questions 

1. How does language ability influence hiring in multinational corporations? 

2. How do language differences affect training and development initiatives? 

3. Does proficiency in language influence performance assessments within a multicultural environment? 

4. How is employee engagement and inclusion related to language skills? 

Significance of the Study 

Academics and business professionals should take note of this research for a number of reasons.  

➢ For HR managers: It aids in creating more effective communication, training, and recruitment plans. 

➢ For workers: It promotes a deeper comprehension of the significance of language proficiency for professional 

advancement.  

➢ For businesses: It highlights how important it is to spend money on language improvement in order to boost 

productivity and collaboration.  

➢ For researchers: It advances the expanding fields of HR procedures and cross-cultural management. 

 

LITERATURE REVIEW 

 

Language proficiency is extremely crucial in influencing cross-cultural human resource (HR) practices, 

particularly in multinational corporations where workers from diverse cultural backgrounds collaborate. With the 

increase in globalization, effective communication across cultures has become more relevant now than ever 

before. 

One of the most important areas where language skills play a crucial role is recruitment. Harzing and Pudelko 

(2013) point out that applicants with more language skills, particularly English, tend to be selected for global 

positions. Firms dealing with international markets require employees with the ability to communicate effectively 

across borders. To be specific, most international companies make English language skills a basic prerequisite 

irrespective of the native language used at the workplace. 

In training and development, language differences can minimize the effectiveness of learning programs. Björkman 

and Welch (2015) note that when workers have no clear understanding of the language applied in training sessions, 

they may lose crucial information and instructions. This deficiency impacts the extent to which they can translate 

the training into their job tasks, eventually impacting organizational performance. 

Performance management is another HR activity affected by language. Providing and accepting feedback is made 

problematic by language differences, as posited by Tenzer, Terjesen, and Harzing (2017). Feedback can result in 

misunderstandings, mistakes, or even decreased motivation if it is not well understood. Effective communication 

guarantees that feedback is constructive and results in improvement. 



 
TPM Vol. 32, No. S8, 2025                  Open Access 

ISSN: 1972-6325 

https://www.tpmap.org/ 

  

1867 
 

  

Language also has an effect on employee engagement. Neeley (2012) indicates that workers who are having a 

challenge with the shared language of the workplace tend to feel left out or excluded from dialogue and decision-

making. Such exclusion can influence their morale, decrease participation, and decrease overall productivity. 

Lastly, cross-cultural communication is closely related to language skills. Henderson (2005) illustrates that 

cultural values and communication ways are quite different from one nation to another. Language skills not only 

facilitate simple communication but also enable people to comprehend the cultural ways of their co-workers. This 

allows people to have improved relationships, mutual respect, and cooperation between international teams. 

Language skills are a critical driver of HR practices including recruitment, training, performance management, 

employee engagement, and cross-cultural communication. Language training investments and hiring candidates 

with good language skills can assist firms in building a more inclusive, effective, and collaborative work culture. 

 

METHODOLOGY 

 

This study adopts a mixed-method approach, combining quantitative (survey) and qualitative (interviews) 

methods. 

Research Design 

➢ Descriptive: To describe the existing situation. 

➢ Analytical: To find the cause-and-effect relationship between language proficiency and HR outcomes. 

Sampling 

➢ Participants: HR professionals and employees from 10 multinational companies (MNCs) Pan India. 

➢ Sample Size: 75 survey respondents and 10 interview participants. 

Data Collection Methods 

➢ Surveys: Structured questionnaire with Likert-scale questions. 

➢ Interviews: Semi-structured interviews to get in-depth insights. 

Data Analysis 

➢ Quantitative data: Basic statistical methods like percentages and averages were used to analyse the data 

gathered from Google Forms questionnaires. Pie charts and bar graphs were automatically created from the 

responses, allowing for the comparison of answers to other questions and the identification of trends. For instance, 

bar graphs illustrated the differences in answers across multiple-choice questions, and a pie chart represented the 

proportion of participants who agreed or disagreed with particular claims. It was simpler to analyse the data and 

make inferences about the beliefs and experiences of the participants thanks to these visual aids. 

➢ Qualitative data: Thematic analysis of interview responses to identify common patterns. 

 

RESULTS AND DISCUSSION 

 

The survey's findings offer insightful information about language usage and how it affects communication at work. 

Of the 75 participants, 61.3% have had formal language training, and 80% communicate in English on a daily 

basis. Despite this, language barriers continue to be a problem; 65.3% of respondents have miscommunicated 

because of language difficulties, and 49.3% believe these hurdles impair their ability to communicate effectively. 

36% of respondents interact with people from different cultures regularly, and 29.3% do so every day. The vast 

majority (81.3%) agree that language skills have a considerable impact on teamwork, and 76% think that they 

have an impact on training sessions and performance reviews. 96% of respondents strongly support more language 

training programs, despite 84% believing HR provide sufficient language help. 

These results imply that even if English is widely spoken and some instruction is given, continuous language 

support is obviously necessary. In varied, multicultural businesses, improving language proficiency can promote 

better collaboration, decrease misunderstandings, and increase communication. 
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Interview Questions with Respondent Answers (Solutions) 

Q1. How important is language proficiency, especially in English, in the hiring process at your company?                                                                                                                                  

In our hiring procedure, language proficiency especially in English is crucial. It makes it easier to communicate 

with clients and staff around the world. Despite technical proficiency, inadequate communication abilities might 

be a deal-breaker.  

Q2. Have you ever encountered problems hiring people because of their language barriers?  

Yes, especially those from candidates from rural or regional areas. They may be competent, but their poor English 

communication skills force them to falter during interviews. We try to strike a balance between training 

opportunities and potential.  

Q3. How do linguistic disparities affect your organization's training and development programs?  

Some staff members struggle with technical training delivered in English. We've had to create multilingual 

materials and match learners with bilingual mentors. 

Q4. Does language ability affect performance appraisal conversations? 

Yes. Some employees misinterpret feedback, or are afraid to mention difficulties they encounter. This affects their 

development unless managers know how to deliver feedback clearly and constructively. 

Q5. Do you believe weaker language skills affect employee motivation? 

Workers with weaker language skills steer clear of team meetings or presentations. They feel left out or insecure, 

which influences motivation and morale. 

Q6. What are some of the HR practices that your company has introduced to address language barriers? 

We offer language learning training, promote local language support groups, and provide HR policy translations 

in various languages. Our induction process also has communication orientation. 

Q7. Are there any instances where language skills enabled an employee to excel? 

Yes, one team member with average technical knowledge but excellent English became a team leader because of 

their ability to communicate and coordinate with clients and peers effectively. 

Q8. Do cultural misunderstandings arise due to language issues? 

Often. Sometimes a word or phrase means one thing in one culture and something else in another. We’ve 

conducted cross-cultural awareness sessions to address this. 

Q9. What training do managers receive to handle cross-cultural language issues? 

We train in empathy, listening, and inclusive communication. Managers are asked to explain things simply and 

check for understanding. 

Q10. Any recommendations to enhance HR practices in multilingual workplaces? 

Companies should invest more in language support tools, cross-cultural communication training, and inclusive 

policy-making. Also, AI-based language translators could help bridge communication gaps. 

Implications for HR Practice 

➢ Language training program should be implemented by the organization for the best language skills of the 

employees.  

➢ During training, HR should make use of visual aids, translated information, and simplified language. 

➢ To handle performance reviews equitably, managers require cross-cultural communication training.  

➢ Businesses should respect multilingualism in order to foster a culture that is inclusive of all languages. 

 

Limitations of the Study 

➢ The study is limited to MNCs in only India. 

➢ The main focus only on the English language instead of other languages. 

➢  The sample size is relatively small and may not represent all industries. 
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Recommendations for Future Research 

➢ Extend the research to encompass more nations and sectors.  

➢ Examine how digital tools, such as AI translators, can help people who are unable to communicate in another 

language.  

➢ Examine language regulations in international remote work settings. 

 

CONCLUSION 

 

This study clearly shows that the most significant element influencing the implementation of Human Resource 

(HR) practices in multicultural and international organisations is language proficiency. As multinational 

corporations expand, they hire workers from all over the world, speaking a variety of languages and cultures. 

Although this fosters diversity and fresh perspectives, it also presents unavoidable communication issues.  

The results of the surveys and interviews show that language is more than just writing or speaking; it has a direct 

impact on hiring, training, evaluation, and employee motivation at work. Even if a candidate's technical 

proficiency is on par with others, their superior language abilities especially in English will make them more 

desirable for the position. It shows that companies place a high value on communication abilities for jobs that 

need worldwide mobility. 

When training and development material is presented in a language other than their first, the majority of employees 

struggle to understand it. This slows learning and productivity and reduces training's overall effectiveness. Similar 

to this, employees may receive lower evaluations during performance reviews if they are unable to adequately 

communicate their accomplishments because of language barriers. This is not because they performed poorly, but 

rather because of communication breakdowns.  

Motivation among employees is also greatly impacted. Team conversations sometimes exclude non-native 

speakers of the business language, which lowers motivation and morale. Once more, this necessitates more 

inclusive communication from HR departments. 

In conclusion, language proficiency is a strategic component that affects the effectiveness of HR procedures in a 

global workplace, not only a tool for communication. Businesses must invest in language training, provide 

multilingual support, and train managers in cross-cultural communication if they want to create diverse and 

productive teams. In addition to improving HR procedures, this will provide every employee a sense of worth, 

understanding, and belonging to the company. 
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