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Abstract. The workplace is becoming increasingly culturally diverse, the ability and skill to effectively
function in intercultural contexts is a necessity for most contemporary employees. Cultural intelligence
highlights the reason why certain individuals could adapt and perform more productively than others. It
has been growingly discussed in the business area and noticed in the field of ethnic identity and cultural
conflicts. However, there is rare finding about cultural intelligence in the disability-involved work
environments. Purpose. This present study aims to investigate cultural intelligence of employees from
disability inclusive organizations in Russia, and its significantly positive influence for individual perceived
inclusion and trust in colleagues in the workplace. Method. A 26-item questionnaire (including Cultural
Intelligence Scale, Affective Trust Scale, and Work Social Inclusion Scale) was managed with a sample
size of 153 employees (48 employees with physical disabilities; 105 cooperative able-bodied colleagues).
The data obtained was analyzed using descriptive analysis via SPSS 26.0 and a Structural Equation
Model analysis via AMOS 26.0. Findings. Motivational and behavioral cultural intelligence were found
to significantly foster individual perceived inclusion in disability-inclusive environment. Additionally,
individual perceived inclusion was indicated to significantly facilitate their trust in colleagues. Research
implications. This present paper sheds light on cultural intelligence as a new solution for interactive
effectiveness in disability-inclusive work contexts.

Keywords: cultural intelligence, perceived inclusion, trust in colleagues, disability-inclusive work
environment, confirmatory factor analysis.

Introduction

As the anthropologist Robert Murphy wrote in his book The Silent Body, the body is not a thing,
it is a situation, it is a social identity, and the disabled community is not isolated from society, nor
is it fully integrated into society (Murphy, 1995). Employees with disabilities in the workplace are
also faced with identity and delicate situation, whether it is social identity or cultural identity, they
are different from non-disabled groups, they are absorbed into the workplace, but they are often not
fully integrated, and the interaction with non-disabled colleagues or superiors is often ineffective.
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Employees with disabilities in the work environment seem to be blurred, rarely mentioned their
work ability, occupational personality characteristics, career development, work-related cognition,
emotion and behavior, and the relationship between colleagues and the work environment are rel-
atively isolated.

With growing workforce diversity and inclusive hiring, people with disabilities (PWD) have
been considered as the worldwide largest minority and one of the most undervalued potential work-
forces. More and more employers and managers consider hiring and retaining PWD. It has report-
ed various advantages of hiring PWD, such as financial profits, improved retention and reducing
turnover, great company image, competitive benefits, innovation skills, employee loyalty, reliability,
punctuality and so on (Lindsay et al., 2018).

Whereas, from the perspective of cultural model, disability is considered as the diversity and
different culture (Michalko, 2002; Snyder, Mitchell, 2006; Titchkosky, 2007). One of the most recog-
nized definitions of culture considers it as “the collective programming of the mind that differenti-
ates members of one category or group from people of another” (Hofstede, 2001; Hofstede, 1980).
Building on it culture to be the synthesis of collective patterns of thought, perception and action
of a society (Fischer, 2022). Individuals in different cultural groups often differ in perception and
behavior patterns and so on. This is precisely in line with the social identity of persons with dis-
abilities and their own cultural identity, and disabled groups themselves feel that they are different
from non-disabled groups in the work environment. Thereby, employees with disabilities may face
a lower sense of inclusiveness. And followingly, they are usually confronted with discomfort, high
stress, far social distance, low sense of belonging, low trust, and low job satisfaction in the workplace
(O’Reilly et al.,, 1989; Tsui et al., 1992; Zenger, Lawrence, 1989; Chan, Goto, 2003; Ayub, Jehn, 2014).
On the other hand, able-bodied colleagues who co-work with employees with disabilities are feeling
also difficult to trust competency of PWD and build affective trust and emotional bonds with them.

The importance of trust and inclusion in diverse teams has been well-documented. Henry and
colleagues yielded trust in colleagues as crucial element for PWD to build an employment collabo-
rative in work environment (Henry et al., 2015). They discussed its significance for effective com-
munication and collaborative process between employees with and without disabilities. It has been
supported by Schwartz and Durkin’s research (Schwartz, Durkin, 2020). But scarce research has
been done on how to improve trust and inclusion in disability-inclusive work teams.

Therefore, this article introduces the new concept of cultural intelligence in the field of dis-
ability-inclusive work team, aims to explore cultural intelligence as an effective solution to enhance
employees’ perceived inclusion and following trust between colleagues.

Theoretical background

Cultural intelligence (CQ) is conceptualized as the ability of the individual to adapt and interact
effectively to new cultural contexts. It was first introduced by P. C. Earley and S. Ang (Earley, Ang,
2003). It refers to a capability that allows individuals to realize, understand and act appropriately
across a broad range of cultural situations (Thomas, 2006). Scholars and practitioners have widely
discussed about conceptualization, factors, relations and outcomes of CQ for the last two decades in
the trend of globalization, international management, and workforce diversification. Ang and col-
leagues defined CQ as a four-factor construct which encompasses metacognitive, cognitive, moti-
vational, and behavioral facets (Ang et al., 2007). Metacognitive CQ refers to the mental ability to
acquire and evaluate cultural knowledge. It concentrates on awareness and controlling of cognitive
processes (Flavell, 1979). Cognitive CQ includes general knowledge and related systems about cul-
tures and cultural differences. And motivational CQ focuses on the mental ability to direct and sup-
port functioning and performing in intercultural contexts. Behavioral CQ refers to the ability to adapt
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and flexibly behave in different cultural situations (van Dyne et al.,, 2012; Ng et al.,, 2012). Further-
more, van Dyne and colleagues expanded the concept of CQ from four primary facets towards more
detailed sub-dimensions for each facet (van Dyne et al.,, 2012). Regarding metacognitive CQ, they
delineated planning, awareness and checking as sub-dimensions. Regarding cognitive CQ, they listed
cultural-general knowledge and context-specific knowledge (Cushner, Brislin, 1996). Regarding mo-
tivational CQ, they underlined intrinsic interest, extrinsic interest and self-efficacy as its sub-dimen-
sions (Deci, Ryan, 1985; Bandura, 2002). Besides, in regard to behavioral CQ, they identified verbal
and non-verbal behavior, and speech acts as its sub-dimensions (Spencer-Oatey, 2008).

In order to realize the predicting role of CQ in the business practices, growing attention has been
paid to outcomes of CQ in intercultural situations, such as intercultural adjustment (Templer et al.,
2006; Earley, Peterson, 2004; Ayoko et al., 2022; Wawrosz, Jurdsek, 2023), global leadership (Rock-
stuhl et al,, 2011; Yalginyigit, Aktas, 2023), expatriate effectiveness (Chen et al,, 2010; Lee, Sukoco,
2010), intercultural negotiation effectiveness (Imai, Gelfand, 2010; Ayoko et al., 2022). In detail, the
positive relationship has been demonstrated between motivational CQ and cross-cultural adjustment
(Templer et al., 2006). Findings from international university students shew that facets of CQ best
predict intercultural adjustment (Wawrosz, Jurdsek, 2023). And it has been found that CQ strongly pre-
dicted cross-border leadership effectiveness among 126 Swiss military officers, who were equipped
with domestic as well as cross-border leadership responsibilities (Rockstuhl et al., 2011). Four factors
of CQ have been highlighted to have positive relationship with leadership styles, and metacognitive CQ
positively related to transformational leadership (Yalginyigit, Aktas, 2023). Chen and colleagues drew
on the findings that motivational CQ was positively related with work adjustment and job performance
among expatriates (Chen et al., 2010). It has also been underlined that the positive influence of CQ on
expatriate performance was mediated by cultural adjustment and cultural effectiveness (Lee, Sukoco,
2010). Controlling for other types of intelligence, personality and international experience, CQ has
been examined influencing intercultural negotiation processes and outcomes between American and
East Asian negotiators. Consistently, O. B. Ayoko and colleagues suggested that intercultural communi-
cation and conflict were directly related to socio-cultural adaptation, and facets of CQ moderated the
link between them (Ayoko et al., 2022). In the last decade, the field of research on cultural intelligence
has become broader, and many new research concerns have emerged.

Even though it was initially described in the field of intercultural business, CQ should have much
more broad fields rather than merely business and management narratives. Earley and Peterson be-
lieved that CQ “is the ability to engage in a set of behaviors that uses skills (e.g. language or interper-
sonal skills) and qualities (e.g. tolerance for ambiguity, flexibility) that are tuned appropriately to the
culture-based values and attitudes of the people with whom one interacts” (Earley, Peterson, 2004). CQ
is not only defined as an individual’s capability in adjusting to a new cultural context, but also his or her
ability to manage people who have dissimilar cultural backgrounds and mindsets (Earley, Ang, 2003;
Earley et al., 2006; Ang et al., 2007). Recently, scholars have suggested new implications and avenues
for CQ. It has been suggested that facets of CQ moderated the relation between conflict communication
behaviors and socio-cultural adaptation among international organizational employees from 30 coun-
tries (Ayoko et al., 2022). Likewise, CQ includes both content and process components (Earley et al,,
2006). It has been considered as a “cultural-free concept”, that is, CQ could be applied across cultures
rather than in the specific cultural context (Ng, Earley, 2006). Recently, scholars have been expanding
the links to CQ in ethnic and social minority issues. T. T. Olonisakin shew that CQ was directly related
with ethnic identification (Olonisakin, 2023). As well, CQ was suggested to encourage an open-mind-
edness which helps productive social interactions in multi-group countries.

Chigarkova and Soldatova reviewed its concept and studying trends of empirical research into
CQ (Chigarkova, Soldatova, 2018). It provoked the popularity in studies of it in Russia and high-
lighted the new research points in other intercultural phenomena like ethnic identity rather than
only in the field of management and organizational psychology. Furthermore, their empirical study
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has underlined the relations between cultural intelligence, ethnic identity and intercultural toler-
ance among Russian respondents. It investigated cultural intelligence, tolerance and ethnic identity
types, and found that compared with mono-ethnic residents, bi-ethnic and multi-ethnic residents
hold higher cultural intelligence and tolerance (Soldatova et al., 2018; Soldatova, Chigarkova, 2019).
In general, concept of cultural intelligence has been recognized overseas, however, so far scarcity
has been underlined in the Russian psychological science. Moreover, studies of cultural intelligence
still have poorly uncovered intercultural interactive situations like ethnic identity, interactions with
minority social groups.

Hypotheses development

Perceived inclusion

Perceived inclusion has been well-documented as vital element of the effective cooperation in
culturally diverse organization. It has been conceptualized as an individual’s perceptions of belong-
ing and being valued for what makes them unique and different within a group (Shore et al,, 2011;
Mor Barak, 2016). The relation between CQ with perceived inclusion has been gradually discussed
recently. CQ equips individuals the competence to realize the cultural differences, to value and ap-
preciate the unique skills of each cultural group. Thus, high CQ individuals are more able to well in-
teract with out-group teammates despite distinctions and to gain their acceptance as well as to build
a sense of familiarity (Joardar et al., 2007; Afsar et al., 2021).

In specific, it has been identified that individuals’ CQ predicts their perceived inclusion in workgroups
among international business course undergraduates (Alexandra et al., 2020). Besides, study by Randel
and Alexandra supported that CQ significantly influence individual perceived inclusion (Randel, Alexan-
dra, 2024). And their study enriched with more complicated framework in which CQ facilitated perceived
inclusion through the mediating effects of synchrony preference and perceived workgroup similarity. Yet
there is limited research revealing the relation between CQ with perceived inclusion in culturally diverse
contexts. Thereby, this study originally aims to investigate the effect of CQ on perceived inclusion in the
disability-inclusive situation and poses hypotheses building on existing evidence.

H1: Cultural intelligence significantly fosters perceived inclusion of employees in inclusive
workplace;

Considering four facets of CQ, this present extends four sub-hypotheses as follows.

Hla: Metacognitive cultural intelligence significantly fosters perceived inclusion of employees in
inclusive workplace;

H1b: Cognitive cultural intelligence significantly fosters perceived inclusion of employees in
inclusive workplace;

Hl1c: Motivational cultural intelligence significantly fosters perceived inclusion of employees in
inclusive workplace;

H1d: Behavioral cultural intelligence significantly fosters perceived inclusion of employees in
inclusive workplace.

Interpersonal trust

A key challenge in building an effective disability-inclusive workplace is to increase trust among
employees. Currently, trust is broadly defined as a state of mind, specifically, a willingness to accept
vulnerability or risk based on positive expectations of the intentions or actions of others (Rousseau
et al.,, 1998). Trust is the vital element of any positive communication relationship (Gould-Williams,
Davies, 2005) and an essential prerequisite for interaction in the face of uncertainty and vulnerabil-
ity. In disability-inclusive workplaces, there are differences in behavior patterns among colleagues,
and the uncertainty and vulnerability of interpersonal cooperation are also increased, which makes
trust an important determinant.
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Perceived inclusion indicates the degree to which a person feels part of a group within an orga-
nization. From the aspect of self-classification theory (Turner, Reynolds, 2011), which explains the
process of internalizing in-group and out-of-group membership, individuals value their in-group
membership, which helps promote positive cooperative relationships with other members of the
group (Hogg, 2016). In-group acceptance often leads to many positive outcomes (Turner, 1975),
such as increased loyalty, cooperation, and trustworthiness (Brewer, 2007; Brewer, Kramer, 1986).
Hence, individual with high perceived inclusion may feel easy to trust in colleagues in his or her work
environment. Existing study has provided supportive proof that perceived inclusion is an important
and critical factor in building trust. For instance, S. Akram and Z. Peraiz’s study has suggested that
social inclusion has positive and significant effect on trust in the work environment (Akram, Peraiz,

2024). Hence, this present paper proposes Hypothesis 2.

H2: Perceived inclusion significantly fosters trust in colleagues in the inclusive work environment.

Sample

Method

Totally 153 valid responses from employees with and without disabilities in Russia (Yekate-
rinburg, Chelyabinsk, Kazan, Tyumen, Kaliningrad) were collected. They all work in the disability-
inclusive organizations including institutes, museums, social enterprises and companies. In details,
48 employees with physical disabilities and 105 able-bodied employees who co-work with PWD in
work environment have participated in our survey. Demographics of samples are shown in Table 1.
Forms were filled out either on paper or via Google Form at participants’ convenience. For instance,
for visually impaired employees, filling out the questionnaire online is more comfortable. All
participants were informed that survey responses would be kept anonymous by the research team.

Table 1. Sample characteristics (N = 153)

Variables Classifications Frequency Percentage
Gender Female 89 58.2
Male 64 41.8
Total 153 100
Age 20-30 years old 10 6.5
30-40 years old 40 26.1
40-50 years old 52 34.0
50-60 years old 38 24.8
More than 60 years old 13 8.5
Total 153 100
Type of disability Blindness 18 11.8
Mobility impairment 29 18.9
Hearing loss 1 0.7
Able-bodied 105 68.6
Total 153 100
Educational level No high education 65 42,5
High education 79 51.6
Graduated 9 5.9
Total 153 100
Tenure 1-3 years 43 28.1
3-6 years 28 18.3
6-10 years 22 14.4
More than 10 years 60 39.2
Total 153 100
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Position Initial position 42 27.5
Middle position 60 39.2
Managerial position 51 33.3
Total 153 100

Measurement of constructs

Our scale was developed building on existing literature and previously validated scales.

The traditional four-dimension Cultural Intelligence Scale (CQS) developed by S. Ang with col-
leagues in 2007 has been selected as technique to measure cultural intelligence (Ang et al.,, 2007).
This original scale was created according to four-dimension concept of CQ and it was validated firstly
in Singapore and U.S. (Ang et al., 2007; Ang, van Dyne, 2008). It totally encompasses four constructs
and 20 items in the format of seven-dimensional Likert Scale, four items for metacognitive construct,
six items for cognitive construct, five items for motivational construct and five items for behavioral
construct. Gradually, it has been commonly used to measure CQ with good construct validity by far
(Matsumoto, Hwang, 2013).

In Russia, E. V. Belovol with colleagues in 2012 firstly translated the original four-facet 20-item
CQS and assessed the adaptive Russian scale by a panel of psychological experts (Belovol etal., 2012).
As well, the Russian adaptive version was conducted among 87 Russian participants, and its reliabil-
ity and construct validity were well supported (Cronbach’s alpha = 0.877). Thereby, we apply the
Russian adaptive Cultural Intelligence Scale (Belovol et al., 2012) to investigate cultural intelligence.

Besides, three-item Work Social Inclusion Scale (Pearce, Randel, 2004) has been double-blind-
ly translated and adapted for measuring perceived inclusion with the help of two Russian psychology
experts. Likewise, this present article measured trust in colleagues by three-items, which following
the standard Affective Trust Scale (McAllister, 1995).

In general, we compiled 26 statements on a seven-dimensional Likert scale and surveyed 153
subjects. Response categories towards each statement range from 1 to 7, where “1” indicates “strong-
ly disagree”, and “7” indicates “strongly agree”. Detailed constructs and items are shown in Table 2.

Table 2. Constructs and their items.

Constructs Items
Metacognitive Cultural 1. T am conscious of the cultural knowledge I use when interacting with people with
Intelligence different cultural backgrounds (CQMC1).
(Ang, van Dyne, 2008; Belovol et al,, 2.1 adjust my cultural knowledge as I interact with people from a culture that is unfa-
2012) miliar to me (CQMC2).
3.Tam conscious of the cultural knowledge I apply to cross- cultural interactions
(CQMC3).
4.1 check the accuracy of my cultural knowledge as I interact with people from
different cultures (CQMC4).

Cognitive Cultural Intelligence 5. I know the legal and economic systems of other cultures (CQK1).
(Ang, van Dyne, 2008; Belovol et al., 6. 1know the rules (e.g., vocabulary, grammar) of other languages (CQK2).
2012) 7. T know the cultural values and religious beliefs of other cultures (CQK3).

8.1 know the marriage systems of other cultures (CQK4).

9.1 know the arts and crafts of other cultures (CQKS5).

10. I know the rules for expressing non-verbal behaviors in other cultures (CQK®6).
Motivational Cultural Intelligence 11.1 enjoy interacting with people from different cultures (CQM1).
(Ang, van Dyne, 2008; Belovol et al., 12.Tam confident that I can socialize with locals in a culture that is unfamiliar to me
2012) (CQM2).

13. I am sure I can deal with the stresses of adjusting to a culture that is new to me

(CQM3).

14. I enjoy living in cultures that are unfamiliar to me (CQM4).

15. I am confident that I can get accustomed to the shopping conditions in a different
culture (CQMb5).
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Behavioral Cultural Intelligence ~ 16. I change my verbal behavior (e.g., accent, tone) when a cross-cultural interaction

(Ang, van Dyne, 2008; Belovol et al., requires it (CQB1).

2012) 17. I use pause and silence differently to suit different cross-cultural situations (CQB2).
18. I vary the rate of my speaking when a cross-cultural situation requires it (CQB3).
19. I change my non-verbal behavior when a cross-cultural situation requires it

(CQB4).

20. I alter my facial expressions when a cross-cultural interaction requires it (CQB5).
Perceived inclusion 21.1 feel like an accepted part of a team (PI1).
(Pearce, Randel, 2004) 22. 1 feel included in most activities at work (PI12).

23.1 feel appreciated for my skills or competence in the work team (PI3).
Trust in Colleagues 24.1 have a sharing relationship with colleagues we can freely share ideas feelings and
(McAllister, 1995) hopes (T1).

25.1 can talk freely to my colleagues about difficulties I am having at work and know
that they will want to listen (T2).

26. I would have to say that we have both made considerable emotional investments in
our working relationship (T3).

Results

Reliability and validity

Before verifying the structural model of the hypotheses, it is crucial to examine the measurement
model. Therefore, we first confirmed the validity and reliability of the selected constructs through
internal consistency reliability (Cronbach’s alpha), composite reliability (CR) and convergent validity
(average variance extracted) and all results are shown in Table 3.

Table 3. Convergent validity and reliability

Construct Items FL Alpha CR AVE
Metacognitive cultural intelligence CQMCl1 .943 .980 .969 .886
CcQMC2 .940
CQMC3 .946
CQMC4 .937
Cognitive cultural intelligence CQK1 .898 .965 .965 .822
CQK2 825
CQK3 939
CQK4 .888
CQK5 942
CQKo6 942
Motivational cultural intelligence CQM1 .908 901 .889 .620
CQM2 .894
CQM3 .659
CQM4 .691
CQM5 .750
Behavioral cultural intelligence CQB1 792 .830 .852 .536
CQB2 .753
CQB3 752
CQB4 .681
CQB5 .675
Perceived inclusion PI1 811 .832 799 572
P12 753
PI3 .701
Trust T1 .752 .800 .769 .528
T2 787
T3 .632

Notes: FL = factor loading, Alpha = Cronbach’s alpha, CR = composite reliability, AVE = average variance extracted.
246



Organizational Psychology, 2025, Vol. 15, No. 4. www.orgpsyjournal.hse.ru

This present paper conducted Confirmatory Factor Analysis (CFA) via AMOS 26.0 analysis
software (Kline, 2023; Byrne, 2010; Babin et al., 2008). All factor loadings are above the threshold of
0.6, which suggests all items of constructs are statistically meaningful and they represent their latent
variable well. The internal consistency reliability was assessed via SPSS 26.0 and all Cronbach’s alpha
values are above 0.8, which suggests that the questionnaire has high internal consistency. Moreover,
composite reliability (CR) has been calculated based on factor loadings. All composite reliability (CR)
exceeding the threshold of 0.7 (Hair et al., 2017; Hair et al.,, 2020) suggests that the measurement
model is reliable (Fornell, Larcker, 1981). Likewise, all average variance extracted (AVE) values of
all the constructs are above the recommended level of 0.5 (Hair et al., 2017), which suggests the
convergent validity of the questionnaire and measurement model could be accepted.

In addition, the discriminant validity was tested via Fornell — Larcker criterion. From table 4,
it is apparent that the square roots of the AVE’s for each of the constructs are greater in comparison
with the inter-construct correlations. The findings underline the existence of discriminant validity
among constructs.

Table 4. Discriminant validity (Fornell — Larcker criterion)

Variance CQMC CQK CcCQM CQB PI Trust
CcQMC 941
CQK .033 907
CQM 474 218 787
CQB 417 .349 .568 732
PI .364 279 .682 .662 .756
Trust .220 341 480 .549 .679 727

Note: CQMC = metacognitive cultural intelligence, CQK = cognitive cultural intelligence, CQM = motivational cultural intelligence, CQB =
behavioral cultural intelligence, PI = perceived inclusion, Trust = trust in colleagues.

Hypotheses testing

This article verifies the hypotheses by a Structural Equation Model (SEM) via AMOS 26.0
(Hershberger, 2003). The model has a good fit which indicated by the factor analysis results. The y?/
df = 2.049, which is lower than 3. And Comparative Fit Index (CFI) is 0.982, the Goodness of Fit Index
(GF1)is 0.967, Adjusted Goodness of FitIndex (AGFI) is 0.948, GFI, AGFI and CFI all above the threshold
level of 0.9. Additionally, the Root Mean Square Error Approximation (RMSEA) equals 0.046, which
is less than the 0.05 level (Hair et al., 2010). And Table 5 provides the results of hypotheses testing.

Table 5. Summary of hypotheses results

Hypothesis Unstd. Std. P-value Remark
Hla: CQMC - PI .083 112 412 Not supported
H1b: CQK > PI 152 .187 175 Not supported
Hlc: CQM > PI .385 304 .040% Supported
Hi1d: CQB » PI .536 492 .005** Supported
H1: CQ -~ PI - - - Partly supported
H2: PI > Trust .896 .869 o Supported

Note: significance * — p < 0.05; ** — p < 0.01, *** — p < 0.001.

Results partly confirmed five hypotheses posed by this present paper. Hlc, H1d and H2 are
supported, while Hlaand H1b are rejected. Building on the hypotheses testing results, 1) motivational
cultural intelligence significantly fosters individual perceived inclusion in disability-inclusive
environment (at the significance level of 0.05); 2) behavioral cultural intelligence significantly
facilitates individual perceived inclusion in disability-inclusive environment (at the significance
level of 0.01); 3) individual perceived inclusion significantly facilitates their trust in colleagues in
disability-inclusive environment (at the significance level of 0.001).
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Discussion

This present article focused on three facets such as cultural intelligence, perceived inclusion
and trust in colleagues of employees from disability-inclusive organizations in Russia. It proposed to
investigate the dependence of individual perceived inclusion on cultural intelligence and its impact
on trust in colleagues in the work team. Our methodology partly reinforced proposed hypotheses
and allowed to prompt several findings as follows.

The dependence of personal perceived inclusion on behavioral and motivational cultural
intelligence has been revealed, which is in line with past literature (Alexandra et al., 2021; Alexandra,
2023; Bourke et al., 2020; Eden et al,, 2024). Motivational and behavioral cultural intelligence serve
as crucial contributors to make employees feel more included in their organizations. It has been
highlighted by the past evidence that motivational and behavioral cultural intelligence predict
cultural adaptation, cultural adjustment and well-being (Ang et al., 2007). From the perspective
of identification theory, intercultural adaptation is closely connected with perceived inclusion. An
employee in disability-inclusive work environment with higher motivational or behavioral cultural
intelligence feels greater sense of belongingness and more acknowledged with his uniqueness in the
organization.

While the significant influence of metacognitive or cognitive cultural intelligence on perceived
inclusion was not detected in our study. This is an interesting finding. It suggests the need for
further research. To some extent, previous research has also laid supportive evidence. Ang and
colleagues demonstrated that four facets of cultural intelligence have differential links to affective,
cognitive, and behavioral cross-cultural effectiveness (Ang et al., 2007). Metacognitive and cognitive
cultural intelligence are generally considered to be related to cross-cultural decision-making or
task performance, whereas motivational and behavioral cultural intelligence are more predictive of
cross-cultural adaptation.

Lastly, this research provided evidence that employee’s perceived inclusion significantly
facilitates his trust in colleagues in the context of disability inclusion. It is consistent with past
evidence, which perceived inclusion has been argued to moderate the relationship between
diversity practices and trust climate (Downey et al., 2015). Building on theories of in-group and
out-group identity, inclusion describes the degree to which an individual perceives he is a part of the
organization’s in-group. High acceptance into the in-group promotes positive relationships among
group members such as trustworthiness and cooperation (Brewer, 2007; Brewer, Kramer, 1986).

Conclusion

Building trust among employees in an organization has been a hot topic for many years,
especially in the current trend of becoming more cross-cultural and diverse. In this article, we
discussed a type of organizational environment that has received less attention, that is, disability-
inclusive organizations. For disability inclusion organizations, where have been brave enough to
break down the “untouchable” wall, trust plays a vital role from acceptance to integration. Moreover,
the diversity of the workforce highlights the need for inclusion. This article reveals the importance
of employee’s cultural intelligence and its impact on perceived inclusion and the latter’s subsequent
role in promoting trust among employees. There have been scarce studies aimed at relations among
cultural competence, perceived inclusion and trust in Russian disability-inclusive organizations.
It theoretically enriches the research into disability inclusion effectiveness and provides evidence
about the significance of cultural intelligence in disability-inclusive work team. In the meantime, it
sheds new insight for consultants and organizational managers to pay more attention on developing
employee’s cultural intelligence and perceived inclusion.
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2013Apart from useful insights generated by the present study, it has several shortcomings.
These shortcomings will pave the way for further research in the future.

Firstly, the sample size of this present study is relatively limited. There are certain objective
reasons behind it. At present, in Russia, there are not sufficient organizations that truly accept
employees with physical disabilities for full-time employment, the proportion of disabled employees
and the proportion of physically able-bodied employees who have direct and regular cooperation and
interaction with disabled employees in the organization is relatively small. This study encountered
certain setbacks in the sample collection stage, and the questionnaire recovery rate was generally
low. However, with the continuous development of inclusive hiring, the supporting conditions for
subsequent research will be created. Future research is warranted to be based on larger and more
representative samples.

Secondly, this study relying on self-reported data is considered the second limitation as
participants may not exactly assess themselves, which could lead to common method bias. This
study suggests thorough investigations with diverse approaches on this topic in the future.

Considering that the effectiveness of employment for people with disabilities is still a relatively
new topic, even though it has been put on the agenda, there is still a lot of work to be done. The
creation of interactive programs that promote the development of employees’ cultural intelligence
and perceived inclusion and tracking the benefits this brings to disability-inclusive organizations
will be a further research direction for this paper.
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AHHoOTanMsa. Paboyre MecTa CTAaHOBATCA BCE 6oJiee KyJbTYPHO pa3HOOOGpa3HbIM, U CIOCOOHOCTb U
yMeHHe 3 PeKTUBHO QYHKIIMOHUPOBATh B MEXKKYJIBTYPHOM KOHTEKCTe HEOOX0AUMBI O0JIBIIMHCTBY
COBpPEMEHHBIX COTPYAHUKOB. KyJIbTYypHBIN UHTE/JIEKT 0O'bACHSET, I0YeMY OJHHU JIIOJW MOTYT aflalTH-
poBaThCs U paboTaTh 6oJiee NPOAYKTUBHO, 4eM Apyrue. OH BCE yallle 06Cyx/AaeTcs B [1eJIOBOH chepe 1
OTMeyYyaeTcs B 00/1aCTH STHUYECKON U eHTUYHOCTH U MEeXKY/IbTYPHBIX KOHGJIMKTOB. OJHaKO HCCaef0-
BaHU KyJIbTYPHOTO UHTeJIJIEKTa B UHKJIIO3UBHOM pabouell cpeie, BCTpedaloTcs pefko. [Jess. Llenbio
JIAaHHOTO HCCJIe[J0BaHUSA SIBJISIeTCS U3yUYeHHe KyJbTYPHOI'O HHTeJIJIEKTA COTPYJHUKOB MHKJIIO3UBHbBIX
opraHusaluil B Poccuuy, a Takke ero 3Ha4MMOH M0JI0XKUTEBbHOM CBSAA3YU C UHJWMBU/IYaJIbHO BOCIIPUHHU-
MaeMOW MHKJIIO3UBHOCTBIO U JIOBEPUEM K KoJlJleraM Ha paboueM MecTe. Memod. Bbla Hcnoib30BaH
OTNPOCHHUK U3 26 MyHKTOB, KOTOPBIH BKJIIOYaJl aJalTUPOBAaHHYO0 HAa PyCcCKOM s3bIKe «llIkany KyabTyp-
HOTO MHTeJlJIeKTa», a Takxe «lllkany adpdexkTruBHOro foBepus» u «lllkany counalbHOW WHKIIIO3UU
Ha paboueM MecTe»). BoibopKy cocTaBuin 153 coTpysHuKa: 48 cCOTpyAHUKOB ¢ GU3NUECKUMU Orpa-
HU4YeHUsIMH; 105 coTpyJHUYAIOIUX COTPYJHUKOB 6e3 orpaHudeHU. [losydeHHble JaHHbIE OBLIN
[IpOaHa/IM3MpPOBAHbI C IOMOLIbIO ONKUCATEJBHOTO aHa/nu3a B nporpamme SPSS 26.0 u Mmozesnposa-
HUS CTPYKTYPHBIMHU ypaBHeHUAMHU B nnporpamMme AMOS 26.0. Pezysemameol. Bpli10 yCTaHOBJIEHO, YTO
MOTHBALMOHHBIN U OBeJleHYeCKUH KyJbTYPHbIM UHTE/JIEKT 3HAYUTEbHO CIOCOOCTBYIOT MHAUBHU-
JlyaJIbHO BOCIIpPUHMMAeMOU HHKJII03UHU B paboyell cpesie /14 JI0Jled ¢ MHBaJIMHOCTbI0. Kpome Toro,
Ob1JIO OTMEYEHO, YTO MHAMBU/AYaJIbHO BOCIPUHUMaeMasl UHKJ/II03UBHOCTb 3HAYMMO Npe/iCKa3blBaeT
JloBepHe K KoJuleraM. 3Ha4uMocms ucciedosarus. JJaHHas paboTa NPOJHUBAeT CBET HA KYJbTYPHbIN
VHTeJJIEKT KaK Ha HOBOe pellleHHe [Jis ToBbIleHUsI 3G GeKTUBHOCTH B3aUMO/IeICTBUS B UHKJ/IIO3UB-
HbIX PaO0YUX YCIO0BUSAX AJIs1 JIIOJEeN C MHBAJINUHOCTBIO.

KirouyeBble cjioBa: Ky}'[bTyprIﬁ HWHTEJIJIEKT, BOCIPpUHHUMaeMasd HWHKJIIO3WBHOCTL, OOBepHEe K

KoJlJIeraM, WHKJIIO3UBHasi paboyas cpeja AJs JIIOZEeH C HWHBAJWJHOCTBIO, IOATBEPKAAOIINI
daKTOpHBIN aHA/IH3.
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