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Abstract

This study investigates the role of conflict management climate (CMC) as a mediator between trust and employees' engagement.

The study surveyed international employees who work in Hungary. The study aimed to determine how perceived trust affects

employees' engagement through CMC's mediating effects. 355 participants joined in filling the questionnaires. After collecting

the data, hypotheses were tested all together in a mediation analysis to fulfil the study's objectives. The results indicated that

trust and CMC are related to employees' engagement. The results also showed that CMC could partially positively mediate the

relationship between trust and employees' engagement. The study highlighted the importance of having a positive trust and

conflict management climate on employees' engagement. Furthermore, the results suggested depending more on CMC when trying

to build higher engagement levels among employees.
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1 Introduction

The goal of organisations around the globe is to achieve
the best organisational outcomes. These can include better
organisational productivity and performance, which can ulti-
mately enhance their return on investment (Sundaray, 2011).
According to Harter et al. (2020), these organisational out-
comes could be achieved through employee engagement.
Employees' engagement has been associated with various
work outcomes like job satisfaction, job performance, work
creativity, commitment, and intention to quit (Saks, 2006;
Bakker and Xanthopoulou, 2013).

Thus, as employees' engagement is fundamental in
achieving organisational success, scholars and practi-
tioners need to get a better understanding of the factors that
promote employees' engagement. Organisations today are
always trying to make their employees as engaged as pos-
sible. However, despite this increased interest in employee
engagement from organisations, the literature on this topic
is still shallow and lacks consistency as regards understand-
ing employee engagement and its antecedents (Bakker
and Schaufeli, 2008; Sun and Bunchapattanasakda, 2019).
While attempting to understand employees' engagement,
Schaufeli and Bakker (2004) mentioned that engaged

employees are more connected with their work activities in
the sense of exhibiting both energy and effectiveness, and
they further see themselves as being able to deal well with
the demands of their job. They further explained this view
of employee engagement based on what they called the job
demand-resources (JD-R) model of burnout. This model
considers that employee engagement is driven by social
support which is provided especially by the management
or supervisor (Schaufeli and Bakker, 2004).

Another view of employees' engagement was explained
based on social exchange theory (SET) which is defined as
"voluntary actions of individuals that are motivated by the
returns they are expected to bring and typically do bring from
others" (Blau, 1964:p.91). This exchange brings about a sense
of expectation in the parties who did the favour and a sense of
indebtedness in those who received it (Settoon et al., 1996).
From this perspective, employee engagement is defined
as representing a deep and broad relationship between the
organisation and its employee, making employees willing to
go beyond what is expected (Gebauer and Lowman, 2009).

Furthermore, another way to enhance the employee-
organisation relationship is by building trust. Trust is
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considered a fundamental tool for creating a positive
exchange relationship between the employee and his/her
organisation and colleagues (Gould-Williams,2007).

In a complex work environment where multi-
ple relationships are inevitable, trust is the tool that
may reduce this complexity and increase confidence
between the parties. Furthermore, the trust would facili-
tate cooperative behaviour between the workplace mem-
bers (Gambetta, 1988). On that account, trust has received
increased attention in the organisational literature in the last
twenty years (Colquitt et al., 2007; Balliet and Van Lange,
2013; Schoorman et al., 2007; Ferrin, 2013). Previous
studies indicated the role of trust in predicting employ-
ees' engagement directly (Das et al., 2013; Robinson et
al., 2004) or indirectly; for example, trust can improve job
satisfaction and job loyalty, which, in turn, will enhance
employees' engagement (Matzler and Renzl, 2006).

Another important outcome of trust is conflict man-
agement climate; previous studies indicated thatlow lev-
els of trust can create feelings of non- corporations inside
an organisation which may resultin organisational con-
flict (Solaja, 2018). Accordingto Coleman et al. (2013),
trust is a direct and powerful way of enhancing a posi-
tive climate for managing conflict within organisations.
Another study indicated the role of trust in predicting con-
flict management climate (CMC) (Tjosvold et al., 2016).
According to Einarsen et al. (2018), CMC refers to the
employees' perceptions towards procedures and practices
of their organisation, and how the interactions between
managers and subordinates areperceived as fair and con-
ventional (Einarsen et al., 2018). It is reported that trust
can positively influence CMC through creating a positive
workplace climate where the relationships between the
organisation and the employees and the employees with
their supervisors are built on the basis of characteristics
like openness, transparency, confidence, clear understand-
ing of the issues, risk- taking, being accommodating, and
agreeableness (Tjosvold et al., 2016; Solaja, 2018). On
the other hand, conflict management climate (CMC) was
found to positively affect employees' engagement (Jung
and Yoon, 2018; Einarsen et al., 2018), and itmanifests that
trust can indirectly affect employees’engagement as well.

Despite that, some studies were conducted to under-
stand the relationship between the combination of these
variables (e.g. Macey and Schneider, 2008; Solaja, 2018);
however, only very few studies have explored these three
variables together. Therefore, to fill the research gap,
the current study attempts to explore the effect of trust

on employees' engagement and the role of CMC in this
relationship. And this will be done by answering the fol-
lowing research questions: What is the influence of trust
on employees' engagement? What is the role of CMC in
strengthening the relationship between trust and CMC?
What effect is posed by CMC on employees' engagement
among the foreign employees working in private organisa-
tions of different sectors in Hungary?

The study was conducted on foreign employees because
in Hungary the number of foreign employees is rapidly
increasing (Medve, 2021), and it is crucial to understand
their organisational behaviour. According to Blask6 and
Fazekas (2016), in 2016 the number of foreign employees
working in Hungary was approximately 43000. Moreover,
not long ago, the country has witnessed an increased
number of international students who decided to study in
Hungarian universities (Medve, 2021). The percentage of
international students studying in Hungary is 64% from
Europe, 23% from Asia, and 7% from Africa (Kolba, 2019).
It is expected that the number of international students
will increase up to 40000 by 2023 (Velkey, 2017). Hence,
focusing on these employees would be very important for
Hungary's international organisations.

The current research will provide novel results for
scholars and managers enabling a better understanding
of employees' engagement in this context. It will further
focus on international employees who are the most vul-
nerable to the changes in the workplace during the pan-
demics (Guadagno, 2020). Hence, understanding their
perceptions related to the study variables will be of real
importance for managers.

The current study will first focus on a literature review
related to the topic. Then, the sampling method and data
validation will be presented along with testing the model
fit. Next, the study will define the analyses used in this
study and results will be discussed. Finally, a thorough
discussion and conclusion will follow.

2 Literature review

2.1 Trust

The concept of trust has received considerable interest
among scholars and has emerged as a leading field of
research among businesses recently due to its connec-
tions with different individual and organisational out-
comes (Jafri, 2012) like organisational commitment,
organisational citizenship behaviours, employee loyalty,
conflict management, employees' engagement, and organ-
isational justice (Matzler and Renzl, 2006; Rhee, 2010;



Ugwu Fabian et al., 2014; Wang et al., 2019; Solaja, 2018;
Alshaabani et al., 2020). Thus, it can be observed that hav-
ing a high level of trust matters for any organisation, and
it is fundamental for its success (Brockner et al., 1997).
Although scholars of trust agree about the importance
of trust in enhancing different functions and promoting
positive outcomes of organisations, remarkably there is
no agreement among them ona common definition of
trust (Chughtai and Buckley, 2008).

Mayer et al. (1995:p.712) referred to trust as "the will-
ingness of a party to be vulnerable to the actions of another
party based on the expectation that the other will per-
form a particular action important to the trustor, irrespec-
tive of the ability to monitor or control that other party".
The same study also mentioned that trust is derived from
the trustor's perceptions toward the trustee's perceived
ability, integrity, and benevolence (Mayer et al., 1995).
Combined, these dimensions play a role in building
employees' trust in the organisation (Mishra, 1996).
Other researchers defined trust as "one's expectations,
assumptions, or beliefs about the likelihood that another's
future actions will be beneficial, favourable, or at least not
detrimental to one's interests" (Robinson, 1996:p.576).
In organisations, trust is a reciprocal process, between
the employee and employer (Mishra, 1996). This two-
way street view of trust has gained the attention of many
scholars (den Hartog et al., 2002).

This study uses the definition of Mayer et al. (1995) for
trust and views trust from the perspective of the employee
toward the employer. As part of interpersonal trust (Mayer
et al., 1995), this trust is derived from the employee's per-
ceptions toward the employer's perceived ability, integrity,
and benevolence (Mayer et al., 1995).

2.2 Employee engagement

Different definitions have been offered for employee
engagement based on how it was seen (Robertson-Smith
and Markwick, 2009). Some researchers viewed employ-
ees' engagement as a psychological state. For example,
Wellins and Concelman, as cited in (Macey and Schneider,
2008:p.44), defined employees' engagement as "an amalga-
mation of commitment, loyalty, productivity, and owner-
ship". At the same time, other researchers viewed employ-
ees' engagement as a motivational state. These included
Colbert et al. (2004:p 603), who defined employees' engage-
ment as a "high internal motivational state". However, other
researchers preferred to see employees' engagement as a
positive state of mind (Sun and Bunchapattanasakda, 2019).
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Various approaches and models for measuring employ-
ees' engagement have been presented by professionals and
researchers (MacLeod and Clarke, 2009). The most com-
mon model is the Schaufeli model, which shows engage-
ment as a positive state of mind (Office of Personnel
Management, 2015). According to this model, employees'
engagement is "a positive, fulfilling, work-related state
of mind that is characterised by vigour, dedication, and
absorption" (Schaufeli et al., 2002:p.74). Vigour is defined
as the employee's high spirit and high levels of motiva-
tion while working at the workplace and the ability of that
employee to allocate enough energy for the job, plus the
persistence he or she shows to face the difficulties at work;
dedication refers to the spread of challenging feelings one
employee may feel at work, accompanied by feelings of
passion, encouragement, and pride at the workplace; and
absorption is explained as being entirely focused and
intensely engrossed in one's work, whereby time passes
quickly, one has the feeling that time flies when working,
and this may coincide with finding difficulties with sep-
arating oneself from work (Schaufeli et al., 2002). The
current study uses Schaufeli et al.'s (2002) definition and
model in determining the employees' engagement.

Previous research on employee engagement focused
on the consequences of it for the organisation. The most
important consequences of employee engagement are
higher productivity and profitability, organisational com-
mitment, better job performance, lower job absence, inten-
tion to quit, and higher OCB (Macey and Schneider, 2008;
Dajani, 2015; Saks, 2006; Sergio and Rylova, 2018).
On the other hand, other studies tried to focus on some
antecedents of employees' engagement. Some of these
antecedents are trust, job characteristics, organisational
climate, diversity, perceived organisational support, and
CMC (Das et al., 2013; Robinson et al., 2004; Office of
Personnel Management, 2015; Einarsen et al.,, 2018;
Alshaabani et al., 2021).

2.3 Conflict management climate (CMC)

Organisational climate refers to "the shared perceptions
between the employees of the organisation of a workplace
experience" (James and James, 1989:p.XX). Therefore,
conflict management climate (CMC) is an inclusive con-
cept regarding organisational conflict management. CMC
refers to the employees' perceptions of their organisa-
tions' procedures and practices and how the interactions
between managers and subordinates are perceived as fair
and conventional (Einarsen et al., 2018). It is made of
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combinations of organisational situations and how indi-
viduals' perceptions of each member inside the organisa-
tion interact with these situations (Rivlin, 2001).

CMC has gained a growing interest among scholars as
a developed process (Zahlquist et al., 2019). It is an essen-
tial organisational resource that helps buffer interpersonal
frustration caused by the workplace's stressful conditions
that cause bullying (Einarsen et al., 2018).

When an organisation has a positive conflict man-
agement climate, the individual levels of job demand
would be higher, whereas the bullying levels would be
lower (Zahlquist et al., 2019).

A reasonable CMC can also reduce employees' tendency
to act bullying at the workplace which may occur due to the
organisation's lack of role clarity (Einarsen et al., 2018). On
the other hand, CMC was found to be an important predictor
of positive relationship quality between individuals (Iyiola
and Rjoub, 2020), while sustained relationship quality is
important for keeping positive relationships between mem-
bers after solving the conflict between them (Lussier, 2000).
Therefore, it is obvious that CMC could affect the relation-
ship between individuals positively (Jelodar et al., 2016).

3 The study hypotheses
3.1 Trust and employees' engagement
Previous studies have found that trust may positively affect
employees' engagement (Das et al., 2013). According to
Macey and Schneider (2008), interpersonal trust and lead-
ership styles (e.g., transformational leadership) may be
antecedents of employees' engagement. Another study
found trust, integrity, career growth opportunity, perceived
equity, and personal relationships with co-workers and
leaders can be antecedents of engagement (Gibbons, 2006).
Trust could predict employees' engagement and it could
further mediate the relationship between employees' per-
ceptions of diversity management and employees' engage-
ment positively (Downey et al., 2015). Also, organisational
trust and psychological empowerment were found to pre-
dict employee engagement (Ugwu Fabian et al., 2014).

Based on this, we could hypothesise that:

e HI:

engagement.

Trust is positively related to employees'

3.2 Trust and CMC

The relationship between trust and CMC is seen as a con-
sequential relationship, since the lack of trust can simulate
mixed feelings; low levels of trust can create feelings of
non-cooperationand frustration inside an organisation which

may result in organisational conflict (Solaja, 2018). CMC is
considered as an important tool in preventing organisational
and interpersonal conflict from escalating (Zahlquist et al.,
2019). According to Dijkstra et al. (2009), achieving CMC
has a direct relationship with interpersonal trust. Similar
results were recently found by lyiola and Rjoub (2020), who
indicated that CMC is related to trust.

However, other researchers found that trust is related
to CMC. Fells and Prowse (2016) mentioned that trust can
create a positive conflict management climate where con-
flicts are solved constructively. Similarly, trust is an import-
ant component in building a positive conflict management
climate at the workplace (Ashraf and Rowlinson, 2015;
Tjosvold et al., 2016).

Thus, we hypothesise that:

» H2: Trust is positively related to CMC.

3.3 CMC and employee engagement
Many scholars agreed that a morally fair and positive
workplace climate can systematically promote posi-
tive job attitudes of an employee (Griffith, 2006); one
of these positive attitudes is employees' engagement.
Previous studies have indicated that CMC is directly
related to employees' engagement (Einarsen et al., 2018),
employees' commitment (Ahmed, 2015), job involve-
ment (Parker et al., 2003), and relationship quality (Iyiola
and Rjoub, 2020). According to Jung and Yoon (2018),
CMC could predict employees' engagement. They argue
that when employees perceive CMC positively in their
organisation, they will tend to develop a positive attitude
and enthusiasm related to their job. Therefore, in line with
existing literature, we hypothesise that:

e H3: CMC is positively related to employees'

engagement.

3.4 Conflict management climate (CMC) as amediator
between trust and employees' engagement

When employees trust how interpersonal conflicts will
be dealt with and solved through strong CMC, they tend
to speak out about their problems which prevents these
problems from escalating (Hamre et al., 2021). This may
make them more enthusiastic and more engaged at
work (Rothmann and Rothmann Jr, 2010).

From this perspective, we may hypothesise that CMC
may enhance the influence of trust on employees' engage-
ment.Therefore, we can hypothesise that:

* H4: CMC mediates the relationship between trust

and employees' engagement positively.



4 Methodology

4.1 Sample and procedures

The participants in this research are foreign employees
that work in Hungary in different sectors.

Through online channels and by using the linear snow-
ball sampling method, a structured questionnaire was
distributed to 500 foreign employees. The number of
returned questionnaires completed and valid for analysis
was 355 (response rate nearly 71%), which is considered
a reasonable response rate (Baruch and Holtom, 2008).
Table 1 shows the personal characteristics of the sample:

As can be observed from Table 1, both genders are
nearly equally represented. The highest percentage of
36.9% was for employees with more than a year and less
than three years of work experience. In addition, it is note-
worthy that the most represented ethnicity among sur-
veyed employees was Arabs at 23.4%; after that came the
Africans and Europeans, at 20.3% and 18.6% respectively.

4.2 Measures

The questionnaire was based on previous studies used
together to build this questionnaire. It involved three
sections:

1. The first section asked about CMC through five items;
this section was adapted from the study of Furnham
and Goodstein (1997) with a seven-point Likert scale
"from 1 strongly disagreed to 7 strongly agree".
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2. The second section measured employees' engagement
using nine core items; this part was taken from the
"short version of the Utrecht Work engagement scale"
(nine items), which uses a seven-point scale "where 0
is never, and 6 is always" (Schaufeli et al., 2002).

3. The last section measured 7rust and it used a
7-item questionnaire developed from Robinson and
Rousseau (1994).

The participants were asked to choose answers based on a
S5-point scale "from 1 strongly disagree to 5 strongly agree".
All measures were used from a standard questionnaire with-
out any modifications; confirmatory factor analysis was used
to validate the measures for our study to find out the good fit
of the measures (Hu and Bentler, 1999). Table 2 shows the
results which indicate a good fit for each measure.

5 Statistical analysis
Descriptive analysis for all included study variables is
shown in Table 3. Table 3 presents the means and stan-
dard deviations in addition to intercorrelations for all the
variables. In addition to the descriptive analysis, Table 3
shows the calculated internal consistencies (Cronbach's
alpha) and it shows that all variables are in the accepted
range above 70% (Sekaran and Bougie, 2016).

To investigate the presence of common method variance,
the researchers used Herman's one-factor test. To make

Table 1 Personal characteristics of the sample (N = 355)

Demographic variables Item Count Percentage %
Male 179 50.4
Gender Female 165 46.5
Indeterminate/ Intersex/ Unspecified 11 3.1
Less than one year 59 16.6
More than one year to three years 129 36.3
Work experience More than three years to five years 73 20.6
More than five years to ten years 65 18.3
Above ten years 29 8.2
Arab 83 234
African 72 20.3
Ethnicity Asian 46 13
Turk 62 17.5
Latin American 26 7.3
European 66 18.6
Table 2 The respecified CFA model's goodness-of-fit statistics
Variable X? df 2 /df GFI CFI RMSEA AGFI
Trust 22.771 12 1.897 0.982 0.977 0.050 0.958
Employees' engagement 69.535 24 2.897 0.959 0.966 0.73 0.923
CMC 60.903 13 4.684 0.967 0.980 0.044 0.946
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Table 3 Descriptive analysis and intercorrelations for the variables (Cronbach's alpha values are in bold) (N = 355)

Variables Mean SD 2 3 4 5 6
1. Trust 3.96 0.56 0.756

2. Conflict management climate 475 1.09 0.368** 0.743

3. Employee's engagement 3.95 0.49 0.330%** 0.550%** 0.869

4. Gender 1.57 0.55 —0.063 —0.042 —-0.02 -

5. Work experience 2.65 1.19 —0.104* 0.058 -0.109*  0.118%* -

6. Ethnicity 3.16 1.61 0.062 0.045 —0.065  —0.050  0.222%*

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).
Source: Author's survey

this test, the researchers loaded all the variables included
in this research into an exploratory factor analysis (EFA)
by restricting the number of extracted factors to one. No
rotated factors solution was used. The Herman test results
indicated that one-factor solutions accounted for only 29.3%
of explained variance, which was much less than 50%,
which is usually the maximum variance that is accepted
by the common method variance for Herman's one-factor
test (Podsakoff et al., 2012). This aspect highlights a poten-
tial threat of common method variance in this study.

Then, to test the direct and indirect effects among
the variables, the researchers used the PROCESS macro
(model 4) developed for SPSS and done according to pro-
cedures mentioned by (Hayes, 2017). Bootstrapping was
set to 5000 resamples.

5.1 Results

As expected, the results of the analysis indicated that trust
has a significant strong positive influence on employee
engagement (b = 0.544, p < 0.001). which manifests that
having positive trust is a strong predictor of employees'
engagement. Trust also has a positive significant effect

on CMC (b = 0.691, p < 0.001), indicating that trust is
associated with having CMC in the workplace. Finally,
CMC was positively related to employees' engagement
(b=0.419, p <0.001), the results are shown in Table 4.

To test the mediation model, the researchers followed the
recommendations of Hair et al. (2016). According to Hair
et al. (2016), there are two steps to test the significance of
the direct effect of IV on other two variables (M and DV).
The first step is to test the direct effect between (Path a:
IV — M), (Path b: M — DV), and (Path c: IV — DV). The
second step is to test the indirect effect (IV — M — DV)
and based on the results they recommended that:

1. if both paths (c and b) were significant but the coef-
ficient value for b was less than c, the mediation is
considered partial mediation;

2. if the paths (a and b) are significant but path ¢ was
not significant, the mediation is considered full
mediation;

3. if ecither path a or path b were not significant then
there is no mediation;

4. if coefficient values if paths b and ¢ were significant
but b = ¢ then there is no mediation.

Table 4 Coefficient for the mediating effect (N = 355)

Testing paths B Pl s t-value
LL UL

Path c¢: "DV: Employees Engagement."

R?=_.11F (1,353) =43.118 P <0.001

IV: Trust 0.544 0.0828 0.381  0.707 0.330 4.877%*

Path a: "DV: Conflict climate."

R?=135F (1,353) = 55.239 P <0.001

IV: trust 0.691 0.095 0.527  0.907 0.367 7.432%*

Path b and ¢: "DV: Employees Engagement."

R?=.33.1 F (2,352)=93.233 P=0.002

IV: Trust (c") 0.243 0.077 0.091  0.3% 0.148 3.1272%*

IV: Conflict (b) 0.419 0.039 0.137  0.312 0.495 10.489**

Indirect effect (a*b) 0.185  0.443 0.182

** p <0.001
Source: Author's survey



The presented results in Table 4 showed that CMC
significantly mediated the relationship between trust and
employees' engagement, as shownin Table 4. Furthermore,
a Sobel mediation test was also conducted, and it showed
a significant (p < 0.001) mediation.

The results in Table 4 indicated that CMC mediates
the relationship between trust and employees' engage-
ment positively; however, this mediation is partial medi-
ation (complementary mediation) which occurs when the
relationship between the IV and DV remains significant
(b= 0.243, p < 0.001) but decreases in the presence of
the mediator (Hair et al., 2016). The indirect relationship
between trust and employee engagement (IE = 0.182) was
statistically significant 95% CI= (0.185, 0.443).

The results indicated that trust has a direct effect
on employees' engagement with the ability to explain
R? = 11% of the variance in employees' engagement. In
addition, they showed that trust has a direct positive effect
on conflict management climate, and it could explain
R? = 13.5% of the variance in conflict. Trust and con-
flict together could explain R? = 33.1% of the variance in
employees’ engagement variable (Fig. 1).

From the analysis above, we could prove all the hypoth-
eses, and they were all accepted.

6 Discussion

The research aimed to figure out the influence of trust on
employees' engagement and to assess the role of CMC in
this relationship. It further aimed to investigate how CMC
is related to employees' engagement. The results indicated
that having trust at the workplace could positively improve
employees' engagement at the workplace, and that build-
ing trust inside an organisation can significantly enhance
employee engagement inside it, a finding which agrees
with other studies that found that employees' engagement is
related to trust, and that consequently, succeeding in building
trust can influence the enthusiasm of the employees to work
more and be engaged at their work (Downey et al., 2015;

Path ¢ =.330**

Fig. 1 The study model
**p <0.001
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Ugwu Fabian et al., 2014). In addition, it is possible to con-
clude that trust can be positively associated with the work-
place's CMC to a moderate extent.

According to Liu and Chen (2000), foreign employees
are more likely to be sensitive to conflicts at the work-
place; moreover, they need to solve these conflicts in a col-
laborating way. Consequently, having a positive CMC is
important in solving these conflicts (Einarsen et al., 2018).
The results of the current study indicate that trust is
important for foreign employees to solve organisational
and interpersonal conflicts by promoting CMC. This may
be assured that conflicts will be solved constructively in
a way that would maintain positive climate between them
and their employer, and prevent frustration from arising
after a conflict has been resolved.

These results correspond with two studies that found
that trust is an essential factor in building a positive
CMC (Solaja, 2018; Tjosvold et al., 2016). The results also
showed that trust alone could explain nearly 13.5% of the
variance in CMC, which indicates that there are still many
factors that can play a role in promoting a positive CMC
in the workplace.

The results verified the partial mediating effects of CMC
on trust and employees' engagement. The mediation indi-
cated that trust has directly related to CMC and employee
engagement, which agrees with the results of Einarsen et
al. (2018) and Jung and Yoon (2018). Trust could build a
positive conflict management climate where employees
know that their conflicts will be solved in a fair and firm
way that maintains their rights. This would ultimately be
reflected in their feelings and enthusiasm toward the work
and such employees tend to be more engaged at work.

This relationship in the current study could explain
nearly 33.1% of the reasons behind having a positive
employee engagement among the international employees
in Hungary. This result means that when employees have
higher trust, their level of engagement improves further
when they perceive a positive CMC.

7 Conclusions

Employees' engagement is one of the most important
predictors of positive work outcomes such as job per-
formance, organisational commitment, and productivity
(e.g., Dalal et al., 2012; Dajani, 2015; Sundaray, 2011).
Consequently, modern organisations need to consider
what can affect their employees' engagement and how
managers can improve it to the optimum levels to achieve
these outcomes.
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Consequently, as this study focused on employees'
engagement and its antecedents it has made both theoret-
ical and practical contributions. The theoretical contribu-
tion of this study was provided by examining the extent to
which trust can create positive CMC and motivate posi-
tive attitudes like employees' engagement. Furthermore,
the critical observation of the results showed that among
foreign employees, if employees build trust, then the con-
flict management climate within the organisation will lead
them to be more engaged. The study filled the theoretical
gap in terms of understanding what can enhance employ-
ees' engagement among foreign employees, and how trust
can promote CMC since the studies in these topics are very
limited. The study provides a theoretical framework to
promote employees' engagement through trust and CMC,
it will also provide a strong base for future studies to study
the same model in different other sectors.

The practical implications of this study are that the cur-
rent study is important for managers who work at multi-
national organisations where foreign employees make up
a considerable percentage of the workforce. It has been
reported that in 2020 the foreign employees comprised
14% of the total number of the employees in the service
sector in Hungary with a slight decrease compared to pre-
vious years as a result of the Covid 19 pandemic (Baksa
et al., 2020). Therefore, understanding these employees
and working on enhancing their engagement at work will
be reflected positively on the organisation. Furthermore,
this study focused on the role of CMC in mediating the
relationship between trust and employees' engagement.
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