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"the unity o f  nearness and remoteness in every human relation is organized, in the 
phenomenon o f  the stranger, in a way which may be most briefly formulated by 
saying that in the relationship to him [or her], distance means that he [or she],
who is also fa r  is actually near............The stranger.....is an element o f  the group itself.
His [Her] position as a fullfledged member involves being both outside it and 
confronting it" (George Simmel, 1908/1950,402, early 20th century sociologist).
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Preface

Twenty years of teaching in international business schools, swallowing 
knowledge and transferring it in digestible portions to an audience of both 
regular bachelor’s and master’s degree students and experienced MBA students 
or managers, really made me long for doing some fundamental research in the 
international management field. My last research of a certain magnitude was my 
master's thesis, back in 1986.

It was not until 2007 that I got the chance to write a Ph.D. proposal. After its 
approval in 2008,1 finally began to do research on what makes global managers 
successful in global and culturally diverse business communities. I developed 
interest in group identities in my early childhood in a small village in the south 
of the Netherlands, in the province of Limburg. For me, this small community 
represented the world, with people belonging to different social and working 
classes, as well as local dialect speakers and nonspeakers. When I entered 
kindergarten and primary school, I was confronted with children I could only 
partly understand. In the school class of 33 children, I represented the out-group: 
people coming from outside the province of Limburg. My parents moved into 
that region for work. My father worked as a personnel manager in the Dutch coal 
mines. We were perceived as representing a colonial force of engineers, 
managers, administrators, and professionals, all coming from other parts of the 
country, taking the higher skilled jobs, and local inhabitants referred to us as 
"Hollanders.". To enable communication with my schoolmates, I developed 
verbal and nonverbal skills to make myself understood. I managed to understand 
them and imitated the tone of the local dialect without really grasping the local 
words. This gave me a stronger accent than even my local schoolmates. Looking 
back, it took me another 15 years to speak this dialect, but still only in more 
anonymous places such as shops and markets or when working as a journal 
distributor. These experiences taught me what it is to be a “strenger" in your 
home environment and the implications for developing an individual identity.

Because the university in Maastricht was not yet a reality in 1974,1 opted for 
a higher education program outside the province, which meant saying goodbye 
to my small village environment. After beginning to study in Rotterdam and 
finishing it at Tilburg, I never settled back again in my home environment. 
Despite the 20 years of living in this province of Limburg as an outsider, it left me 
with a permanent feeling of attraction to this bourgondic, idiosyncratic part of 
the Netherlands. Living in new areas where a dialect was not such a distinctive 
feature gave me a feeling of relief. The in-group and out-group phenomenon was 
still there, but only to some degree. However, the feeling of being a stranger 
never disappeared completely. The German sociologist George Simmel developed
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the term "stranger" for people being in a place where they do not speak the local 
language and do not share the way of behavior. The stranger is a person located 
in the community while not being part of it, a situation of being close and far 
away at the same time, which can lead to some degree of alienation. The benefit 
is that it sharpens one's ability to observe and learn about the local environment, 
seeing differences between the two worlds and developing bridges to align 
them. This ability to connect becomes part of a person’s basic skills and ultimately 
a part of the inner self. As such, regardless of the topic I chose for my doctoral 
research, I would of necessity have touched on this theme of identity in groups 
and between groups.

This interest in group identities prompted me to choose the study of 
sociology at the University of Tilburg. This subject matter satisfied my hunger 
for knowledge about development of social groups in society. My interest in 
cultures and the influence of cultural values on labor processes made me decide 
to finish my study in the sociology of labor and organization in doing a 
comparative research among engineers working for the American copier firm 
Rank Xerox in subsidiaries in Sweden and the Netherlands. After graduating 
from university, I worked as a lecturer in a Dutch Hogeschool, the HAN. In this 
Hogeschool, I was asked to teach to international students from Russia in the 
early 1990s. Within a year, an international bachelor’s degree program was 
launched, which was very popular. A few years later, the first MBA program was 
developed in this Hogeschool, in cooperation with a British university. As a 
program manager, I learned how to manage an international master's degree 
program in a Dutch Hogeschool environment. A second master’s degree program 
for full time students was developed with the same British university. This 
so-called U-curve construction, where an Anglo-Saxon university delivered the 
degree, became popular among Dutch Hogeschools. The dearth of a research 
environment in the Dutch Hogeschool was partly compensated by doing joint 
seminars with the British and other overseas students from this British 
university. The call for doing independent research within the Hogeschool 
environment became stronger, but a formal mechanism for doing so was not 
installed yet. When I was asked in 1999 to develop an international management 
master's degree program at Radboud University, this was for me a logical next 
step. In the early 2000s, Radboud University had changed to put more focus and 
priority on research. This change in climate further stimulated my own interest 
in doing research. My research interest in managing cross-cultural communities 
and identities brought me to the topic of global management competencies. 
What are the skills, what is the knowledge that global leaders need to direct and 
steer an organization in an international dynamic and complex environment? 
Having experienced a dynamic environment myself as a program manager of
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international master’s degree programs, I discovered that specific competencies 
were needed to do the job effectively, and I wondered if it would be possible to 
measure and develop such competencies. As I read through dozens of articles, 
soon, specific terms such as "global mind-set" and "cultural intelligence” caught 
my attention, and the decision to work on a measurement instrument measuring 
global management competencies for international managers was made.

Now, almost four years later, 1 look back on an inspiring journey through the 
world of international management research with its academic journals, the 
conferences, and data collection among managers and professionals. This 
journey brought me back after 35 years to the United States to participate in the 
Academy of Management conference and after 30 years to Asia, where I collected 
data at universities in Beijing and Wuhan, and in international firms in Shanghai. 
China fits well into my research journey, in that its cultural distance to the 
Netherlands provides a challenging back- ground for developing a "culture-free" 
measurement scale, although research in the province of Limburg would 
probably have been a challenge too.
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1.1 Globalization

Managing international and global business activities today requires specific 
management competencies, which are defined herein as global management 
competencies (GMCs). These GMCs are necessary to perform effectively in a 
global business environment (Groves & Feyerherm, 2011). Globalization and 
internationalization of business are terms often used interchangeably (Knight,
2001). Internationalization still takes the nation-state as the essential unit 
(Marginson, 1999). The nation-state, which offers protection, common regulations, 
sense making, and honor to its inhabitants, contributes to strong feelings of 
identity and community (Anderson, 1991). As the concept of a nation-state has 
developed over the past centuries, national values have come to determine a 
large part of a person's identity (Anderson, 1991). At the same time, feelings of 
national identity form a barrier for effective interaction and transfer of knowledge 
among members of different nations (Nissen, 2007) and increase feelings of 
strangeness.

Globalization refers to the formation of world systems (Marginson, 1999). 
Globalization has far-reaching consequences for societies that have drastically 
changed socially, informationally, and technologically (Bandura, 2001). 
Revolutionary advances in electronic technologies and globalization are 
transforming the nature of human influence (Bandura, 2001). With his idea of 
the "global village," McLuhan (1964) indicates that since the introduction of 
electronic media, humankind has indeed experienced a shrinking world as a 
result of fast communication, linking people across the world. According to 
Robertson (1992,8), globalization means “the compression of the world and the 
intensification of consciousness of the world as a whole.” Companies across the 
world have become interdependent and interconnected more than ever. McLuhan 
(1964) argues that it is the speed of information transportation by electronic 
media that allows businesses to act on and react to global issues at the same pace 
that face-to-face communication can in small traditional communities. Speed of 
business accelerates as a result. Furthermore, costs of human transport have 
decreased, whereas the speed and possible volumes of transportation have 
increased tremendously (Matthews & Herbert, 2004). Business is not only part 
of this globalization process; it is one of its major drivers. Multinational 
enterprises (MNEs) are the most important driver of globalization, because they 
simultaneously embody the transfer of Capital, highly skilled labor, technology, 
and final and intermediate products (Organisation of Economic Co-operation 
and Development, 2010). For example, world cross-border trade expanded from 
32% of gross domestic product (GDP) in 1990 to 76% of GDP in 2008 for 
low-income economies and from 32% of GDP to 50% of GDP for high-income
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economies (2010 World Development Indicators]. Trade figures (Centraal 
Bureau voor de Statistiek] show that over the past 15 years, import and export 
in the Netherlands have each grown by €50 billion. Globalization is an all-en- 
compassing process that changes relationships between and among individuals, 
companies, and governments (Appadurai, 2003]. This new reality presents 
challenges for managers and employees who operate as links in this global 
interdependent network of business.

With the advancement of globalization, many people have experienced an 
increase in the frequency and intensity of exposure to other cultures (Chiu et al., 
2011). Some must communicate across cultures daily. Giddens (1985) refers to 
an experiential compression of time and space: People in global cities experience 
traditional and modern cultures at the same time and cultures from different 
geographical regions in the same place. According to Chiu et al. (2011), when the 
iconic symbols of the local and global cultures are seen together in a globalized 
environment, culture will become a salient mental category for organizing 
perceptions. Schein (1985) states that culture represents humankind's ways of 
solving fundamental problems, such as how to relate to other humans and how 
to relate to time and nature. The problems are universal for any group of people; 
the answers to the problem are embedded in the group's culture. A difference in 
culture means a difference in problem-solving strategy. Trompenaars and 
Hampden-Turner (1998) build further on Schein’s (1985) idea of culture and 
distinguish cultural dilemmas people are confronted with when building 
cross-border business relationships. These dilemmas cannot be solved easily. 
They need careful reconciliation, a process whereby both sides of the dilemma 
are appreciated and recreated in a new hybrid form. In summary, culture is an 
important category, responsible for ordering perceptions and solving problems 
that appear in the form of cultural dilemmas. As a result, interactions between 
people from different cultures are necessarily problematic. To what extent are 
we prepared for such complex interactions between culturally different people 
as a result of globalization? Bandura (2001) invites psychologists to examine the 
processes that shape people's behavior in these rapidly globalizing culturally 
mixed environments.

The interaction between representatives of different cultures has received 
special attention in social science. A first perspective comes from Gudykunst
(2005), who uses the term stranger, which was initiated by the sociologist 
Simmel (1908,1950) for people possessing the contradictory qualities of being 
nearby and far away at the same time: "Strangers represent both the idea of 
nearness in that they are physically close and the idea of remoteness in that they 
have different values and ways of doing things" (Gudykunst, 2005, 285). The 
stranger is the person who connects two territories that are geographically and
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culturally distant from each other. All strangers move from the position of 
"outsiders" to the position of "insiders" when they go through the physical 
pressures of daily interactions with the environment [Kim, 2001). The focus 
here is on strangers that cross societal [or cultural] boundaries, but the term 
can also be applied to those Crossing subcultural boundaries and experience 
severe pressure from their subcultural environment (Kim, 2001). Indeed, this 
process relates to any person moving to new groups with a strong identity and 
experiencing the existence of outsiders and insiders. People belongto a range of 
different group memberships. All these group memberships together define 
their identity [Tyier & Smith, 1999). Because people typically do not share all 
their group memberships with anyone, their identities are unique. Everyone we 
meet, with his or her unique identity, can be a potential stranger [Gudykunst,
2005), and in meeting them we must operate both interpersonal and intergroup 
processes.

Interaction with strangers is accompanied by anxiety and uncertainty. 
Being in a new situation results in lack of security [Herman & Schield, 1961). The 
answer to the ambiguity of new situations consists of a pattern of information 
seeking [uncertainty management) andtensionreduction [anxiety management). 
Managing uncertainty and anxiety are therefore central processes in 
communication with strangers (Gudykunst, 2005) and thus form a barrier for 
effective communication. The sociologist Gouldner (1957) offers a second 
perspective on identity and feelings of belonging: He introducés the 
"cosmopolitan,” a person interested not only in the local small community but in 
communities outside and further away. Gouldner's original research (1957) 
involves a consultancy study for a local newspaper in the United States that 
wanted to select the right target group for its daily journal: Was this person only 
interested in daily news about the local community, or was he or she also 
interested in the wider news of the rest of the country (the United States)? 
Gouldner defines the latter as the cosmopolitan (Gouldner, 1957). Hannerz 
(1996) describes cosmopolitanism as a state of mind, a perspective, or a way of 
managing meaning. According to Hannerz, true cosmopolitans are willing to 
engage with the "other," they are open to new cultural experiences, and they are 
looking for contrast instead of uniformity. According to Appiah (2007), cosmo
politanism works on the level of uniformity but at the same time there is an 
implicit recognition of difference. On the one hand, cosmopolitanism maintains 
the central idea of universal truth, but on the other hand, it is skeptical about 
absolute truths (Matiaske, 2008). Hannerz (1996) describes cosmopolitanism as 
a competence, a personal ability to make one’s way into other cultures, through 
listening, looking, intuiting, and reflecting. As such, cosmopolitanism describes 
a way of behaving more successfully with strangers.
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Social scientists have different views on the possible impacts of globalization. 
Some scholars (Barber, 1996; Chen & Chiu, 2010; Huntington, 2003) believe that 
exposure to globalization triggers parochial and exclusionary resistance against 
foreign cultures, reflected in the rise of populist political parties in Europe 
celebrating nationalistic identity feelings. People may feel threatened by the 
influx of immigrants carrying unknown cultural identities, as is the case in 
many European countries today. This can lead to xenophobic behavior to try to 
preserve the integrity and vitality of heritage cultures (Chiu et al., 2011). These 
reactions show contamination anxiety, the fear that a global culture may finally 
destroy the local culture (a form of cultural imperialism). Attacking is one of the 
reactions, as shown by Chinese pressure to close the Starbuck's coffee shop in 
the Forbidden City in Beijing in July 2007 (Chiu et al., 2011). According to the 
Chinese government, the Starbuck’s coffee shop, representing a culture of 
consumerism, did not fit with the valuable and sensitive cultural heritage of the 
Forbidden City. Huntington (1996) predicts a clash of civilizations as a result of 
the intensive exposure to formerly distant and unknown cultures representing 
contradictory values and interests. Reconciliation processes necessary to build 
bridges between the opposing values are time-consuming and complex. New 
competencies are needed, such as cultural intelligence, thatenable reconciliation 
and effective cross-cultural communication.

In contrast, other scientists (Chiu et al., 2011; Gries, Crowson, & Cai, 2011) 
perceive exposure to other cultures as an enriching process that can open minds to 
new experiences, remove cultural barriers, and stimulate the spread of human rights 
and democracy. According to Appiah (2006), proponents of globalization see a rise of 
cultural cosmopolitanism marked by a zest for wide international experience and 
acknowledgments ofthe "otherness’’ ofthosewho are culturally different. Integrating 
reactions are a starting point for cooperation and creating new relationships. 
Multicultural experiences can stimulate creativity (Leung et al., 2008). Intercultural 
contacts can also afford opportunities for intercultural understanding and learning 
(Leung et al., 2008). According to Chiu et al. (2011), a major challenge in social 
psychology is to explain and predict when people will show more exclusionary or 
more integrative responses to the cultural effects of globalization. Chiu et al. (2011, 
672) suggest that "experience of existential anxiety and identification with 
heritage culture can increase the likelihood of exclusionary reactions, whereas need 
for cognition and foreign intercultural identification can attenuate integrative 
reactions." Cultural intelligence (CQ) is an intelligence construct that enhances 
adaptation to varying cultural contexts (Earley & Ang, 2003) and as such stimulates 
integrative reactions. In this study, I hope to contribute to understanding CQ and 
support the further development of theory with regard to the CQ scale.
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Within organizations, two forms of cross-cultural interaction can be 
distinguished. The first form of interaction takes place within national borders 
among people with a domestic background and people carrying nonnative 
cultures, often belonging to ethnic minority groups and having a diverse range 
of knowledge, skills, and experience. The focus is often on the question how to 
integrate the nonnative people in society. Integration into the labor market is 
mostly perceived as the most important road to societal integration. The second 
form of interaction takes place when companies expand across borders in search 
of new markets, technology, or Capital. Often, these companies make use of 
expatriates. (The term expatriate usually refers to employees who are on a 
long-term assignment outside their home country [Groenewald and Neubeiser, 
2000].) Expatriates support expansion strategies across borders. Although the 
forms of cross-cultural interaction are inherently different in their origin, they 
both require cultural sensitivity and the development of cultural competencies. 
The accompanying cultural complexities of international expansion by organizations 
were perceived as mere costs in the past, whereas today organizations perceive 
working across national borders as learning opportunities, which can even 
contribute to competitive advantage (Adler, 1983). The same can be concluded 
for the integration process of ethnic minorities into domestic companies.

In business, it is no longer only the expatriate who crosses cultural 
boundaries; there are now several assignment options that were previously 
considered only within a limited geographical or national context, in which 
people are confronted with interactions across cultures (Mayerhofer et al., 
2004). Inpatriates, short-term business travelers, sojourners, host country or 
third country nationals operating in multinational firms, and employees from 
globally born SMEs all regularly interact across national boundaries. According 
to Evans et al. (2002), these people fulfill boundary-spanning roles and are part 
of the "glue” that holds together the modern transnational organization. Bartlett 
and Ghoshal (1989) distinguish the transnational from the multinational, 
international, and global organizations. Building further on work of Bartlett and 
Ghoshal (1989) and Prahalad and Doz (1987), Evans et al. (2002) describe a 
long-term development of international business from the first MNE as it rose in 
the 1920s in Europe (Unilever is a classic example) through the international 
U.S.-based enterprise and the Japanese global enterprise to the transnational 
organization, a network-like configuration operating worldwide.

The transnational organization fits in the complex and dynamic global 
environment thanks to replacement of the traditional pyramidal hierarchy with 
a new set of coordination mechanisms termed "glue technology" (Evans et al.,
2002). According to Evans et al. (2002), this glue technology consists of indirect 
mechanisms such as a strong corporate culture, specific global leadership
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programs, the use of cross-cultural teams, and the development of a global 
mind-set across people in the organization. Boundary-spanning roles, in vertical, 
horizontal, and lateral directions, enable effective communication across the 
globally dispersed and specialized business units and subsidiaries of this 
transnational organization. Today’s businesses need employees that can fulfill 
these liaison roles to bridge cultural differences. These boundary-spanning 
people are essential to the effectiveness of the transnational organization. To 
optimize the effectiveness of these key employees, appropriate competencies 
are required. Cultural intelligence and global mind-set are the building blocks of 
these competencies.

Finding people who can fulfill these bridging roles is difficult. There is a 
worldwide shortage of global talent, and today’s companies perceive finding 
this global talent as one of their major challenges (Brookfield GRS, 2011: global 
talent war). The development of instruments that can measure the required 
competencies for these culturally bridging people is welcome.

The process of meeting other people is challenging and accompanied by 
feelings of ambiguity. The ability to cope with this ambiguity helps people 
perform better. Rhinesmith (1991) considers the ability to cope with ambiguity 
as one of the basic skills of people with a global mind-set. A global mind-set 
enables people to cope with the uncertainty caused by the unpredictability 
about what to expect in interactions with culturally diverse people or identities. 
Cultural intelligence reduces the stress accompanied by interaction across 
cultures (Brislin et al., 2006). Experiences in a culturally mixed environment 
can enrich interaction, sparking Creative combinations of ideas from diverse 
cultural sources (Chiu et al., 2011), but they can also be threatening, engendering 
anxiety and discomfort. In this study, Chapter 2 describes these constructs in 
more depth and introducés some others that embody GMCs, such as cultural 
competencies (Johnson, 2006) and intercultural sensitivity (Van der Zee & Van 
Oudenhoven, 2001).

Anxiety is the final construct important in this study. As discussed 
previously, Gudykunst (2005) develops the idea of uncertainty reduction and 
adds reduction of anxiety to it. The resulting intercultural communication 
theory, whereby intercultural communication is perceived as one type of 
intergroup communication (in which one's culture is the dominant group 
membership influencing communication) explains how people cope with 
tensions and stress in a new unknown environment. People also experience 
anxiety about a new, unknown, cultural environment in which habits are 
different than at home and other values and norms dominate daily interaction. 
Such an environment, in which communicating with members of out-groups is 
common, brings stress and tensions, more so than when communicating with
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in-groups (Lee & Boster, 1991). Gudykunst's theory (2005) provides people with 
a way to understand these ambiguous feelings in cross-cultural interactions and 
find some relief. Global mind-set and cultural intelligence are capabilities 
necessary to work effectively with people from other countries. Because the 
process of effective coping with people from other cultures enhances a firm's 
competitive advantage, the purpose of this study is to provide in-depth insight 
into these processes and contribute to the development of theory with regard to 
GMCs.

1.2 Aims of this Study

The first aim of this study is to provide insight into the competencies global 
managers and employees need to perform effectively in global business 
interactions. As explained previously, people's exposure to global business 
interactions has grown tremendously and will continue to grow in the future. An 
important question in international management, and more specifically within 
international strategie human resource management (HRM), is to what extent 
and how the development of competencies of employees and managers is related 
to the development of the global business strategy. Tarique and Schuier (2010) 
and Suutari (2002) maintain that the number of people with GMCs needed will 
grow explosively, and the literature mentions a shortage of this global talent 
regularly. To enhance insight into GMC, it is necessary to develop understanding 
of its constituencies. Thus far, researchers have developed various definitions of 
GMC, with elements not clearly distinguished from one another. Some constructs 
are developed but need further testing. This leads to the second aim of this 
study, which is to contribute to the development of theory with regard to existing 
promising constructs relating to GMC. To accomplish this aim, in the next 
section, the central research question and five subquestions are formulated.

1.3 Scientific Relevance

Over the past two decades, the question of how to select and develop globally 
talented managers and professionals in international business has been an 
important one that has not been solved satisfactorily. To make this omission 
tangible, researchers have defined numerous labels, that represent the framework 
of GMCs. They used promising names for constructs that were in reality not 
clearly defined. A certain mystification of the content of these constructs took 
place (Bücker & Poutsma, 2010). These constructs and frameworks were often
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hardly tested before they were adopted in practice. The existing cultural 
competency literature is lacking a coherent theoretical foundation; it suffers 
from the "jingle and jangle” fallacy, in which constructs with the same meaning 
are formulated differently whereas constructs with different meanings are 
labeled similarly (Gelfand, Imai, & Fehr, 2008). Definitions of competencies show 
a wide variety of terms and a mixture of abilities and nonabilities. Many of the 
attempts to develop a management scale did not lead to serious follow-up 
research or testing. These shortcomings legitimate a thorough investigation 
into the GMC framework at the beginning of this study in 2007.
This study contributes to further development by giving an overview of the most 
recent constructs, followed by a fundamental search into the definition of the 
present-day GMC constructs, which makes clear how the constituencies of these 
constructs can be traced back to the basic organizational behavior terms. Next, 
this study contributes to theory development through rigorous testing of several 
constructs.

1.4 Research Questions

The central research question is as follows:
How can GMCs be defined in terms o f  organizational behavior aptitudes, the 
knowledge, skills, abilities and other personality characteristics (KSAOs) to develop 
theory building with regard to GMC, by testing a measurement scale for  these global 
management competencies in diverse samples and cultures?
Several subquestions can be derived from this main question, which are addressed 
in subsequent chapters of this study:

1. How can GMCs be defined, and how can their elements and antecedents be 
described?

2. What instruments to measure GMCs are available, and which instruments are 
promising?

3. To what extent is the CQS a valid and reliable instrument, and what are its 
psychometrie properties?

4. To what extent does the CQS show measurement equivalence?
5. Towhatextentdoesculturalintelligenceinfluencecross-culturalcommunication 

effectiveness andjob satisfaction in a sample o f  Chinese local managers working 
forforeign enterprises and what is the role ofanxiety?

These questions are addressed in Chapters 2-6 of this study. The following 
subsections, present a short introduction to each subquestion.
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1. How can GMCs be defined, and how can their elements and antecedents be 
described?

This first question is a challenge to define the GMC construct in elements 
that are already precisely defined, preferably in terms that enjoy universal 
acceptance or application. Researchers primarily view competence as being 
constituted of attributes workers possess. The attributes identified are 
organized into predefined categories, such as knowledge, skills, and abilities 
(Veres et al., 1990), today defined as knowledge, skills, abilities, and other 
personality characteristics (KSAOs) (Foxcroft, 2004). These terms have been 
defined in the organizational behavior literature and are universally recognized 
(Mclntire & Miller, 2000; Veres et al., 1990), in keeping with the idea of using 
basic, well-defined terms for measurement. The attributes are then rated to 
allow quantitative measurement of the correlation between success in 
accomplishing the work and possession of the designated attributes. To address 
this question, I use international management and cultural and social psychology.

2. What instruments to measure GMCs are available, and what Instruments are 
promising?

Because various constructs have been developed, all fitting the umbrella of 
GMCs, critically evaluating these constructs and their related measurement 
instruments contributes to the field’s knowledge. Although there is a variety of 
instruments, each with its own specific theoretical background coming from a 
range of subdisciplines, I decided to include them in one table and describe and 
evaluate them on criteria such as availability, simplicity, testing history, and 
applicability. My goal is to shed light on the theoretical foundation of the 
instruments and assess the rigor of their testing thus far in empirical research, 
with the objective of selecting one or more promising instruments on which to 
build further.

3. To what extent is the CQS a valid and reliable instrument, and what are its 
psychometrie properties?

One of the promising instruments developed (Earley, 2002) is the cultural 
intelligence scale (CQS), which is based on the CQ construct. This scale builds 
further on the multiple intelligences framework of Gardner (1993). Cultural 
intelligence is a specific form of intelligence that helps people behave effectively 
in culturally diverse situations. It expresses a capability like other intelligences 
and matches with the cross-cultural competences construct (Johnson et al.,
2006). I first investigate the dimensionality of CQ and then evaluate some of its 
psychometrie properties. This construct, developed from a psychology 
perspective, is used as the foundation of the CQS, which was first published in 
2006 (Ang et al., 2006). Until the beginning of the current research in 2007, the 
CQS had been sparsely tested (only in Ang et al., 2006 and in Ang et al., 2007).
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A second research stream working on CQ (Thomas et al., 2006) from an international 
management perspective provided some debate but resulted in a measurement 
instrument onlyrecently, in 2012 (see Thomas et al., 2012). This promptedmeto 
work further with the construct (CQ) and its instrument (the CQS) of Ang et al. 
(2007) and test its validity and reliability in a sample of Chinese students with 
overseas study or work experience.

4. To what extent does the CQS show measurement equivalence?
Intelligence is an emic construct that is context bound (Ng & Earley, 2006).

This assumes it has a specific meaning within a cultural context. Outside this 
context, its meaning can be different. In the 20th century, intelligence tests were 
used in the United States across segregated racial communities, leading to 
research outcomes showing lower scores on Intelligence (IQ) for black 
respondents (Gomberg, 2007). That outcome was due to measurement bias, 
caused by the dominant use of specific white American language in the testing 
instruments. Researchers concluded that the intelligence construct is context 
related. The same conclusion applies to emotional intelligence: The ability to 
understand and use emotions properly is also context bound (Earley & Ang,
2003). Recognizing emotions in one culture is not a guarantee for recognizing 
emotions in another culture. Cultural intelligence, as the capability to understand 
and communicate effectively across cultures, is presumed to be the onlyform of 
intelligence that is culture free (Ng & Earley, 2006). As such, the CQS should 
enable measurement across cultures without creating bias. This question calls 
for clarification of the extent to which the CQS shows measurement invariance 
and thus legitimates usage across countries.

5. To what extent does cultural intelligence influence cross-cultural communication 
effectiveness and job satisfaction in a sample o f  Chinese local managers 
working for  foreign enterprises and what is the role o f  anxiety?

Cultural intelligence is notan isolated construct. It can be related to a range 
of antecedents and outcomes. With this question, I further develop theory with 
regard to CQ. Various outcomes of CQ, such as adaptation and adjustment, have 
been studied (Ramula et al., 2010; Ward & Fischer, 2008). Because communication 
is a key process in a cross-cultural interaction, the purpose of this research is 
to explore and understand the relationship of CQ with the effectiveness of 
communication. If this relationship is significant, it shows the importance of the 
CQ construct for cross-culturally working employees and managers who 
communicate across cultural boundaries. Another point of interest is to what 
extent CQ contributes to job satisfaction; job satisfaction is an important 
condition for employees to stay in the organization. Retention of employees with 
GMCs can make the difference for any company that aims to compete interna- 
tionally. To explore this question, this research investigates Chinese host
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country managers working in foreign MNEs in China. These employees interact 
with culturally diverse colleagues, team members, managers, and clients on a 
regular basis and are expected to develop GMCs. Because more companies are 
replacing home country expatriates by host country nationals with international 
experience, this latter group is essential for the continuation of multinational's 
expansion in the host country. This question should stimulate further theory 
development with regard to CQand, more specifically, illuminate the relationship 
between CQ and performance. Interacting in a cross-cultural environment 
brings along feelings of ambiguity and anxiety (Gudykunst, 2005). These feelings 
may influence the performance level of host country managers. In this study, I 
also investigate the relationship between CQ and anxiety and between anxiety 
and performance.

1.5 Outline of the Study

Chapters 2-6 investigate the five subquestions referred to in this introduction. 
Chapter 2 is a theoretical chapter focusing on the definitions of various GMC 
frameworks. Chapter 3 provides an overview of different instruments measuring 
these GMCs and offers a closer lookatthe global mind-set and cultural intelligence 
scale. Chapter 4 tests the psychometrie properties of the CQS. Chapter 5 
investigates to what extent the CQS can be used across countries without any 
bias. Next, Chapter 6 investigates the relationship between cultural intelligence 
and performance, defined in this chapter as cross-cultural communication 
effectiveness and job satisfaction. Furthermore, the unexpected finding of the 
variable anxiety and its relationship to the other variables is explained. Chapter
7 summarizes the most important conclusions, critically reflects on the research 
process and its limitations, positions the research field, and provides further 
research directions with regard to GMCs.
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Abstract

This chapter aims to contribute to the understanding of the concept of GMCs. It 
presents an extensive review of the relevant GMC literature. By investigating 
four constructs (i.e. the global mind-set, cross-cultural competence, intercultural 
sensitivity, and cultural intelligence), all related to GMCs, the authors provide an 
in-depth discussion of the contributing organizational behaviour components— 
the KSAOs—useful for a construct of GMCs. The authors develop a configuration 
of the components as an integrative model. This model could serve as the basis 
for the development of measurement instruments. The GMC construct, albeit 
with different labels and in different disguise, has received a great deal of 
attention in the past two decades but has never been conceptualized 
satisfactorily. The study in this chapter is an attempt to do so.

K eyw ords: global management competencies, strategie dilemmas, cultural 
differences
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2.1 Introduction

Today's business is strongly influenced by globalization. The number of 
companies operating across borders has grown exponentially. As a consequence 
of this, many managers and employees are exposed to global strategie decisions 
and cross-cultural interaction. A key question in international management, and 
more specifically in international HRM, covering "all issues related to the 
management of people in an international context" (Stahl & Björkman, 2006,1) 
is to what extent managers are prepared to effectively cope with national 
diversity and global strategie complexity. In other words, to what extent is the 
development of global business strategy aligned to the development of the 
capabilities of the human resources needed to implement this strategy? This 
alignment appears to be a problem. Companies seem to be not doing enough to 
prepare managers for the international business environment (Manning, 2003; 
Bird & Osland, 2004; Johnson et al., 2006). Many companies aim to develop 
managers internally (Suutari, 2002). However, this can only succeed if there is 
clarity about the criteria for selection and/or development of these globally 
operating managers.

Developing relationships across borders with partners and competitors to 
jointly compose new strategies assumes the availability of specific competencies, 
most probably never needed before. In this chapter, we initially define 
competencies as the potential capability of a person to successfully handle 
certain situations or complete a certain task or job (Ellström, 1997).

The specific knowledge and skills, within an international management 
context, which we label GMCs, are described in international management 
literature under various constructs with various labels, such as "global mind-set" 
(Rhinesmith, 1992), "cross-cultural competence" (Gertsen, 1990), "intercultural 
sensitivity” (Hammer et al., 2003), and "cultural intelligence” (Earley, 2002). 
These different constructs are used for more or less similar competencies and 
show overlap (Thomas et al., 2008). In addition, there is a stream of research 
around the construct of global leadership and “global leadership skills" (Brewster 
& Suutari, 2005). This stream brings in the elusive construct of leadership, 
which has a long history of continuously changing definitions. There is no 
consensus about the exact meaning and operationalization of these constructs 
in international management literature. This is confirmed in the literature (see 
Chen, 1997, 8; Johnson, 2006, 526; Levy et al., 2007, 246; Thomas et al., 2008, 
124). Adding to the inconsistency, the field of global management and leadership 
competencies regularly presents new definitions and new constructs. The 
research, leading to conceptual diversity, is done noncumulatively. Furthermore, 
the constructs and its building blocks are not systematically related to the
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behavioural aptitudes, the KSAOs (Peters, Greer, & Youngblood, 1997). Moreover, 
there is no systematic overview and comparison of constructs and concepts, 
hardly any integration attempts, and no systematic comparison of measurement 
instruments (for a detailed discussion of this last point, see Chapter 3).

In short, there are some limitations with regard to the GMC research. These 
limitations contribute to a certain mystification of the concept. Several attempts 
to rename the concept and to redefine its building blocks further confuse the 
issue. In this chapter, we clarify this mystification, first, by addressing the 
limitations of the research and, second, by describing the four most important 
constructs. Hereinafter, we define a new construct, which is built up by 
integrating the relevant building blocks that are part of the four described 
constructs.

An important limitation is that the extant GMC research suffers from 
conceptual diversity. Levy et al. (2007, 246) claim that "there is diversity both 
within and across research streams, as well as conceptual ambiguity in the field. 
Studies vary widely in their conceptualization and definition of the construct, 
level of analysis, and operationalization of global mind-set. In addition, empirical 
studies report inconsistent and contradictory findings." In response, Levy et al. 
(2007) provide a thorough overview of the literature thus far on global mind-set. 
Johnson et al. (2006, 526) maintain that "there is a lack of agreement on what 
constitutes [cultural competence]" and "an absence of in-depth studies of 
[cultural] competence." Chen and Starosta (1997,8) say this about intercultural 
sensitivity: "The study of the concept still suffers from conceptual and 
operational fragmentation and ambiguity. No clear definition of intercultural 
sensitivity can be found in existing literature.” Last, Thomas et al. (2008,124) 
state, “However, these definitions fall short of specifying the construct as more 
than a loosely aggregated set of facets conceptually similar to intercultural 
competency, global mind-set or a host of other similar terms, or as an extension 
of constructs such as social intelligence to a new domain."

Contributing to this conceptual diversity is that newly defined constructs 
regularly show up, only to disappear again after a short time and be replaced by 
a more promising construct. In this way, constructs such as cosmopolitanism 
(Merton, 1957), worldmindedness (Sampson & Smith, 1957), transnational 
mentality (Bartlett & Ghoshal, 1989), and global literacy (Rosen & Digh, 2002) 
have been introduced to the research field and left the stage after some time and, 
in some cases e.g., cosmopolitanism [Archibugi, 2009]; and worldmindedness 
[Boatler, 1990], reappear. Therefore, despite the difficult work of constantly 
developing new terms and constructs, the growth in publications related to the 
various constructs describing GMCs has not yet added up to a coherent body of 
knowledge. Berry and Ward (2006, 74) express the noncumulative character of
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the discussion as follows: "Although the notion of CQ (Cultural Intelligence) is a 
novel one and perhaps comprehensive one, it is not clear that it delivers anything 
other than so-called repackaging of 30 years of theory and research on 
acculturation."

In summary, a systematic overview of the several constructs is welcome. 
Although there exist a few (Johnson, 2006; Levy et al., 2007; Suutari, 2002), the 
variation in the type of construct in these overviews is low. The research 
community would welcome integrating these different constructs after having 
them deconstructed in their building blocks.

To contribute to more clarity and consistency in the discussion, previous 
research has suggested (Caligiuri, 2006) describing the building blocks of the 
several constructs in a standardized language (e.g., organizational behavioral 
definitions) to eliminate unnecessary confusion. The KSAOs serve this function 
and make the constructs accessible for the process of selection and development 
(Caligiuri, 2006).

In this chapter, we focus on the comparison of the most important constructs 
in the literature. These constructs are selected on the following criteria: a 
substantial body of literature, an attempt to integrate the construct into a model, 
to address the building blocks in organizational behaviour terms, and a first 
manifestation of a validated measurement instrument. Next, we select the 
essential building blocks that form part of the global management competencies, 
and build a conceptual model.

Our main question in this chapter is as follows: How can we define GMCs in 
terms of organizational behavior aptitudes?The chapter is structured as follows: 
first, we describe a theoretical framework of the concept of competencies. 
Second, we analyze the constructs global mind-set, cross-cultural competence, 
intercultural sensitivity, and cultural intelligence. After selecting the most 
relevant building blocks of each of these constructs, we compose a conceptual 
model that forms a starting point for further development of a measurement 
instrument for GMCs.

2.2 Theoretical framework

This section discusses the following constructs and their constituent building 
blocks: global mind-set, cross-cultural competence, intercultural sensitivity, 
and cultural intelligence. We begin by defining the concept of competencies. The 
term competencies, which is used to identify high-performing employees, has 
gradually become widespread in the HRM literature (Boyatzis, 1982; Ulrich, 
1997). According to Lawler (1994), replacement of the job-based focus in the
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traditional organization structure by the widespread use of competencies in the 
modern global organization is a fundamental change, “one that requires a change 
in virtually every management system in an organization” (Lawler, 1994, 4). 
Global competition, which has led to a less predictable environment, job 
instability, and flatter organizations, has diminished the significance of the "job" 
in the organization. Job-based systems were no longer able to facilitate a process 
ofcontinuouslearning,development,and progress (Lawler, 1994). Organizational 
systems in which individual 'capabilities' are the primary focus serve as an 
alternative to the job-based system and "facilitates organizations developing 
organizational capabilities that provide competitive advantage" (Lawler, 1994, 
6). Guion (1991, 335) defines competencies as "underlying characteristics of 
people that indicate ways of behaving or thinking, generalizing across situations, 
and enduring for a reasonably long period of time." This definition strongly 
resembles personality. Spencer & Spencer (1993,13) add to this definition that 
competencies always "include an intent"; a characteristic is not a competency 
unless it predicts something meaningful in the real world. This definition comes 
close to behavioral repertoires (Earley & Peterson, 2004), metacognition (Ang et 
al., 2007), or mindfulness (Thomas, 2006) building blocks of cultural intelligence. 
Competencies provide the basis for effective recruitment, selection, and 
development of high-performing managers and employees (Boyatzis, 1982). In 
the same article, Boyatzis (1982) refers to 'motive' as an underlying characteristic 
of competency as well. The attention has moved from hiring employees who 
could perform a certain task, often related to technical knowledge, to hiring 
employees for their “potential," their ability to perform a set of tasks in the near 
future (Rodriquez et al., 2002). Potential refers to the knowledge and learning 
skills the person acquires. "In rapidly changing business environments, 
organizations are recognizing the value of a work force that is not only highly 
skilled and technically adept, but more importantly, a work force that can learn 
quickly, adapt to change, communicate effectively, and foster interpersonal 
relationships” (Rodriquez et al., 2002, 309). Rodriquez et al. (2002) here 
underscore the skills to communicate and to learn. This is in line with the HRM 
perspective on competencies as Van Loo and Semijn (2004) discuss: They view 
the concept of competence as being closely related to the context of human 
resources referring to potential. In summary, we define competencies in this 
chapter as capabilities to perform effectively (in a cross-cultural situation as a 
transnational manager), which consist of knowledge, skills, abilities, personality, 
and behavioural repertoires. These building blocks express a potential but also 
an intent to act.

What follows is a discussion of selected basic constructs related to the 
concept of GMCs. We select these constructs on the following characteristics: a
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substantial body of literature, an attempt to integrate the construct into a model, 
an attempt to address the building blocks in organizational behavior terms, and 
a first manifestation of a validated measurement instrument.

2.2.1 Global Mindset
Global mind-set research dates back to the early 1990s with studies by 
Rhinesmith (1992, 1995), who describes a person with a global mind-set as a 
person "accepting life as a balance of contradictory forces and continuously 
seeking to be open to themselves and others by rethinking boundaries and 
changing their behavior" (Rhinesmith, 1992,63). The literature then developed 
along the lines of a normative description of traits. Rhinesmith (1995, 37] 
distinguishes six mind-sets’ (traits) for a manager to operate globally (i.e., going 
for the bigger, broader picture; balancing paradoxes; trusting process over 
structure; valuing differences; managing change, and seeking lifelong learning). 
Srinivas (1995) adds curiosity, acceptance of complexity, diversity consciousness, 
an extended time perspective, and systems thinking. According to Lane et al. 
(1997,232), thinking globally means “ holding multiple realities and relationships 
in mind simultaneously, and then acting skill-fully this more complex reality." 
Gregersen et al. (1998) add adventuresomeness, curiosity, and open-mindedness 
as key characteristics to the definition of mind-set for a global manager. These 
early facets are mainly trait and attitude related.

In an overview article, Levy et al. (2007) state that global mind-set research 
presents two approaches: a strategie and a cultural approach. The strategie 
approach has its roots in the multinational literature of Doz et al. (1981) and the 
transnational management literature of Bartlett and Ghoshal (1989). These 
authors introducé the construct transnational mentality, which managers need 
to cope effectively with the complex strategie dilemmas in an organisation. “As 
global competition intensifies and the variety of national demands increases, 
more decisions are affected by those opposing demands for national 
responsiveness and for global rationalization" (Doz et al., 1981, 63). The ability 
to cope with these strategie dilemmas, which the authors label as "transnational 
mentality," requires cognitive complexity.

The cultural approach refers to the capability to cope with cultural diversity. 
The cultural approach is rooted in Perlmutter's typology of the headquarter- 
subsidiary relationship. Perlmutter (1969) used the term ethnocentric mind-set 
for a home-country dominant view in the headquarter-subsidiary relationship. 
Other states of mind or attitudes toward managing a multinational enterprise 
are polycentric, showing a host-country orientation, and geocentric, which 
reflects a global orientation. Research within this cultural perspective defines a 
global mind-set in terms of cross-cultural skills and abilities. Adler and
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Bartholomew (1992) describe the transnational manager as someone able to 
move easily within and between different cultures on a regular basis.

Although Levy et al. (2007,246) attempt to bring some order to the concept 
of a global mind-set, distinguishing a cultural and a strategie stream, they argue 
that: "beyond these common themes, however, there is diversity both within and 
across research streams, as well as conceptual ambiguity in the field. Studies 
vary widely in their conceptualization and definition of the construct, level of 
analysis, and operationalization of global mind-set. In addition, empirical studies 
report inconsistent and contradictory findings."

Bird and Osland (2004) include global mind-set in their global competencies 
model. Global mind-set in their view is one of five global competencies (global 
mind-set, mindful communication, creating and building trust, spanning 
boundaries, and building community through managing change) built on top of 
knowledge (as a resource) and four threshold traits (integrity, humility, inquisi- 
tiveness, and hardiness). They do not explore global mind-set itself any further. 
In summary, Levy et al.’s (2007) critical review of the global mind-set forms a 
good starting point for further conceptualization of the GMCs. The global 
mind-set literature is predominantly cognitive (Gupta & Govindarajan, 2002) 
and also focuses on personality traits (Rhinesmith, 1992). From the global 
mind-set construct, we extract the cognitive aspect of global strategie dilemmas 
(e.g., global standardization, local adaptation). This strategie approach regarding 
the challenge to cope with global strategie dilemmas in multinational decision- 
making processes is what distinguishes the global mind-set construct from the 
other three constructs. The ability to cope with these strategie dilemmas 
requires cognitive strength and flexibility. The cultural approach within the 
global mind-set construct fuels the cognitive part of the global management 
competencies as general and specific knowledge of other cultures.

2.2.2 Cross-Cultural Competence
In an extensive overview article investigating the latest literature in international 
business, diversity management, and cross-cultural communication, Johnson et al.
(2006) review the concept of cross-cultural competence. They conclude that there is 
a lack of agreement on what constitutes cross-cultural competence. Using definitions 
identified in their review and taking into account the complex environment, Johnson 
et al. (2006, 530) define cross-cultural competence as "an individual’s effectiveness 
in drawing on a set of knowledge, skills, and personal attributes in order to work 
successfully with people from different national cultural backgrounds at home or 
abroad." On this point, Johnson et al. (2006) agree with Gertsen (1990), who identifies 
three components within his intercultural competence construct: a cognitive, an 
affective, and a behavioral component.
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In the overview, Johnson et al. (2006,534) further observe that researchers 
in international business did not really distinguish "between the possession of 
various attributes, knowledge, and skills, and the ability to use them in a 
cross-cultural environment—thus the 'knowing' and the 'doing' gap." This gap is 
not very well explored in the construct of cross-cultural competence. 
Subsequently, we address the issue of the knowing-doing gap by including the 
theory of cultural intelligence, in which one of the building blocks is 
meta-cognition (or mindfulness), which explicitly relates to this doing, or 
activation, aspect.

Furthermore, Johnson et al. (2006,530) state that it is not enough merely to 
have the relevant KSAOs: “possessing the requisite set of knowledge, skills, and 
personal attributes is insufficiënt; the individual must also apply them in what 
can often be difficult and trying circumstances." The authors claim to be aware 
of the environment, in contrast to former conceptualizations of cross-cultural 
competence, and see two major barriers within the cultural environment: 
institutional ethnocentrism and cultural distance. These two barriers, they 
argue, have a moderating effect on the way people use knowledge, skills, and 
attributes. We consider the environment, especially the national cultural 
context, and the industry culture as important as moderating variables 
influencing the final behavioral outcome. O'Sullivan (1999) distinguishes 
dynamic and stable competencies (1999) and adds ‘willingness’, one of the 
elements in her description of dynamic and stable competencies. Another field 
in which cultural competence is used is the medical sector, in which cultural 
competence has gained attention as a potential strategy to improve quality and 
eliminate racial/ ethnic inequalities in health care (Betancourt, Green, Carillo, & 
Park, 2005).

2.2.3 Intercultural Sensitivity
Intercultural sensitivity is another construct used to describe the ability to cope 
with people and organizations in different cultures. According to Bhawuk & 
Brislin (1992, 414), intercultural sensitivity is often defined as a "sensitivity to 
the importance of cultural differences and to the points of view of people in 
other cultures." They further claim that research shows that even though 
managers rate cultural sensitivity as the most important criterion for success in 
overseas assignments (Frankenstein & Hosseini, 1988, in Bhawuk & Brislin, 
1992) it was one of the least used criteria for selection of people for overseas 
assignments. Hammer et al. (2003) use the term "intercultural sensitivity" to 
refer to the ability to discriminate and experience relevant cultural differences. 
They argue that greater cultural sensitivity positively associates with greater 
potential for exercising intercultural competence.
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To conceptualize intercultural sensitivity and competence, Bennett [1984] 
conceives intercultural sensitivity as a developmental process in which one can 
transform oneself affectively, cognitively, and behaviorally from ethnocentric 
stages to ethno-relative stages (Chen, 1997). Bennett (1986) develops an 
underlying conceptual framework that he names "developmental model of 
intercultural sensitivity." The model explains how people construe (interpret) 
cultural difference. Ethnocentric and ethno-relative orientations with regard to 
cultural difference are distinguished. Ethnocentric means that one’s culture is 
experienced as central to reality in some way (Porter & Samovar, 1983). 
Ethno-relative refers to the ability to adapt to cultural difference and other 
cultural worldviews as a stage of development of intercultural sensitivity 
(Bennett, 1986). In their development of cultural competence, people move from 
ethnocentric to ethno-relative orientations. The underlying assumption of the 
developmental model of intercultural sensitivity is that as ''one’s experience of 
cultural difference becomes more complex and sophisticated, one’s potential 
competence in intercultural relations increases" (Hammer et al., 2003, 423). 
Experience is not passively "being" in the vicinity, but rather it is a function of 
how one construes events (Kelly, 1963). According to Hammer et al. (2003), the 
more perceptual and conceptual discrimination can be brought to bear on the 
event, the more complex will be the construction of the event, and thus the richer 
will be the experience (Hammer et al., 2003,423). Furthermore, they claim that 
the crux of the development of intercultural sensitivity is attaining the ability to 
construe (and thus to experience) cultural differences in more complex ways. 
According to Stone (2006), Hammer et al. (2003) use intercultural sensitivity 
and competence synonymously.

Van der Zee and Van Oudenhoven (2000) use sensitivity as synonym for 
cultural empathy, which they describe as "the importance of having an interest 
in others and to understand their feelings, thoughts and behaviours." Cultural 
empathy is one of five dimensions in Van der Zee and Van Oudenhoven’s (2000) 
multicultural personality construct (the others being open-mindedness, 
emotional stability, social initiative, and flexibility) that measure intercultural 
effectiveness (Van der Zee & Van Oudenhoven, 2000). An interculturally effective 
person is synonymous with someone in an ethno-relative (versus an 
ethnocentric) stage of intercultural sensitivity (Hammer et al., 2003).

Intercultural sensitivity can also be related to intercultural learning; 
several authors (e.g. Bennett, 1986; Trompenaars & Hampden-Turner, 1997) use 
a model consisting of phases or stages in the development (learning) of 
intercultural sensitivity. Although intercultural sensitivity is often confused 
with intercultural awareness and intercultural competence, we include this 
(intercultural) learning aspect in our final model.
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2.2.4 Cultural Intelligence
The final construct to be addressed here is cultural intelligence (CQ]. This is the 
most recently developed construct (Earley, 2002; Earley & Ang, 2003; Thomas & 
Inkson, 2004) and is attracting a great deal of attention from scholars and 
practitioners (Livermore, 2009). It builds further on the discussion of 
intelligence, in which two competing schools are distinguished: one with a more 
general intelligence perspective, defining intelligence as a basic element that is 
measurable and quantifiable, and the other taking a multifaceted approach to 
intelligence, focusing more on the flow of knowledge, the actual exercise of the 
stock of knowledge.

In this latter view, intelligence comes in numerous forms and manifests 
itself in multiple ways, such as social, rational, and emotional intelligence 
(Sternberg, 2000). Cultural intelligence focuses on the specific domain of 
intercultural settings (Ang et al., 2007). It is "a construct of intelligence that 
reflects adaptation to varying cultural contexts" (Early & Ang, 2003, p. 4).

Although this concept originates from organizational psychology, it entered 
the international management literature soon after its inception. The construct 
reflects an ability to deal effectively with people from different cultural 
backgrounds (Thomas, 2006).

Cultural intelligence is perceived as "a specific form of intelligence focused 
on capabilities to grasp concepts, reason, and behave effectively in situations 
characterized by cultural diversity" (Ang et al., 2007, 337). There are several 
definitions reflecting variances in CQ. According to Earley and Ang (2003), CQ 
consistsoffourdimensions,threeofwhicharemental capabilities (metacognition, 
cognition, and motivation) and one behavioral capability in the form of overt 
actions.

According to Ang et al. (2007), metacognitive CQ refers to the control of 
cognition. In some of the literature, a meta-feature is also part of CQ, connecting 
knowledge with behavior. Thomas (2006.84) uses the word mindfulness for this. 
He describes mindfulness as a meta-cognitive strategy, which forms a bridge 
between knowledge of cultural differences on one side and the choice of an 
appropriate behavioral repertoire on the other.

Other authors see it as a heightened awareness of and enhanced attention to 
current experience or present reality (Brown & Ryan, 2003), or as an active 
approach to cognitive processing, which involves the creation of new categories 
in memory and the seeking of multiple perspectives (Langer & Moldoveanu, 
2000 in Thomas, 2006, 84). In later work, Thomas et al. (2008) adapt their CQ 
model by replacing the name of the building block mindfulness with cultural 
metacognition. Moreover, they define cultural intelligence as: "a system of 
interacting knowledge and skills, linked by cultural metacognition, that allows
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people to adapt to, select, and shape the cultural aspects of their environment" 
(Thomas et al., 2008,126). Contrary to Angetal. (2007), Thomas et al. (2008) do 
not include motivation in their CQ construct. From the CQ construct, we adopt 
the meta-cognition component, because it represents the dynamic aspect of a 
mind-set, which enables learning. In addition, we include the motivational 
component and the behavioral repertoires in our newly built conceptual model.

2.2.5 Reflection on Constructs
Reflecting on the four constructs reviewed here, which are all related to 
comprehending and defining the competencies of global managers, we observe 
many similarities, but also some differences. One common factor is the ability to 
cope effectively with people from diverse cultural backgrounds. Another 
common factor is that in all four constructs, there are attempts to relate the 
construct or its building blocks to at least some of the organizational behavior 
aptitudes, though this is not done consistently anywhere. In the global mind-set 
literature, there are attempts in the work of Kedia and Mukherji (1999), who 
discuss knowledge, skills and different types of mind-sets. In the cross-cultural 
competence literature, there are attempts in the work of Caligiuri and DiSanto 
(2001), who try to find a definition of global competence, making use of ability, 
knowledge, and skill categories of the KSAOs. O'Sullivan (1999) adds 'willingness' 
to her description of cross-cultural competencies. The intercultural sensitivity 
literature shows a strong correlation with personality or traits and with 
learning, and not so much with the other behavioural aptitudes. In the cultural 
intelligence literature, knowledge and skills factors are consistently mentioned; 
furthermore, this research stream adds behavior and introducés the new 
concept of meta-cognition.

With regard to differences, the global mind-set literature explicitly includes 
a strategie aspect, represented by Doz et al. (1981) in their focus on national 
responsiveness and global rationalization and by Bartlett and Ghoshal's (1989) 
work on strategie dilemmas (e.g., the dilemma of global standardization versus 
local responsiveness). This focus on the ability to cope with global strategie 
dilemmas is not explicitly part of the other three concepts.

One difference between the cultural intelligence and the cross-cultural 
competence construct on the one hand and the global mind-set construct and 
the intercultural sensitivity construct on the other hand is that the first two 
constructs represent a more dynamic view by not only encompassing potential 
capabilities but also the active use of these capabilities by translating them into 
(effective) behavior. This dynamic, active aspect is embedded in the 
meta-cognitive dimension of cultural intelligence and in the behavioral 
dimension of cross-cultural competence.



Global Management Competencies | 43

In all four constructs, the conclusion is that there is not yet consensus on the 
definition and meaning of these constructs. The call for a more integrated 
approach is clear. An important question is this: How are the building blocks 
interrelated? Are there any clear causal linkages, or is there a more dynamic 
interrelation with feedback loops? It is problematic to make explicit causal 
inferences among the building blocks. We take a systemic view, which Thomas et 
al. (2008), and Bird and Osland (2004) also take. Thomas et al. (2008,135) state, 
"We anticipate that these processes occur simultaneously and sequentially, and 
in virtually any order." Bird and Osland (2004) bring together the building 
blocks, knowledge, traits, attitudes, and skills in a hierarchical triangular model, 
which must be read from bottom upward, developing from an individual level at 
the bottom up to an organizational (and wider) level at the top. The authors 
argue that they focus more on the process than on the content of global 
management competencies but conclude that their pyramidal model describing 
the building blocks of global competencies "does not capture the dynamic way 
the global competencies interrelate in the process of managing” (Bird & Osland, 
2004, 75). They do give the suggestion to use a model of concentric circles 
instead, but this is not further explored.

We use a systems approach, refer ring to the interaction between the building 
blocks in the configuration of personality, knowledge, skills and behavioural 
repertoires. In our model, we make use of the idea of the concentric circles to 
reflect the dynamic process part of the construct (cognitive processing and 
motivational processing) and include mindful communication as one of the main 
skills in the final concept. Figure 2.1, based on the most critical components of 
the four constructs described here, serves as our integrative model. Because the 
cultural intelligence literature is more specifically connected to the 
organizational behavior literature and offers some promising challenges by 
introducing the concept of meta-cognition (Early & Ang, 2003; Flavell, 1979), 
representing an active and dynamic learning process, this construct (CQ) has a 
more prominent role. The strategie component of the global mind-set concept is 
also included in the model. In conclusion, the elements selected for the model in 
Figure 2.1 predominantly reflect two of the four constructs, cultural intelligence 
and global mindset. The learning element and the personality element are 
derived from respectively the cultural competence and intercultural sensitivity 
literature.

The model presented in Figure 2.1 consists of independent variables presented 
in the bottom circle; they are described as the behavioral aptitudes or the KSAOs, 
consisting of knowledge (cognition), skills (abilities), and personality traits, and 
motivation, together forming behavioural repertoires. These KSAOs together 
constitute a configuration and are related. The strategie and cultural knowledge
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Figure 2.1 Global Management Com petencies (GMC) Model

together with the skills, personality and willingness (motivation) determine the 
behavioral repertoires, which can be used in global strategie management and 
decision making. The top circle is described as mindfulness or meta-cognition, a 
component introduced in the cultural intelligence literature and representing a 
learning factor that continuously monitors, interprets, and adjusts (via cognitive 
and motivational processing) the behavioural repertoires, built up from the 
KSAOs all represented in the bottom circle.

An example of the meta-cognition component can be found in the example of 
a young Dutch manager, operating as an interim manager in the Indian subsidiary 
of a Dutch information technology (IT) company, who decides to formally install 
a senior Indian manager as his spokesperson and relates himself rather openly 
but respectfully to this senior manager. In this case, the Dutch manager uses 
cultural knowledge of the Indian management system, in which formalization 
and respect for seniority play an important role, and of the context of an IT firm, 
in which relations are more open than in other industries (e.g., the manufacturing 
industry). Furthermore, this Dutch manager inhibits the (typically Dutch) 
motivational drive to act independently and makes respectful use of the senior 
role of the Indian manager

The influence of meta-cognition is transmitted by the mechanisms of 
cognitive processing and motivational processing. Cognitive processing results 
in the adaptation of general and specific cultural and strategie knowledge and
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leads to the development of new cognitive frameworks or schemata, the seeking 
of multiple perspectives, and the adaptation of value propositions. Cognitive 
processing in the former example is formed by the Dutch manager's awareness 
and recognition of the more formal Indian culture, in which respect for seniority 
is important. Moreover, the Dutch manager observes that the younger generation 
in India expresses a different interpretation of the principles of seniority and 
formality and that, especially in the IT branch, a more open and informal use of 
language seems appropriate. Motivational processing stimulates the awareness 
and interpretation of a person’s culturally different assumptions, ideas, and 
emotions and how they influence what is desirable and thus affect his or her 
behavior (Thomas, 2006). Motivational processing can be seen in the Dutch 
manager's decision to relinquish part of his power to the senior Indian manager, 
though he feels the pressure from headquarters to prove himself as an 
independent, strong manager in his first overseas job. Despite the pressure from 
above, the Dutch manager suppresses this need for power and gives up part of 
his independency. The combination of cognitive processing and motivational 
processing leads to the development of new behavioral repertoires. In the former 
example, this is reflected by the manager expressing his respect and delegating 
part of the attributed power to the Indian senior manager while communicating 
this in an informal ceremony. Both the cognitive processing and the motivational 
processing are influenced by cultural differences. First, depending on the 
culture, people develop different cognitive frameworks or schemas; and second, 
culture will influence the composition of the self (e.g., the personal values). For a 
Dutch manager in an Indian IT company, giving up power and formality is 
expected to cost less effort than for a French manager in an Indian automotive 
plant, due to cultural distance (Kogut & Singh, 1988) with respect to national 
culture (Hofstede, 2001), and industry culture (Automotive industry is expected 
to be more traditional than IT industry, with a high power distance; contrary to 
the Netherlands, France has a high power distance as well). The role of the 
personality traits in the model is an intermediary one of accelerating or 
inhibiting the cognitive and motivational processing. In Chapter 3, we elaborate 
on this personality trait.

Finally, the cultural and strategie successes—and failures—of behavioral 
experiences are the dependent variable, which will finally lead to (more or less) 
effective cultural and global strategie performance. A feedback loop from the 
cultural and strategie success and failure experiences to the configuration of 
KSAOs triggers the learning process through cognitive and motivational 
processing.
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2.3 Discussion and managerial implications

The proposed integrative model has some important advantages. First, the 
model uses the most appropriate building blocks from different constructs, 
resulting in a more complete coverage of the concept of GMCs. It focuses both on 
the strategie side by integrating the ability to cope with global strategie 
dilemmas and on the cultural side by integrating the ability to cope with cultural 
diversity. Second, the model is more realistic than some previous models, 
because it takes a dynamic perspective by intr oducing the behavioral component 
and by including the meta-cognitive component. The dynamic aspect is ref lected 
in the active approach, that includes cognitive and motivational processing, 
resulting in the final strategie and cultural behavior; in the learning processes, 
interpreting the strategie and cultural success and failure experiences leads to 
behavior adjustment. This adjustment process finally enlarges the chance of 
effective global management behavior.

Third, as Kwanjai and Den Hertog (2008) claim, the CQ research thus far has 
focused more on the intrapersonal side of cultural intelligence and less on the 
interaction side of the construct. They call for cooperation between the researchers 
of the emic and etic research approaches with regard to GMCs. To reach complemen- 
tarity, “it requires that the competing quantitative and qualitative research cultures 
interact effectively to exploit their uniformity and complementarity (Kwanjai & den 
Hertog, 2008,27). Our model serves as a good starting point.

The proposed model is apparently complex, which poses challenges for 
measurement. Most of the literature in the area of ‘global management 
competencies' so far made use of measuringmainly the attitudes of respondents. 
The focus was on the "being" side of these respondents. The GMC concept also 
aims to focus on the "doing” side, on the actual behavior of employees and 
managers in cross-cultural interaction, necessitating new ways of measurement 
(Regan & Fazio, 1977; Thomas, 2006,2008).

A future model showing an integrative approach should also meet other 
requirements, such as offering clarity in the level of measurement; using academic 
rigor to define the construct; and providing consistency in the employee category of 
expatriate, leader, or manager selected as respondent. To include the contextual 
influence of culture, a culturally diverse set of respondents must be selected. 
Furthermore, the integrated approach should take a dynamic perspective, offering 
room for interaction competencies, which requires both quantitative and qualitative 
measurement. The most effective data-collection strategy is one that uses multiple 
measures and multiple methods of data collection (Lee & Templer, 2003).

Caligiuri et al. (2000) develop the attitudinal and behavioral openness scale, 
which makes use of both behavioral and attitudinal indicators of the personality
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trait ‘openness’. In addition, the use of biodata may offer a valuable contribution 
to a more valid measurement of global management competencies. As Adorno et 
al.’s (1950) seminal research on ethnocentrism suggests, people’s development 
and previous life experiences are believed to affect the way they perceive others 
who may be different from themselves. Furthermore, biodata items can tap into 
experiences that are influential in shaping individual peoples' attitudes, beliefs, 
and values of interest with fewer of the problems commonly associated with the 
measurement of sensitive topics, such as social desirability and faking (Kilcullen 
et al. 1995; Nunnaly, 1967).

An adequate measure of competence should also capture multiple dimensions of 
performance, such as job-related outcomes and effective social interactions. In 
addition, a competence measure gains value when it is capable of assessing tacit 
knowledge. Sternberg et al. (2000) propose triangulation as a method for assessing 
tacit knowledge by using written scenarios for which the respondent is asked to 
select the most appropriate response. Byram’s (1997) suggestion to use portfolios in 
which individuals record critical incidents from their own experience and explain 
how they reacted to them forms another method contributing to a more "doing," 
active approach. In summary, the issue of measurement raises challenging questions 
and solutions, which the following chapters address.

The costs for failure and ill performance are high. Miscommunication, dis- 
satisfaction, and loss of reputation do harm to both the people and the 
organization. As the number of transnational companies increases, international 
cooperation between employees, teams, and organizations will increasingly be 
part of manager’s daily practices. The development of an instrument that 
measures GMCs will support transnational cooperation and enhance cultural 
and strategie effectiveness. The relevance of finding an appropriate definition of 
the GMC construct is clear, considering that the definition is used for developing 
an instrument that will further be used for selection and development of 
managers and employees for international (or transnational) positions.

In this chapter, we reviewed the literature on GMCs and investigated in 
depth four related constructs by describing their constituent components. We 
then composed an integrative model of GMC, consisting of the most important 
elements derived from the four related constructs, however, on close inspection 
predominantly coming from the CQ and Global Mindset construct. This 
integrative model forms the basis of the development of a measurement 
instrument of GMC. In the following chapter, we give an overview of the 
instruments that measure GMC and develop a framework to assess these 
instruments. We assess 23 quantitative instruments that measure GMC in a 
variety of ways. We describe a few instruments that are promising and select 
one of them to further test and develop.
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Abstract

Managers and employees need global leadership competencies to operate 
effectively in international business. Thus, to prepare both managers and 
employees for operating in the global arena, an instrument measuring global 
leadership competencies would be useful. In this chapter, the authors design a 
framework for systematically assessing measurement instruments designed to 
measure global management competencies. Their extensive search resulted in 
23 instruments of varying quality that measure global management competencies, 
with a special focus on measuring ways of coping with cultural diversity. These 
instruments mostly involve self-reporting survey questions only, often measuring 
attitudes, without referring to actual behavior in cross-cultural interaction. 
Using the assessment framework, the authors selected a limited number of 
instruments that may be useful for assessing global management competencies.

Keyw ords: international business, global management competencies, methodology, 
measurement instruments, intercultural adjustment, assessment
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3.1 Introduction

In this chapter, we reflect on the model of global management competencies 
(GMCs) developed in Chapter 2 and then explore and compare existing instruments 
measuring GMCs. In Chapter 2, we defined competencies as capabilities to 
perform effectively, and consisting of knowledge, skills, abilities, personality, 
and behavioral repertoires. In this chapter, we build further on this definition of 
competencies and extend it to the following definition of GMCs: the ability to 
monitor, integrate, and direct the knowledge, skills, and motivations, together 
forming behavioral repertoires, which are the building blocks of people’s 
behavior in an environment of business—and cultural—complexity. Personality 
is no longer perceived as a direct building block of behavioral repertoires in the 
bottom circle of the GMC model but as an antecedent influencing GMC.

We developed the GMC model to give insight into the capabilities managers 
need to cope with the complex and sometimes paradoxical challenges that have 
arisen as a result of the globalization of business. The extant literature has 
confirmed this: “Today's managers must successfully adapt to changing demands 
and situations, manage multiple lateral relationships, set and implement 
agendas, and cope with stress and uncertainty" (Dragoni et al., 2009, 731). 
Insight into the capabilities of a manager to function effectively in culturally 
diverse domestic and international settings is perceived as useful. In our view, 
not only insight into these capabilities but also understanding how developmental 
assignments translate into actual behavior-based “end-state” outcomes such as 
managerial competences is important (Aviolo, 2007).

Researchers from various disciplines have made several attempts to design 
an instrument that measures GMCs, such as cross-cultural communication 
(Olebe & Koester, 1989): the behavioral assessment scale for intercultural 
communication effectiveness; organizational psychology (Ang et al., 2007): the 
cultural intelligence scale; and international management (Arora et al., 2004): 
Kefalas’ and Neuland’s global mind-set questionnaire. To evaluate these 
instruments, it is important to critically analyze their theoretical foundation 
and empirical effects. Levy et al. (2007, 250) suggest that "further theory 
building and empirical work should draw on broader theoretical perspectives 
beyond the current basis in international management and should be conducted 
in diverse settings." This chapter specifically focuses on the role of GMCs in 
terms of its behavioural aptitudes: the knowledge, skills, abilities, and other 
personality characteristics (the KSAOs).

We contribute to the literature by exploring the development of instruments 
for assessing GMCs, critically reviewing existing instruments, and selecting 
(parts of) these instruments with sufficiënt rigor and predictive value on which
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to build. Because all these existing instruments are built on underlying 
theoretical models, which show the constituting elements, these constituents 
must be included in the review of instruments. Thus far, many instruments have 
been developed without clearly indicating the theoretical foundation or 
translating the concepts into the existing key terms within organizational 
behavior. This chapter contributes to the existing literature by focusing on the 
fit between the theoretical clarification of the construct and the choice of the 
appropriate data collection method. In addition, the current study contributes 
to management practice by professionalizing the selection and development 
process of global managers with the development of an instrument that meets 
methodological demands of measurement equivalence, validity and, reliability. 
Finally, to our knowledge, this is the first systematic overview of existing 
instruments in the international management literature, with the exception of a 
report by the Military Research Academy from the U.S. army, which focuses on 
the usefulness in the military sector (Abbe et al., 2007).

Next, we briefly reflect and build further on the model described in Figure
2.1 in Chapter 2. Subsequently, we discuss how to assess competencies in 
international management studies and describe the criteria that instruments 
for assessing GMC must meet. In addition, we carry out an extensive review of 
existing instruments. After critically reviewing the existing instruments, we 
select the most promising ones. The conceptual model developed in Chapter 2 
forms the starting point in the assessment.

3.1.1 The GMC Conceptual Model
In this section, we briefly reflect on the GMC model as developed in Figure 2.1 
and add a learning perspective to the model. To begin, we position the conceptual 
model in a context of behavior in which behavior is defined as the function of 
knowledge, skills, and motivation, together forming behavioral repertoires. In 
contrast to Chapter 2, personality is considered here as an antecedent of the 
GMC model (Caligiuri & Tarique, 2009); it is influencing the competencies but is 
not anymore part of it (Caligiuri & Tarique, 2009). We assume that GMC can be 
developed as a result of training or experience. Personality is perceived as one of 
the more immutable KSAOs (Caligiuri, 2006) and is thus separated from the 
GMC model. As an antecedent it influences GMCs. Cross-Cultural and global 
strategie behavior is the outcome of the model. It is defined as global strategie 
and cross-cultural behavior, which is relevant for working in a strategically and 
culturally complex environment. Finally, this behavior is evaluated in terms of 
its effective performance (see also Campbell, 1993). Our model in Figure 3.1 
consists of an upper circle, containing the metacognition variable, and a lower 
circle, containing the variable behavioral repertoires, consisting of knowledge,
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skills, and motivation. Knowledge, skills, and motivation can be perceived as 
learning outcomes. In line with Gagne (1984), Kraiger, Ford, and Salas (1993) 
define cognitive outcomes, skill-based outcomes, and affective outcomes as 
learning outcomes.

Figure 3.1 Conceptual Model of the GMC Construct 
(Adapted from the Model in Chapter 2)

Global Management Competencies model (B Bücker & Poutsma

Cognitive outcomes include the acquisition of (declarative) knowledge, 
knowledge organization (mental models), and knowledge strategies 
(metacognition and self-insight). Knowledge development is closely related to 
skill development. In line with the insights of Andersen (1982), and Neves & 
Anderson (1981), we define skill development as a transition from declarative to 
procedural knowledge, followed by skill compilation and subsequently skill 
automaticity. Skills are goal-oriented automated pieces of behavior, freeing 
resources for other actions. Motivation is described, in terms of attitudes, as an 
internal state that affects behavior (Kraiger, 1993, 318), as a willingness to put 
effort into behavior supporting certain goals. Motivation is part of the affective 
learning outcomes (Gagne, 1984).

Metacognition is defined as a person’s knowledge of and control over his or 
her cognition (Flavell, 1979) over thinking and learning activities (Swanson, 
1990). Metacognition includes planning, monitoring, and revising goal-appro- 
priate behavior (Brown et al., 1983). People differ in their ability to take
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advantage of an environment in which they can structure their own learning 
(Dorner & Scholkopf, 1991; Etelapelto, 1993). People with greater metacognitive 
skills are expected to learn more effectively because they monitor their progress, 
determine when they are having problems, and adjust their learning accordingly 
(Ford et al., 1998,220).

In the model, there is scope for learning: According to feedback on the global 
strategie and cross-cultural behavior, metacognitive activities become more 
effective, and thus, learning takes place. We can describe this learning as 
triple-loop learning (Romme & Van Witteloostuijn, 1999). Subsequently, 
cognitive and motivational processing creates space for the further development 
of knowledge and skills, as well as reflecting on motivation, and learning new 
behavioral repertoires. This way of learning is double-loop learning (Romme & 
van Witteloostuijn, 1999). Another component influencing global strategie and 
cross-cultural behavior through the global management competencies is 
personality. Personality influences the intensity with which metacognition 
directs the GMC (see Figure 3.1) and, for our model, is an antecedent. Contrary to 
the knowledge, skills and abilities (the KSAs), which can be trained or developed 
by experience, personality traits (the O), are more stable over experience and 
time and are less trainable (Caligiuri & DiSanto, 2001; McCrae & Costa, 1994). 
That is why we split the personality component from the behavioural repertoires 
in the bottom circle and position it as an antecedent to the GMC model (see 
Figure 3.1). That leaves a bottom circle with competencies that can be developed 
and improved (KSAs) and personality traits (the O) as an antecedent which is 
relatively immutable and cannot easily be developed but for which selection can 
take place (Caligiuri, 2006). Having described our model, we now turn to the 
problem of assessment and measurement and investigate to what extent the 
literature produces instruments that explore the components of the GMC model.

3.1.2 Methodological Pluralism
To answer the question of what kind of research methods are needed to measure 
the GMC construct, we first critically look at the research question and the 
research field. International business is a multidisciplinary and multifaceted 
area of research that crosses various boundaries, such as national, cultural, and 
organizational ones, raising complicated research questions. Making use of only 
one or a limited number of research methods would not do justice to the richness 
of reality. McGrath (1982) reasons that research methods in themselves are 
imperfect and incomplete. In addition, quantitative research methods 
"frequently do not capture the ‘fabric’ of global phenomena that include complex 
interactions of culture, institutions, societal norms and government regulations, 
among a few concerns" (Kiessling & Harvey, 2005, 1). The solution to today’s
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problems in international business “requires a holistic, multidisciplinary and 
multi-method approach" (Hurmerinta-Peltoméki & Nummela, 2006,453).

This legitimates the use of methodological pluralism. However, in reality, 
most researchers have a strong preference for one specific research method, 
often leading to a rigid exclusion of any other method. Creswell (2003) defines 
mixed methods as combining qualitative data collection and/ or analysis with 
quantitative data collection and/ or analysis in a single study. This combination 
may be used in various stages of the research process: problem setting, theory 
building, and data collection, analysis, and interpretation (Creswell, 2003).

In the area of cultural intelligence, Thomas et al. (2008,136) maintains that 
“conventional testing methods such as surveys, interviews, observations, 
computer simulations, critical incidents, and verbal protocols may all be 
profitably employed to one or more aspects of cultural intelligence." Furthermore, 
they “suggest that any single approach to measurement of this complex construct 
is likely to be inadequate” (136). Consequently, for our research on GMCs, we 
intend to make use of multiple methods, which we believe will improve the 
quality of the outcomes. Next, we describe the criteria we use to assess the 
instruments found in the literature, exploring the components of the model.

3.1.3 Methodological Requirements for the Instruments that 
Measure (Components of) GMC

The preceding section contains arguments in favor of the use of mixed methods 
in international business research. These arguments assume the existence of 
variety in the type of measurement instruments, both qualitative and 
quantitative instruments. In this section we sum up other requirements relating 
to the evaluation of measurement instruments for measuring GMC.

We begin the evaluation by building on our conceptual model, which contains 
the basic building blocks according to the cognitive psychology literature. We 
concentrate on the content of the dimensions of the instruments and on the data 
collection methods used in the instruments. The first question regarding the 
assessment of instruments is whether they measure components similar to the 
ones in the GMC model (Figure 3.1). If this is the case, the instrument or part(s) 
of it may be suitable as a basis for future development. Another question is to 
what extent the instrument was used and tested at different times (for 
reliability), among different cultural and professional groups (for validity), and 
in different countries. How did they meet the psychometrie requirements? If 
scale development has taken place, are these scales developed according to 
latest insight and knowledge? (see also Hinkin, 1995; Nunnaly, 1967). Another 
concern is the appropriateness of the data-collection method for assessing the 
components: Is there a match? Finally, it is useful to identify the position of the
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respondent: Is the subject of the research equal to the respondent? Did data 
collection take place among more actors (e.g., the manager, colleagues, spouse)? 
We measure performance as the perceived effectiveness of the actor with regard 
to adjustment in his or her global strategie and cross-cultural work environment. 
We should measure this at the level of the actor and at the actor's manager level. 
Kraiger et al. (1993) develop a classification scheme that describes the 
development of knowledge, skills, and motivation as learning outcomes with a 
focus on measurement (how data are collected) and potential training evaluation 
methods. Knowledge can be measured by recognition and recall tests to test the 
amount of knowledge, the accuracy of recall, and the accessibility of knowledge. 
A survey can be used to measure this knowledge acquisition. Knowledge 
organization can be measured by structural assessment of knowledge strategies 
involving probed protocol analysis. Skills development can be evaluated through 
targeted behavioral observation and in structured situational interviews. To 
measure automatic processing of skills, secondary task performance can be 
measured. Motivation can be measured by self reporting and free recall 
measures (Kraiger et al., 1993). Behavioral repertoires can be measured by 
critical incident analysis, by interviews, or by observation of intercultural 
interactions. Operationalization of cultural metacognition comes down to a 
belief in the respondents’ ability to achieve true introspection into their own 
cognitive processes, which has long been questioned (Nisbett & Wilson, 1977). 
Although much of the research on metacognition relies on retrospective 
self-reports, some researchers have investigated metacognition using process- 
tracing techniques known as verbal protocol analysis. It assumes that the whole 
process of information search, evaluation of alternatives, and the choice of 
courses of action can be registered through respondents’ verbalization. The 
verbalization can be collected during cognitive processing (concurrent) or 
afterward (retrospective) (Thomas, 2008). Indirect indicators of metacognition 
are "the speed of cognitive processing and the ability to convert specific 
information into general guidelines for cross-cultural interaction" (Thomas et 
al., 2008,137). To the extent that we make use of a survey instrument for measuring 
GMC components, the usual procedures, such as item generation and scale 
development, must be followed to guarantee sufficiënt validity and reliability.

Finally, because the instrument is to be used across cultures, the instrument 
and its related model should have the same meaning across cultures. 
Measurement equivalence must be checked. Furthermore, the instrument is 
expected to be of use in daily business to support selection and development 
processes. As such, it should not be too complex or too expensive. In summary, 
for appropriate measurement of the construct of global management competencies, 
the scale must fulfill the following requirements:
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Content:
• A theoretical model explaining the components of GMC must be provided;
• For each component, an appropriate measurement instrument must be 

found; and
• The instrument should not only measure intentions to act but also goal- 

related behavior.
Methods:

• Components must be measured by appropriate data-collection methods and 
preferably a mixture of methods;

• Measurement scales must fulfill psychometrie requirements, such as 
demands of reliability and validity;

• The instrument should preferably be tested not only by students but also by 
people in a working environment;

• The instrument should be tested in different cultures, finally concluding on 
degree of cultural equivalence; and

• The instrument should not be too complex and fairly easy to use.

3.1.4 Existing Instruments for Measuring Parts of GMC
We now consider several instruments developed to measure GMCs and assess to 
what extent they meet the previously mentioned requirements. (Note that a 
precondition for instruments to be part of the overview is the accessibility of 
information aboutthe instruments and its tests.) We selected these instruments 
following thorough research of the international business literature. First, we 
searched using sear ch machines in the library and on Internet for any instrument 
that measures GMCs. In total, 34 instruments were discovered in various 
international management and cross-cultural journals and on Internet. Note 
that some promising instruments are not easily accessible for researchers, as 
they are commercially exploited.1

We then selected 12 journals, including the journals that published the 34 
instruments, and browsed through them systematically to search for measurement 
instruments published in the period 1990-2009. The selected journals are Journal o f  
Cross-Cultural Psychology, InternationalJournal o f Intercultural Relations, Management 
and Organization Review, Educational and Psychological Measurement, International 
Journal ofCross-Cultural Management, International Journal ofSelection andAssessment, 
JournalofResearchinPersonality,JoumalofAppliedPsychology,AcademyofManagement 
Review, Journal o f  International Business Studies, Journal o f  International Management,

1 The authors experienced this for the following: the Kelley & Meyers Cross-Cultural Adaptability 
Inventory, Kozai’s Global Competencies Inventory, Tucker's Overseas Assignment Inventory, Tucker’s 
International Mobility Assignment, Self-Assessment for Global Endeavors (SAGE]., Rosinski's Cultural 
Orientations Framework (COF), Caligiuri’s SAGE scale.
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and European Journal of Personality. We found 23 instruments (for a description of 
these instruments, see 3.5 Appendix).

Before exploring the instruments more in depth, we can draw some general 
conclusions about the published instruments:
• All but one instrument measure competencies to work, live, or adjust in a 

cross-cultural environment; only one instrument (global mind-set questionnaire; 
Kefalas & Neuland, 1997) investigates the competencies to perform in a 
global strategie environment.

• All instruments are quantitative, making use of a survey format.
• All instruments, except one, make use of dimensions that are described in 

term s of behavioural aptitudes or KSAOs. The exception, the DIAES, 
measures the environment of the person, meaning characteristics of the 
family and the work situation.

• Some instruments concentrate on the personality or trait background of the 
respondent, such as the CPAI, the CCAI, the DIAS, the MPQ and the ICAPS. 
Examples of items assessed are flexibility, openness, and emotional 
regulation; often items similar to the Big Five personality traits are used.

• Instruments such as ICSI, the OAI, the Prospector, and, the DOLE measure 
components other than personality.

• Almost all instruments are self-report instruments, except the ISAP (in 
which the host family also reports) and the CQS (in which managers and 
subordinates can report as well).

• A good number of the instruments make use of only student samples. The 
following instruments make use of samples of respondents with work 
experience, such as the ATDS, CPAI, ICAPS, ICS, IDI, OAI, Prospector, the 
SCAS, and the TMAS.

• Four instruments measure metacognition: (1) The IDI measures stages of 
culture competence development by measuring a person’s cognition and 
metacognition with regard to cultural differences; (2) the CQS measures 
metacognition together with cognition, motivation, and behavior; (3) Kolb’s 
LSI measures learning styles, stimulating in metacognitive monitoring; and 
(4) MAKKS measures awareness, which forms part of metacognition.

Some of these 23 instruments appear to be more promising, because they align 
better with our conceptual model, have more rigorous testing, provide more 
direct access to information, and have a wider and more recent publication. 
Table 3.1 provides an overview of the instruments and relates them to the 
components of our conceptual model. All instruments are quantitative. The 
table also shows which instruments make use of samples of only students or of 
both students and employees. The instruments giving attention to the issue of 
cultural equivalence are marked with two asterisks (**).
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According to the criteria described previously, we found the following instruments 
to be more promising: the multicultural personality questionnaire (MPQ; Van 
der Zee & Van Oudenhoven, 2000); the cultural intelligence scale (CQS; Ang et al., 
2007); the intercultural development inventory (IDI; Hammer et al., 2003); the 
intercultural sensitivity inventory (ICSI; Bhawuk & Brislin, 2000); the inter
cultural adjustment potential scale (ICAPS; Matsumoto et al., 2001); the 
prospector scale (Spreitzer et al., 1997); the global mind-set questionnaire 
(GMQ; Kefalas & Neuland, 1997); and the DOLE scale (Douhitt et al., 1999). These 
scales form the starting point for our final selection of appropriate measurement 
instrum ents. All scales are quantitative; we discuss the qualitative gap 
subsequently.

These selected instruments cover most of the components of our conceptual 
model. Metacognition is measured by the CQS, the ICSI, and ICAPS. The CQS also 
measures behavior, knowledge (focus on cultural knowledge), skills, and motivation. 
Global strategie knowledge and skills are covered by the GMC. Personality is 
measured by the MPQ, the ICSI, and the ICAPS. Learning is measured by the 
prospector scale. The IDI scale does not measure a specific component of the model 
but measures the degree of GMC of a respondent. The DOLE instrument, which 
measures life experiences, has predictive value for both metacognition and behavioral 
repertoires. Next, we describe the instruments.

The MPQ is a well-tested instrument that measures five factors, which 
together contribute to intercultural effectiveness. The factors (e.g., emotional 
stability, openness, social initiative, flexibility, cultural empathy) have a trait- 
character and are related to the Big Five personality factors. The MPQ was 
successfully tested among Dutch, Chinese, and Singaporean students. In our 
GMC model, the MPQ is relevant to measure personality factors, especially 
openness to experience.

Ang etal.’s (2007) CQS instrument is the most recently developed instrument 
and measures cultural intelligence as a four-factor model, consisting of 
knowledge, motivation, behavior, and metacognition. It has been tested among 
American and Singaporean students. In our GMC model, it takes a central 
position: All four components are included in the GMC model.
Hammer and Bennett's (2003) IDI scale measures the stage of intercultural 
development of a respondent. They distinguish three ethnocentric stages or 
ways of looking at cultural differences and three interculturally sensitive or 
ethno-relative stages. This scale can be used to position a respondent and 
determine whether the position correlates with the GMC measurement. The IDI 
scale was confirmed in subsequent research by Paige et al. (2003).

Bhawuk and Brislin (2000) developed the ICSI. In their research, they find 
that flexibility and open-mindedness are important factors predicting intercultural
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sensitivity. In our research, these factors are covered by the MPQ. Furthermore, 
Bhawuk and Brislin (1992) discovered that individualism and collectivism are 
im portant distinguishing factors between cultures. They argue that a good 
approach to measuring intercultural sensitivity is to determine people's 
knowledge about and willingness to change behaviors related to the individual- 
istic or collectivistic background of others (Bhawuk & Brislin, 1992). They also 
find that three years of intercultural experience make people more interculturally 
sensitive and that eating food from diverse cultures is a signal of cultural 
sensitivity. These last two items can be used as biodata in the research. People’s 
knowledge about and willingness to change behaviors related to the individual- 
istic or collectivistic background of others can be used as part of the knowledge 
and motivation components in the GMC model.

According to Matsumoto (2001), the ICAPS measures the potential to adjust; 
this potential is made up of a metacognitive part, which regulates emotions, and 
a personality part, in which certain traits stimulate adjustment. In our 
measurement model, the ICAPS can cover the metacognitive component.

The Prospector scale of Spreitzer (1997) consists of 14 reliable factors, eight 
of which are related to end state competencies, which are also covered by the 
CQS, and six of which are related to learning. These latter factors may be used as 
indicators for learning in the GMC model.

Arora (2004), in line with Kefalas and Neuland (1997), developed the GMQ, 
consisting of two dimensions: conceptualization and contextualization. This 
questionnaire can be used to assess whether respondents are able to cope with 
strategie dilemmas by scoring high on both dimensions. In the case of scoring 
high on one of the dimensions, the respondent either focuses on the local or the 
global side of the dilemma but is not well able to reconcile the dilemma. In the 
GMC model, the Kefalas and Neuland (1997) questionnaire fits the need to assess 
global strategie thinking. Finally, Douhitt et al. (1999) created the Diversity of 
Life Experiences (DOLE) instrument, which is a biodata-based instrument to 
measure the construct of receptiveness to dissimilar others.

The overview reveals only quantitative measures. There are no qualitative 
measures, and one instrument measures biodata. To make use of the full 
potential of assessing the tacit aspects of GMC, researchers recommend using 
complementary instruments. Kwanjaj and Den Hartog (2008) discuss this 
omission in the field of cross-cultural competence and cross-cultural intelligence. 
We came across one qualitative instrument, as a result of our first exploration by 
Internet. This instrument, Ruben's IBAI scale (1976) measures intercultural 
behavior by observation along seven dimensions. In our search for an appropriate 
assessment of GMC, the IBAI scale can be used to observe the behavior of the 
respondents and can complement the CQS.
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3.2 Conclusions

In this chapter, we explore ways of measuring global management competencies. 
Drawing on a model of global management competencies, we investigate the 
available instruments in the international business literature. We assess these 
instruments on the basis of a framework of criteria for content and methodological 
rigor and conclude that there ar e a limited number of instruments that may help 
to assess global management competencies. However, the full potential of 
triangulation is not covered because most of the instruments are quantitative. 
There is a need to assess in particular the more tacit aspects of GMC by using 
qualitative instruments and biodata. Only one example of this type of instruments 
was found: Ruben’s IBAI scale, which makes use of observation categories (for an 
overview of the use of biodata, see Stokes et al. 1984). To add to the triangulation, 
more instruments may need to be developed.

This chapter contributes to the literature by providing a first overview of 
valuable instruments that measure aspects of GMCs and brings these together in 
an overarching model of GMCs. This model integrates building blocks from 
several subdisciplines in international management and cross-cultural 
psychology and is multidisciplinary, thus contributing to theory development. 
The complex nature of today’s organizations as a result of globalization processes 
puts more pressure on the effective selection and development of global 
leadership talent. In the past two decades, several instruments have been 
developed that seem to measure almost similar constructs. It is not always easy 
to perceive where these instruments differ. This chapter offers an overview of 
these instruments, making critical comparison possible. A solid theoretical 
foundation, presented in the conceptual model in this chapter, provides an 
analytical tooi that supports critical evaluation of the instruments. The study in 
this chapter thus contributes to the professionalization of the HRM practices of 
selection and development of global management talent. This is an important 
step toward the emergence of an instrum entthat meets methodological demands 
of measurement equivalence, validity, and reliability. Next, the components of 
the model are clearly defined in terms that are central to organizational behavior 
and cognitive psychology, enabling proper measurement. Finally, the study in 
this chapter critically investigates the data-collection methods used to measure 
the components. This is a fruitful starting point for developing an assessment 
tooi for GMC that combines academic rigor with methodological pluralism.

The study in this chapter has some limitations. First, we were limited in the 
investigation by the availability of information about the instruments. Not all 
instruments showed a full account of the background, the elements assessed, 
and the validity and reliability testing that should go with it. Second, we could
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not fully explore the relationship of the instruments with their outcomes, the 
claims of successful strategie and cultural adjustment of the manager or 
employee. Third, we have not yet asked for feedback from the designers of the 
instruments. This would validate the research more than we were able to do 
from w ritten sources only.

One of the challenges is to investigate the interrelationships of these 
instruments and the predictive value for the outcomes (i.e., successful 
performance in intercultural global settings). Another challenge is to measure 
equivalence across cultures. Can we measure across cultures? Do we know if the 
construct is culture-free? If not, how can we guarantee measurement equivalence 
across cultures? In this chapter, we discovered that none of the instruments are 
fully tested for cultural equivalence. Most of the instruments are tested in a 
monocultural environment, and mostly in the Western industrialized world. 
There is a need to do much more testing in other environments with other 
groups of management and employees.

In this chapter, we assessed several measurement instruments measuring 
GMCs for their purpose, their theoretical content, the sample size, the number of 
items, available language, and some methodological criteria, such as the perceived 
reliability and validity, and cross-cultural equivalence.

We selected several instruments as being more promising for future 
measurement of GMC. Among them are the MPQ (Van Oudenhoven & Van der 
Zee, 2001), the CQS (Ang et al., 2007), the IDI (Hammer & Bennett, 2003), the ICSI 
(Bhawuk & Brislin, 2000), the ICAPS (Matsumoto, 2001), the Prospector scale 
(Spreitzer, 1997), the GMQ (Arora et al., 2004), and the DOLE (Douhitt, 1999). 
From the selected scales, we use the CQS for follow-up research in Chapters 4 ,5 , 
and 6. The CQS is theoretically our most profound instrument: its composing 
elements, metacognitive CQ, cognitive CQ, motivational CQ, and behavioral CQ 
are expressed in organizational behavior components and form central elements 
of our GMC model. In addition, some rigorous testing of validity and reliability 
and other psychometrie properties has been performed by Ang et al. (2007). The 
relationship between an important antecedent, personality, and CQ has also 
been tested (Ang et al., 2006). A lot of follow up studies with regard to the CQ 
construct have been conducted sincs then (for an overview, see Table 5.1). This 
has contributed to the theoretical development of CQ. More and more, the CQS is 
employed as a familiar measure related to individual-level cross-cultural 
competence (Driel & Gabrenya, 2012). CQ is not only measured at an individual 
level (Ang et al., 2007), also on team level (Janssens & Brett, 2006), and on 
organizational level (Ang & Inkpen, 2008; Driel & Gebryana, 2012; Moon, 2010) 
CQ construct development has taken place. All these theoretical and empirical 
studies provide legitimacy for using the CQ construct as representing GMC (see
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also paragraph 7.4.3 reflection on research process). After we have tested the 
CQS in Chapter 4 and 5, in Chapter 6, theory with regard to CQ will be developed.

In the following chapter, we focus on a rigorous testing of the CQS in a sample 
of Chinese students with a great deal of overseas experience.
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3.5 APPENDIX: Overview of Measurement Instruments 
Related to GMC

Name Publication source
(journal, book, website, 
or other)

Purpose Composition

Attitude Toward Montei et al. (1996]: The ATDS measures the
Diversity Scale Educational and construct of attitudes
(ATDS) Psychological Measurement, toward diversity.

56, 2 ,2 9 3 -3 0 3 .

Attitudinal 
and Behavioral 
Openness Scale 
(ABOS)

Chinese 
Personality 
Assessment 
Inventory 
(CPAI, CPAI-2)

Caligiuri, et al. (2000). The 
Attitudinal and Behavioral 
Openness Scale: scale 
development and construct 
validation. International 
Journal of Intercultural 
Relations, 24, 27 -46 .

Caligiuri, P.M. (1996): 
Validity evidence for the 
behavioral openness scale 
as a measure to predict 
expatriate adjustment. 
Paper presented at the 
Fifth Annual International 
Conference on Work Values 
and Behavior, Montreal, 
Canada.

Cheung et al. (1996): 
Development of the Chinese 
Personality Assessment 
Inventory. Journal of Cross- 
Cultural Psychology, 1996, 
2 7 ,1 8 1 -1 9 9 .

Cheung, F. M., Leung, K., 
Song, W. Z, Zhang, J X  
(2001). The Cross-Cultural 
(Chinese) Personality 
Assessment Inventory-2 
(CPAI-2). (Available from 
F. M. Cheung, Department 
of Psychology, The Chinese 
University of Hong Kong, 
Hong Kong (SAR).

ABOS measures the 
personality construct of 
Openness with the help of 
behavioral and attitudinal 
indicators.

It is developed as three 
domains of attitudes 
toward diversity with 
regard to coworkers 
who belong to an ethnic 
minority, supervisors 
who belong to an ethnic 
minority, and hiring and 
promotion decisions 
with regard to ethnic 
minority members.

ABOS measures 
four dimensions: 
participation in cultural 
activities, participation 
in foreign experiences, 
attitudes with regard to 
openness, and comfort 
with differences.
The instrument 
measures attitudes and 
behavior.

The CPAI was developed 
to provide a reliable 
and valid assessment 
instrument within the 
Chinese culture.
This means that next 
to cultural universals, 
also culture-specific 
personality domains 
in addition to culture 
comparable (etic) 
personality domains must 
be included.

In the original CPAI, 
there are 22 personality 
scales, 12 clinical scales, 
and three validity scales. 
In CPAI-2, there are 28 
personality scales, 12 
clinical scales, and three 
validity scales (Cheung 
et al, 2004, Acta 
Psychologica Sinaca). 
The instrument 
measures personality 
traits.
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Number of items Samples Language Reliability and 
validity

Cross-cultural
equivalence

It includes 10 items 
representing each of 
three domains, totally 
30 items.

Sample of 349 full time English 
workers from different 
occupations completed 
the instrument.

The internal 
consistency 
(alpha = .90) and 
is unaffected by a 
social desirability 
response style (r = 
-.09 , n.s.).

Not available.

Originally 30 items 
and finally 22 items, 
with 5-point scales. 
Instrument is self- 
report survey.

Sample 1 consists of 
257 students from 
a large, rural, mid- 
Atlantic university in 
the U.S. Sample 2 of 
116 students of large 
Midwestem university 
in the U.S.

English An alpha coëfficiënt Not available. 
of internal 
consistency 
reliability is 0,81.
CFA shows x2(203) =
442.96, P < 0.001,
GFI = 0.865.

CPAI consists of 524  
items.
The CPAI-2 is available 
in three forms: Form 
A consists of all the 
scales (541 items); 
Form B consists of the 
personality scales and 
the validity scales (341  
items); Form C consists 
of the clinical and the 
validity scales (268  
items).
It is a self-report 
survey instrument.

CPAI was tested 
among two samples.
In the first sample (to 
finalize item selection) 
580 respondents 
in Hong Kong and 
1167 respondents 
in China (PRC). For 
the second sample 
441 respondents for 
Hong Kong and 1884  
respondents for China 
(PRC). The CPAI-2 was 
re-standardized in a 
representative sample

Chinese, Kwong and Cheung Used in
English, (2003) do report multiple
Korean, such statistics cultures.
Japanese for the original Instrument

CPAI, noting that was specifically
correlations range developed to fit
from alpha= 0 .54 to in the Chinese
alpha=. 094  with a environment,
mean of alpha=.70. But the

instrument is
In CPAI-2 ranging not tested for
from alpha= 0.49 fit in another
to alpha=.080 with country, 
a median alpha of 
.62.
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3.5 APPENDIX: Continued

Name Publication source Purpose Composition
(journal, book, website, 
or other)

Cross-Cultural
Adaptability
Inventory
(CCAI)

Cross-cultural
World-
Mindedness
(CCWM)

Cultural 
Intelligence 
Scale (CQS)

Davis and Finney (2006). A 
factor analytic study of the 
cross-cultural adaptability 
inventory. Educational 
and Psychological 
Measurement, 66, 318-330 . 
Kelley and Meyers (1992). 
Cross-cultural adaptability 
inventory (CCAI). Yarmouth, 
ME.: Intercultural Press.

Der-Karabetian, A. (1992). 
World-mindedness 
and nuclear threat. A 
multinational study. Journal 
of Social Behaviour and 
Personality, 7, 293.

CCAI is a self-assessment 
tooi that is designed to 
address a person’s ability 
to adapt to any culture.

The instrument is used 
for assessing the concept 
of "cross-cultural world- 
mindedness"

Ang et al., (2007)
Cultural Intelligence: its 
measurement and effects 
on cultural judgment and 
decision making, cultural 
adaptation and task 
performance. Management 
and Organization Review, 3,
3, 33 5 -3 7 1 .

It is a theory within 
management and 
organizational 
psychology, positing 
that understanding the 
impact of an individual’s 
cultural background 
on their behavior is 
essential for effective 
business, and measuring 
an individual’s ability to 
engage successfully in 
any environment or social 
setting.

Four research-based 
cultural dimensions: 
Emotional Resilience 
scale; Flexibility/ 
Openness scale; 
Perceptual Acuity scale; 
Personal Autonomy 
scale. The instrument 
measures personality 
traits.

The initial items 
represented conceptual 
categories in areas 
of race, religion, 
immigration, patriotism, 
economics, war, world 
government, global 
education, economic 
growth, technological 
development, world 
economic justice, and 
international relations. 
The instrument 
measures attitude 
towards the World; also 
Openness (personality).

Four dimensions: 
cognitive CQ, 
metacognitive CQ, 
behavioral CQ, and 
motivational CQ.
The instrument 
measures meta
cognition, knowledge, 
skills, motivation, and 
behavior.
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Number of items Samples Language Reliability and 
validity

Cross-cultural
equivalence

The instrument 
consists of 50 items 
and is a self-report 
survey instrument.

of 1911 respondents 
(1575 from China and 
336 from Hong Kong 
SAR) between the ages 
of 18 and 70 years. The 
education level of the 
respondents was at least 
primary 6 (grade 6).

Sample of 725 
American students.

English The reliabilities 
reported as 
ranging from 0.68 
to 0.90, indicating 
moderate to 
high intemal 
consistency.

Not available

26 items with a six- 
point Likert scale 
ranging from strongly 
agree to strongly 
disagree.
It is a self-report 
survey instrument.

South Africa .76 
Sweden .87 
Taiwan .71 
United States .86

Sample group tested 
college students from 
ten countries.

English Cronbach’s alpha: 
Australia .86 
England .90 
Greece .88 
India .69 
Mexico .75 
Nigeria .77

Available in
multiple-
countries.
Not explicitly
tested on
cultural
equivalence.

53 items were reduced Samples: students 
to 20 items. (Study 1) and
It is a self-report 
survey instrument.

international managers 
in school (Study 2] and 
international managers 
Self-assessment (study, 
instructor rating, peer 
rating (study 2), and 
supervisor assessment 
in study 3.
Three cross-validation 
studies across samples, 
time and cultures.

English,
Chinese

Cronbach’s alpha 
> .7 for each 
dimension with 
different sample 
groups

Tested among 
different 
cultural groups.
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Purpose

Determinants
of Intercultural
Adjustment
among
Expatriate
Spouses
(DIAES)

First described by 
Christopher Early and Soon 
Ang in Cultural Intelligence: 
Individual Interactions 
Across Cultures. (2003).
In Singapore, Soon Ang 
has created the Center for 
Leadership and Cultural 
Intelligence.

Ali et al. (2003). 
Determinants of 
intercultural adjustment 
among expatriate spouses. 
International Journal of 
Intercultural Relations, 27, 
5 ,5 6 3 -5 8 0 .

The DIAES measures the 
adjustment of expatriate 
spouses by measuring 
psychological adjustment, 
sociocultural adjustment 
and cultural interaction.

Global Mind-set Kefalas, A.G./ Neuland, This instrument measures 
Questionnaire E.W. (1997): Global Global Mind-set
(GMQ) Mind-sets: An exploratory

study. Proceedings of 
Annual Conference on the 
Academy of International 
Business, Monterrey,
Mexico.
Arora, A./ Jaju,
A./Kefalas, A.G. &
Perenich, T. (2004): An 
exploratory analysis of 
global managerial 
mind-sets: a case of U.S. 
textile and apparel 
industry. Journal of 
International Management,
1 0 ,3 9 3 -4 1 1 .

Composition

The instrument has four 
dimensions: personality, 
family characteristics, 
the expatriate work 
satisfaction, the support 
from the company as 
determinants of the 
intercultural adjustment 
of expatriate spouses.
It measures personality 
traits and specific 
characteristics of the 
environment, being 
family and work.
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The instrument 
uses existing scales 
for every variable 
to measure; for 
personality the MPQ 
is used. Furthermore 
there is a scale for 
demographic variables, 
personality (91  items), 
family inventories 
(26 items), support 
from the company, 
expatriate work 
satisfaction (10  items), 
and intercultural 
adjustment 
(psychological, 
sociocultural, and 
cultural interaction).

A sample of 1,000 
expatriate spouses 
from across the 
world was sent a 
questionnaire. There 
were 275 responses 
from 29 countries with 
a dominant English- 
speaking group.

English Alpha's range from Data on
.67 to .92. The scale measurement
measuring support equivalence
from the company between
had alpha of .67, all cultures were
other scales higher not available. 
than .70.
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Intercultural 
Adjustment 
Potential Scale 
(ICAPS)

Matsumoto et al. (2001). 
Development and validation 
of a measure of intercultural 
adjustment potential in 
Japanese sojoumers: The 
Intercultural Adjustment 
Potential Scale (ICAPS). 
International Journal of 
Intercultural Relations, 25, 
4 8 3 -5 1 0 .

The ICAPS measures or 
predicts intercultural 
adjustment potential in 
Japanese sojourners and 
immigrants in the U.S.

The ICAPS produces 
five scores: a total 
score and four scores 
corresponding to the 
four psychological 
skills necessary for 
adjustment. These are 
emotion regulation, 
openness, flexibility, and 
creativity (or Critical 
Thinking or Autonomy). 
The ICAPS measures 
meta-cognition (ability 
to regulate emotions) 
and personality traits.

Intercultural 
Conflict Style 
Inventory (ICS)

Intercultural 
Development 
Inventory (IDI)

Hammer (2005). The 
Intercultural Conflict Style 
Inventory: A conceptual 
framework and measure 
of intercultural conflict 
resolution approaches. 
International Journal o f 
Intercultural Relations, 29, 
675-695.

Hammer, M., Bennett, M.,
& Wiseman, R. (2003). 
Measuring intercultural 
sensitivity: The 
intercultural Development 
Inventory. International 
Journal of Intercultural 
Relations, 2 7 ,4 ,4 2 1 -4 4 3 .

Paige et al. (2003): 
Assessing intercultural 
sensitivity: An empirical 
analysis of the Hammer 
and Bennett Intercultural 
Development Inventory. 
International Journal of 
Intercultural Relations, 27, 
467-486.

The questionnaire focuses 
specifically on how you 
communicate with people 
different from you under 
conflict conditions as 
well as how to resolve 
conflicts.

The IDI measures steps 
in development of 
Intercultural sensitivity. 
Initially 6, later 5 phases 
in development were 
distinguished.

The instrument is based 
on two dimensions: 
direct versus indirect 
approaches to dealing 
with disagreements and 
emotionally expressive 
versus emotionally 
restrained patterns 
for dealing with the 
affective dimension of 
conflict interaction. The 
instrument measures 
communication 
behavior patterns.
IDI is a psychometrie 
instrument based on the 
DMIS.
The instrument 
consists of five factors: 
Denial/ Defense, 
Reversal, Minimization, 
Acceptance/ Adaptation, 
and Encapsulated 
Marginality.
The instrument 
measures in which 
phase of Intercultural 
development a person 
is, from a more 
ethnocentric to a more 
ethno-relative phase.
It is not clear which of 
the KSAOs is measured. 
Questionnaire measures 
attitude and personality.
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Finally a 55 items In eight studies samples Chinese, Good reliability and Cultural
scale was used. were used, from English, validity scores in equivalence
The instrument is a Japanese and American German, eight studies. was taken into
self-report survey respondents, a large Japanese, account by
instrument. part of whom were Korean, and reviewing all

students. Spanish words in the 
items ensuring 
that they were 
understandable 
to native 
Japanese. Items 
that depended 
for their utility 
on a cultural 
value in which 
Japanese and 
U.S. cultures 
differ were 
deleted.

The ICS consists Initially 106 items were English Alpha: Respondents
of 18-items for the tested among a sample subscale (Dl): .71 from Canada,
Direct/Indirect scale of 510 culturally sub-scale: (ER): Europe, Asia,
(Dl scale) and diverse respondents 0.86 South America,
18 items for from a large city in the Australia &
the Emotional Eastern part of the U.S. New Zealand
Expressiveness/ The 18 items format have tested
Emotional Restraint was tested among the ICSI. No
(ER scale). The a sample of 487 data available
instrument is a self- respondents from on cultural
report survey, making 
use of a 6-point scale.

different cultures. measurement
equivalence.

In the first phase 60 It is a self-assessment Bahasa The reported Not available
items were used; in the tooi. Indonesia/ Cronbach's alphas
second phase 50 items A first sample of 226 Malay, are .8 0 -8 5 .
were used making respondents of mixed Chinese,
use of a 5 point Likert ages and activity English,
scale. of 29 countries. A French,
It is a self-report second sample of German,
survey instrument. 591 respondents of 

a wide range of age 
and activity, from 38  
countries.
In study of Paige et al., 
the sample consists of 
353 language students 
of an American 
university.

Italian,
Japanese,
Korean,
Norwegian,
Russian,
Portuguese,
and Spanish.
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Intercultural 
Sensitivity 
Inventoiy (ICSI)

The IDI is available on line. 
BOOK: Hammer, M.R. 
(1998). A measure of 
intercultural sensitivity: 
The Intercultural 
Development 
Inventory. In S. Fowler 
& M. Fowler (Eds.), The 
intercultural sourcebook: 
Volume 2. Yarmouth,
ME: Intercultural Press.

Bhawuk, and Brislin 
(1992). The measurement 
of intercultural sensitivity 
using the concepts 
of individualism and 
collectivism. International 
Journal of Intercultural 
Relations, 1 6 ,4 ,4 1 3 -4 3 6 .

Inventory 
of Student 
Adjustment 
Strain (ISAS)

Learning Style 
Preference 
Instrument 
(LSI)

The ICSI measures the 
cultural constructs 
of individualism, 
collectivism, flexibility, 
and open-mindedness.
It is useful for exploring 
cultural identity, through 
the examination of 
one's cultural value 
orientations and 
flexibility in adapting to 
new cultures and persons

Crano and Crano (1993).
A Measure of Adjustment 
Strain in International 
Students. Journal of Cross- 
Cultural Psychology, 24, 
26 7 -2 8 3 .

Brew, (2002). Kolb’s 
Learning Style Instrument: 
Sensitive to Gender, 
Educational and 
Psychological Measurement, 
62, 2, 37 3 -3 9 0 .

Kolb, D. A. (1999).
Learning Style Inventory 
Version 3” TRG Hay/McBer, 
Training Resources Group, 
116 Huntington Avenue, 
Boston, MA 02116.

The instrument measures 
the adjustment strains for 
international students. It 
measures the perception 
on strains; an affective 
judgement of experiences 
with acculturation in the 
host country; it measures 
coping with problems, 
hardship, also endurance, 
close to attitude.

The LSI is designed 
to help individuals 
identify and reflect on 
the ways you prefer to 
learn in specific settings 
and explores their 
implications for problem 
solving, teamwork and 
conflict resolution.

Four cultural constructs 
of individualism, 
collectivism, flexibility, 
and open-mindedness 
are measured. The 
instrument measures 
the capability to judge 
which behaviour is 
appropriate in which 
culture. This is part of 
the meta-cognition. 
Furthermore, the 
instrument measures 
personality traits.

The ISAS consists of six 
subscales: problems 
related to Education, to 
the Host country, to the 
Language (English), to 
more Global problems 
(e.g. food), to Personal 
issues, and to Social 
issues.

The four primary styles 
of learning measured 
by the LSI are abstract 
conceptualization (AC) 
concrete experience 
(CE), reflective 
observation (RO), and 
active experimentation 
(AE).
Two combination 
scores that measure an 
individuars preference 
for abstractness over
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The instrument 
consists of 46  items on 
a 7-point Likert- type 
scale. It is a self-report 
survey instrument.

The two samples 
consisted of 93 
graduate students and 
46  MBA students at the 
University of Hawaii. 
Most students are 
mature professionals 
from countries in 
the Asian and Pacific 
region.

English Alpha is .84 Not available.

The instrument 
consists of 38  items. 
Students and students' 
host families reported.

The sample consisted English 
of 250 students (of 
high school age], from 
five South American 
countries. They were 
assessed twice during 
their year-long sojourn 
in the United States.

It has been tested 
across tim e: 
rtt = .63, p = .001

Not available.

There are 48  items, 12 
for each sub-scale. It 
is a self-report survey 
instrument.

Sample of Australian 
university students.

English,
Arabic,
Chinese,
French,
Japanese,
Italian,
Portuguese,
Spanish,
Swedish.

Alpha is .80 The LSI is 
used across 
the world in 
many different 
languages. 
Information 
upon cultural 
equivalence is 
not available.
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Multi cultural 
Awareness- 
Knowledge- 
Skills Survey 
fMAKSS)

The latest version was 
revised in 2005.

Multicultural
Personality
Questionnaire
(MPQ)

DAndrea, M, Daniels, J , & 
Heek, R. (1991). Evaluating 
the impact of Multicultural 
Counseling Training.
Journal of Counseling and 
Development, 7 0 ,1 4 3 -1 5 0 .

DAndrea, M, Daniels, J.
& Heek, R. (1990). The 
Multicultural Awareness- 
Knowledge-Skills Survey". 
Honolulu: university of 
Hawaii-Manoa.

Van der Zee & Van 
Oudenhoven (2000).
The Multicultural 
personality Questionnaire: 
A multidimensional 
instrument of multicultural 
effectiveness. European 
Journal of Personality, 14 ,4 , 
291-309 .
Van der Zee & Van 
Oudenhoven (2001). The 
Multicultural Personality 
Questionnaire: Reliability 
and Validity of Self- 
and Other Ratings of 
Multicultural Effectiveness. 
Journal of Research in 
Personality 3 5 ,2 7 8 -2 8 8 .

The instrument measures 
participants’ perceptions 
of their level of 
multicultural counseling 
awareness, knowledge 
and skills.

concreteness (AC- 
CE) and action over 
reflection (AE-RO).
The instrument 
measures learning 
styles. These are directly 
influencing meta
cognition and cognitive 
and modvational 
processing (both forms 
of learning).

The instrument 
measures meta
cognition (awareness), 
knowledge, and skills.

The MPQ was developed 
as a multidimensional 
instrument and 
explicitly aimed at 
measuring multicultural 
effectiveness.

The MPQ consists of 
dimensions and makes 
use of five personality 
scales: a Cultural 
Empathy scale, an Open- 
mindedness scale, an 
Emotional Stability 
scale, a Social Initiative 
scale, and a Flexibility 
scale.

Van der Zee, K.I./ 
Brinkmann, U. (2004): 
Construct validity evidence
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The MAKKS consists 
of 60 items, that 
are equally divided 
into three subscales, 
20 items, a 4-point 
answer each for the 
awareness, knowledge 
and skills domains. 
The instrument is a 
self-report survey 
instrument.

The sample consists 
of 96  graduate 
students, participating 
in multicultural 
counseling courses 
in two American 
universities. The 
students sample 
consisted of white 
American and Asian 
students.

English Alpha of .75, .90 
and .96 for the 
multicultural 
awareness, 
knowledge and 
skills subscales.

Not available

The instrument is a 
self-report survey, 
consisting of 78 
items, measured on a 
5 -pointLikert-scale.

Two sample groups, in 
total 210 students from 
five countries (majority 
Dutch students). In 
another study of Leong 
(2007), Asian student 
samples were used.

English and 
Dutch

Reliability of 
the sub-scales: 
Alpha = .8 6 -9 1 .

Notyet 
available. 
Recently used 
for a Chinese 
sample group.
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Munroe 
Multicultural 
Attitude Scale 
Questionnaire 
(MASQUE)

for the intercultural 
readiness checklist 
against the Multicultural 
Personality Questionnaire. 
In: International Journal of 
Selection and Assessment, 
12, 3, 285-290 .

Munroe & Pearson The instrument measures The instrument consists
(2006). The Munroe multicultural attitudes.
Multicultural Attitude Scale
Questionnaire: A New
Instrument for Multicultural
Studies. Educational and
Psychological Measurement,
66, 819-834 .

of three subscales and 
measures knowledge, 
motivation and 
behavior.

The NEO 
Personality 
Inventory- 
Revised (NEO 
PI-R)

McCrae, R. R., Costa, P. T. Jr., 
del Pilar, G. H., Rolland, J. 
P.,& Parker, W.D. (1998). 
Cross-cultural assessment 
of the five-factor model: The 
revised NEO Personality 
Inventory. Journal of Cross- 
Cultural Psychology, 29, 
171-188 .

The NEO PI-R was 
designed to provide 
a general description 
of normal personality 
relevant to clinical, 
counseling and 
educational situations

Five factors are 
included: Neuroticism, 
Extraversion. Openness 
to experience, 
Agreeableness and 
Conscientiousness. It 
measures personality.
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The final version of the 
instrument yielded 18  
items, in which 7 items 
for the Knowledge 
domain, 6 items for 
the Care domain, and
5 items for the Act 
domain, respectively. 
The instrument is a 
self-report survey with 
a 6-point Likert type 
scale.

The instrument 
consists of 240  
personality items and 
3 validity items. It is 
available in two forms: 
Form-S and Form-R

The short version is 
60 items (NEO-FFI) 
self-report survey 
instrument

The sample consists 
of 422 undergraduate 
American students 
enrolled in university.

It was first tested 
among a sample group 
of full job performance 
sample (n = 1,539)

English Cronbach’s alpha Not available. 
for total 18 items:
.80. Reliability for 
the Knowledge 
subscale alpha was 
.70, for the Care 
subscale alpha was 
.70, and for the Act 
subscale alpha was 
.58. Exploratoiy 
factor analysis was 
applied to retain 
three factors.

English Internal It has been
consistency validated in 51
coefficients range sample groups
from .86 to .95 for from different
domain scales, cultures.
and from .56
to .90 for facet
scales. Stability
coefficients ranging
from .51 to .83
have been found in
three-year, six-year,
and seven-year
Iongitudinal studies
of the original
NEO-PI factors. The
NEO PI-Rhas been
validated against
other personality
inventories
and projective
techniques.
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Overseas
Assignment
Inventory
(OAI) and
International
Candidate
Evaluation (ICE)

Tucker et al. (2004). The 
definition, measurement 
and prediction of 
intercultural adjustment 
and job performance among 
corporate expatriates. 
International Journal of 
Intercultural Relations, 28, 
2 2 1 -2 5 1 .

Tucker, M. F. (1999). 
Self-awareness and 
development using overseas 
assignment inventory.
In S. M. Fowler and M. G 
Mumford. eds., Intercultural 
sourcebook: Cross-cultural 
training methods, 2 ,45 -52 . 
Yarmouth, Me.: Intercultural 
Press.

See also: www. Tuckerintl.

The instrument helps 
managers and candidates 
to understand how 
certain traits, motivations, 
behavior, and attitudes 
can affect the quality of 
intercultural adjustment.

There are 14 predictor 
scales and 6 criterion 
scales of intercultural 
adjustment. It measures 
9 attributes and 6 
context factors. It is a 
total of 15 dimensions: 
Expectations; Open- 
mindedness; Respect for 
other beliefs; Trusting 
people; Tolerance;
Locus of control; 
Adaptability; Patience; 
Social; Initiative; Risk 
taking; Sense of humor; 
Interpersonal interest; 
Spouse or partner 
Communications; Social 
desirability.
The instrument 
measures personality 
traits.

Prospector Spreitzer et al. (1997).
Early Identification of 
International Executive 
Potential. Journal of Applied 
Psychology, 8 2 ,1 ,6 -2 9 .

It is designed for rating 
the potential of aspiring 
international executives 
in terms of both end- 
state competencies and 
the ability to learn from 
experience.

Prospector consists 
of 14 dimensions: 8 
end-state competency 
dimensions and 6 
learning-oriented 
dimensions used: 
sensitive to cultural 
differences, business 
knowledge, courage, 
brings out the best 
in people, integrity, 
insightful, committed, 
takes risks, seeks 
feedback, uses 
feedback, is culturally 
adventurous, seeks 
learning opportunities, 
open to criticism, 
flexibility.
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Cross-cultural
equivalence

The instrument 
consists of 14  predictor 
scales, containing 77 
items. It is a self-report 
survey instrument 
making use of a five- 
point Likert scale. 
Intercultural 
adjustment, the 
dependent variable is 
measured by 6 scales, 
using 40  items.

Sample for predictor 
scales is 2131  
employees and 
spouses considering 
an international 
assignment.

English, Making use of 14 The OAI has 
French, and existing scales been used 
German. (with reliabilities of by many

.57- .79-). corporations 
for over 20 
years to 
assess cultural 
adaptability for 
their
employees, 
expatriates, 
and their 
spouses.

Prospector is a survey, 
consisting of 116 items 
on a 7-point Likert 
scale. Questionnaires 
were sent to bosses of 
the target managers.

Sample of 1100
managers; response 
from 838 lower, 
middle-, and senior- 
level managers from 
21 countries and 6 
international firms.

English The scale
reliabilities (alpha) 
of this instrument 
range from .70 to 
.92.

The scale has 
been tested 
for American, 
European and 
Australian 
managers. 
Scale has not 
been tested 
for Asian 
managers yet.
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Receptiveness 
to dissimilar 
others or 
Diversity of Life 
Experiences 
(DOLE)

Sociocultural 
Adaptation 
Scale (SCAS)

Teacher 
Multicultural 
Attitude Survey 
(TMAS)

Douhitt et al. [1999). 
Diversity of life experiences: 
The development and 
validation of a biographical 
measure of receptiveness 
to dissimilar others. 
International Journal of 
Selection and Assessment, 
7 ,2 ,1 1 2 -1 2 5 .

The DOLE is developed 
to measure the ability 
to effectively work with 
dissimilar others and 
the receptiveness to 
differences in others.
It can be used in 
employee selection and 
development contexts.

Ward & Kennedy. (1999). 
The measurement of 
sociocultural adaptation. 
International Journal of 
Intercultural Relations, 23,
4, 6 5 9 -6 7 7 .

Searle & Ward (1990). The 
prediction of psychological 
and sociocultural 
adjustment during cross- 
cultural transitions. 
International Journal of 
Intercultural Relations, 14, 
4 4 9 -4 6 4 .

Ponterotto et al. (1998). 
Development and Initial 
Score Validation of the 
Teacher Multicultural 
Attitude Survey. Educational 
and Psychological 
Measurement, 58, 6 ,1 0 0 2 -  
1016.

SCAS is to measure the 
sociocultural adaptation, 
which is related to 
the ability to "fit in", 
to acquire culturally 
appropriate skills and 
to negotiate interactive 
aspects of the host 
environment.

The TMAS is developed 
to measure teachers’ 
multicultural awareness, 
which refers to teachers’ 
awareness of, comfort 
with, and sensitivity 
to issues of cultural 
pluralism in the 
classroom.

DOLE is measuring 
individual differences in 
attitudes and behavior 
in five domains: 
Experiencing different 
cultures through travel, 
Diversity of interests, 
likes, and attitudes, 
Diversity of Geographic 
locations one has 
resided in, Relationships 
with parents and family 
environment, General 
relations with others/ 
friends.

The instrument 
measures sociocultural 
adaptation, defined in 
terms of behavioral 
competence.
It focuses on the 
influence of knowledge, 
skills and behavior.

Uni-dimensional. 
Instrument measures 
attitudes toward 
economic status, 
culture, race, 
exceptionality, and 
gender.
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Cross-cultural
equivalence

The DOLE consists 
of 28  items and 2 
small culturally 
based scenarios with 
each four behavioral 
repertoires as answer 
options.
It is a self-report 
instrument.

Sample: 209 English
undergraduate students 
at
A large South-Eastem  
university in the U.S.

Coëfficiënt alpha 
for the original 
DOLE was
,73-.74

Not available.

The first version of the 
SCAS (Searle & Ward, 
1990) contained 16 
items. Later versions 
contain 2 0 -2 9  items 
and use a five-point 
scale. It is a self-report 
survey instrument.

Sixteen samples are 
used and sample sizes 
range from 84  to 191 
sojourners (Median = 
119).

English

20 items with 5-point Teachers and teaching English 
Likert-type scale. It is a students in the U.S. 
self -reporting survey 
instrument.

Alpha ranges from 
.75 to .91 (M = .85). 
Construct validity 
is indicated 
by significant 
correlations 
[range=0.20-0.62, 
M=0.38) between 
sociocultural and 
psychological 
adjustment as 
measured by the 
Zung Self-rating 
Depression Scale.

The coëfficiënt 
alpha is .86, the 
theta coëfficiënt 
is .89

Samples in 
multiple 
countries: 
Singapore, 
Malaysia, and 
New Zealand.

Cross-cultural 
equivalence is 
not explicitly 
measured.

Not available.





MEASURING CULTURAL INTELLIGENCE: 
A NEW TEST OF THE CQ SCALE
Note:
Article sent to and accepted by Academy of Management conference 
in San Antonio (Texas] on 15/16 August 2011.



8 6  | Chapter 4

Abstract

Despite its importance as a means to support systematic thinking about the 
measurement and development of global management competencies, cultural 
intelligence (CQ) has not been fully conceptualized or operationalized. The 
study in this chapter tests the psychometrie properties of an existing cultural 
intelligence scale with internationally experienced Chinese respondents. The 
retest resulted in lower validity and reliability scores; the results do not support 
the original four-factor conceptualization of CQ (metacognitive, cognitive, 
motivational, and behavioral) due to a lack of discriminant validity. Additional 
analyses identify two dimensions, internalized cultural knowledge and effective 
cultural flexibility, that attain satisfactory reliability and validity. A series of 
regression analyses assess the nomological validity of the new CQ dimensions in 
relation to their antecedents and consequences.

Keywords: cultural intelligence, cultural intelligence scale, psychometrie properties
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4.1 Introduction

As firms increasingly move into broader, more diverse cultural environments (Moon, 
2010), managers and employees interact more frequently with people from other 
countries and cultures. In such cross-cultural environments, managers and 
employees must cope with stress and uncertainty due to different demands and 
situations (Dragoni, Tesluck, & Oh, 2009), such that managing relationships across 
cultures adds complexity to a wide range of organizational processes (Caligiuri & 
Tarique, 2009). For example, multiple, diverse, cross-cultural relationships often 
create contradictions that require extra managerial effortto resolve. Sellingproducts 
in different countries requires adjustments to the local culture, as well as strong 
knowledge of local customer languages, tastes, and preferences (Usunier & Lee, 
2009). Managing human resources (HR) across countries also requires local 
adaptations, including detailed knowledge of national regulations and institutions, 
such as understanding the role and importance of labor unions and national laws 
related to absenteeism (Mayrhofer & Brewster, 2005). Such a complexity creates a 
greater risk of misunderstanding, which may result in interpersonal conflicts 
(Gelfand, Nishii, Holcombe, Dyer, Ohbuchi, & Fukuno, 2001; Lievens, Harris, Van Keer, 
& Bisqueret, 2003; Takeuchi, Yun, & Russel, 2002) and reduce effective interaction 
with people across cultures (Black & Mendenhall, 1990). To overcome these issues, 
managers and employees must develop a competency to deal effectively with people 
from different cultural backgrounds; this competency is cultural intelligence 
(Thomas, 2006). Cultural competencies improve employees' (Amiri, Moghimi, & 
Kazemi, 2010) and managers’ (e.g., Ang, Van Dyne, Koh, Ng, Templer, Tay, & 
Chandrasekar, 2007) performance, as well as expatriates’ effectiveness (e.g., Paik & 
Sohn, 2004) and leadership (Alon & Higgins, 2005; Ng, Van Dyne, & Ang, 2009; 
Vogelgesang, Clapp-Smith, &Palmer, 2009).

Although the challenges of increasing globalization seem equally important 
for any manager or employee, they are especially critical for multinational firms 
that must recognize that some people are better equipped to compete interna- 
tionally than others (i.e., have better cross-cultural competencies, or higher 
cultural intelligence [CQ]). Selecting and developing employees who can function 
effectively in culturally diverse settings is a significant HR challenge (Van Dyne, 
Ang, & Koh, 2009). The number of suitable candidates tends to be low, and 
individual development is costly, so success in this field can be a source of 
competitive advantage (Crowne, 2008; Elenkov & Manev, 2009). Despite the 
critical need to understand differences in people's cross-cultural effectiveness, 
research in this area is still sparse (Ang, Van Dyne, & Koh, 2006; Ang et al., 2007). 
Earley and Ang (2003) propose the concept of CQ, defined as a person's capability 
to function and manage effectively in culturally diverse settings or environments.
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That is, CQ involves how people adapt and thrive when they function in an 
environment other than the one in which they were socialized (Brislin, Worthley,
& Macnab, 2006). In a business context, a culturally intelligent manager makes 
better decisions and can effectively communicate and negotiate across cultures 
(Imai & Gelfand, 2010) while also motivating employees from various cultures 
(Elenkov & Manev, 2009).

The development of the CQ construct has filled an important gap in 
intelligence literature by focusing on people's capabilities in a critical domain 
for HRM, namely, the cross-cultural context (Ng, Ramaya, Teo, & Wong, 2005). 
Since its initial inception (Earley and Ang, 2003), the CQ construct has evolved in 
two directions: a more international management perspective, using a three 
dimensional model including mindfulness (e.g., Thomas et al., 2008) and a social 
psychology perspective, making use of a four-dimensional model including a 
metacognitive and motivational dimension (e.g., Ang et al., 2007). To the best of 
our knowledge, until 2012 only Ang and colleagues’ social psychology perspective 
has produced a measurement instrument—the CQS. Thus, we focus on the CQS 
instrument. (See Thomas et al., 2012, for a second CQ assessment tooi).

The CQS began receiving broad attention after the Academy of Management 
Conference in 2004  and a special issue of Group & Organization Management 
Journal was devoted to it in 2006. Research thus has related the CQS to other 
constructs, such as personality traits (Ang et al., 2006, 2007), emotional 
intelligence (Ang et al., 2007; Brislin et al., 2006; Ward, Fischer, Lam, & Hall,
2009), cross-cultural competency (Ang et al., 2007), cross-cultural adjustment 
(Templer, Tay, & Chandrasekar, 2006), and multicultural personality (Ward et 
al., 2009). This increased focus on CQ and the CQS also has prompted new 
questions about (1) the measurement of the CQ construct, (2) the dimensionality 
of the CQS, and (3) its nomological validity (Ang et al., 2007; Ng & Early, 2006; 
Ward et al., 2009). Despite a few recent studies (e.g., Ang et al., 2007; Thomas et 
al., 2008; Ward et al., 2009), the development of a valid and reliable measure of 
cultural intelligence remains a work in progress.

We advance the development of the CQS in two important ways. First, we 
examine its reliability and validity (including its discriminant validity) by 
testing the scale on a group of 308 Chinese students with significant overseas 
experience. This experience is required to understand the questions of the scale 
(Huang, Curran, Keeney, Poposki, & DeShon, 2012); previous studies mostly 
tested it using samples of students with limited overseas experience and rarely 
considered the discriminant validity of the CQS dimensions. Second, we analyze 
the relationship between the CQS dimensions and one of their most important 
outcomes, cross-cultural communication effectiveness, to embed CQ better 
within its nomological net.
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The remainder of this chapter is organized as follows: First, we provide an 
overview of relevant literature on CQ and the CQS. Second, we describe our 
method and present the results of our empirical tests of the original four-factor 
CQS. Third, on the basis of these results, we propose a revised two-factor CQ 
scale and test its psychometric characteristics and antecedents and outcomes. 
We conclude with a discussion of the implications of our results and propose 
some directions for further research.

4.2 Literature review

The CQ construct developed by Earley and Ang (2003) captures a person’s 
capability to adjust to various cultures and cultural settings (Ramalu, Rose, 
Kumar, & Uli, 2010). A high CQ enables the person to behave effectively in a 
multicultural environment or switch easily among different cultural environments 
as part of his or her daily work. In this sense, CQ is a form of intelligence, comparable 
to social or emotional intelligence (Brislin et al., 2006; Elenkov & Pimentel, 2008; 
Kumar, Rose, & Ramalu, 2008), though CQ refers to people’s capabilities across 
cultures, whereas other forms of intelligence focus on a particular aspect of 
intelligence in a single cultural context. Sternberg (1997) suggests a general 
definition of intelligence as the abilities necessary for selecting, shaping, and 
adapting the environment. However, whereas general intelligence focuses on 
academic skills and emotional intelligence reflects the capability to interact and 
work with other people (Mayer, Roberts, & Barsade, 2008), CQ entails the ability 
to interact effectively with people who are culturally different (Thomas, 2006). 
Thus, CQ is a specific form of intelligence focused on the ability to grasp, reason, 
and behave effectively in situations characterized by cultural diversity (Ang et al., 
2007; Hampden-Turner & Trompenaars, 2006). Focal skills include acceptance of a 
certain degree of cross-cultural confusion, the suspension of judgment of cultural 
values, and a desire to understand cultural differences (Brislin et al., 2006). 
Therefore CQ also represents a system of interacting knowledge and skills, linked 
by cultural metacognition that enables people to adapt to, select, and shape the 
cultural aspects of their environment (Thomas et al., 2008).

4.2.1 Cultural Intelligence: A Multidimensional Construct
As conceptualized by Ang and colleagues (2006 ,2007 ), CQ is a multidimensional 
construct with four dimensions: metacognitive, cognitive, motivational, and 
behavioral. Chapter 2 briefly introducés these dimensions and elaborates on the 
first dimension, metacognition. Here, we continue the discussion by describing 
all four dimensions.
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Metacognitive CQ is the person’s cultural consciousness and awareness of 
cultural cues during interactions with people from other cultural backgrounds. 
Ang et al. (2006) describe it as the processes people use to acquire and 
understand cultural knowledge. People with metacognitive CQ consciously 
question their own cultural assumptions, reflect on these assumptions, and then 
develop cultural knowledge and skills during interactions with people from 
other cultures (Ang & Van Dyne, 2008).

Cognitive CQ is a competence based on the knowledge of norms, practices, 
and conventions used in different cultural settings, acquired through education 
and personal experience (Ang et al., 2007; Ang & Van Dyne, 2008). It includes 
knowledge of the economie, legal, and social systems of different cultures, as 
well as the value system of these cultures (Ang et al., 2007).
Motivational CQ represents a capability to direct attention and energy toward 
learning about and functioning in situations characterized by cultural 
differences. People with high motivational CQ have an intrinsic interest in 
cross-cultural situations and are confident of their personal cross-cultural 
effectiveness (Ang et al., 2007). A high score on the motivational CQ dimension 
reflects a high level of self-efficacy (Ng & Earley, 2006).

Finally, behavioral CQ refers to the capability to exhibit appropriate verbal 
and nonverbal behavior when interacting with people from different cultures 
(Ang et al., 2006). People with high behavioral CQ behave appropriately in 
cross-cultural settings, because of their good verbal and nonverbal communication 
capabilities. They also know how to use culturally appropriate words, tones, 
gestures, and facial expressions (Ang et al., 2007).

4.2.2 Empirical tests of the CQS
The four-dimensional CQS has undergone several validation and development 
studies (see 4.6 Appendix). However, despite Ang and Van Dyne’s (2008) claim 
that the four-dimensional structure is clear, robust, meaningful, and stable 
across samples, time, and countries, our review of extant empirical studies 
indicates that most of these validation studies are limited in term s of either the 
(1) sample used or (2) test of discriminant validity.

First, the samples used in most CQ studies tend to consist of young students 
with little cross-cultural experience (e.g., Amiri et al., 2010; Ang & Van Dyne, 
2008; Ang et al., 2006; Gregory, Prifling, & Beek, 2009; Templer et al., 2006; 
Vedadi, Kheiri, & Abbasalizadeh, 2010; Ward et al., 2009), which could threaten 
the validity of their results. For example, Ang et al. (2006) use a sample of 
undergraduate business students with relatively little foreign experience (1.8 
on a three-point scale, on which 1 = "no experience" and 2 = "moderate 
experience"). Ang et al. (2007, study 1) also used samples of young undergraduate
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students between 19 and 22 years of age with no work experience abroad. 
However, because CQ refers to a capability to function effectively in culturally 
diverse settings (Earley & Ang, 2003] and deals with how people adapt and 
thrive in an environment other than the one in which they were socialized 
(Brislin et al., 2006], it requires some experience with cross-cultural encounters 
and foreign cultures to develop (Tarique & Takeuchi, 2008], This argument 
receives empirical support from Ramalu et al. (2010], who find significant 
correlations between the length of stays abroad and three of the four CQ 
dimensions (metacognitive, cognitive, and behavioral CQ]. Similarly, Imai and 
Gelfand (2010] reveal a positive correlation between international experience 
and behavioral CQ. Tarique and Takeuchi (2008] also find that international 
nonwork experience significantly improves CQ, and Ward et al. (2009] show 
across studies that older students studying abroad with more foreign experience 
have higher average CQ than younger students with less foreign experience. The 
lack of foreign experience may influence not only the level of CQ but also the 
psychometrie properties of the scale and its dimensionality. Young students 
without extended foreign experience likely lack sufficiënt cross-cultural 
knowledge to differentiate fully between the items that measure the CQ 
dimensions. In turn, their experiences likely reflect a cultural perspective that is 
too limited to enable them to assess the subtleties of the CQS items effectively.

Second, many validation studies fail to report tests of discriminant validity 
of the four-dimensional structure of the CQS, despite the moderately high to 
high intercorrelations across the dimensions (Elenkov & Manev, 2009; Imai & 
Gelfand, 2010; Ramalu et al., 2010; Rose, Ramula, Uli, & Kumar, 2010; Vedadi et 
al., 2010; Ward et al., 2009]. For example, Ward and colleagues (2009] report 
correlations as high as .74 between metacognitive and motivational CQ and .78 
between metacognitive and behavioral CQ. Van Dyne et al. (2009] report 
correlations between metacognitive and motivational CQ (up to .76] and between 
metacognitive and behavioral CQ (up to .71], Tarique and Takeuchi (2008] find 
moderately high to high correlations across all four CQ dimensions (ranging 
from .63 to .83]. The studies report acceptable reliability and convergent validity, 
but they still need to test and report discriminant validity (Fornell & Larcker, 
1981], because the lack of discriminant validity creates the risk of multicol- 
linearity (Grewal, Cote, & Baumgartner, 2004; Marsh, Dowson, Pietsch, & 
Walker., 2004; Perrinjaqu et, Furrer, Usunier, Cestre, & Valette-Florence, 2007]. 
For example, Grewal et al. (2004] demonstrate that high multicollinearity 
(correlations between .60 and .80] due to a lack of discriminant validity can lead 
to substantial Type II errors (greater than 50%  and frequently above 80%].

On the one hand, the results of the preliminary tests of the CQS thus are 
encouraging, such that the reliability and convergent validity of the scale and its
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dimensions demonstrate acceptable properties. On the other hand, most 
validation studies rely on samples of young undergraduate students with limited 
overseas experience, and few of them report the discriminant validity of the 
four-dimensional CQ structure, despite indications of high correlations between 
these dimensions. To overcome these concerns, we assess the psychometrie 
properties (including discriminant validity) of the CQS with a sample of mature 
Chinese students who have extensive overseas experience and have been 
intensely confronted with cultural differences.

4.3 Method

4.3.1 Sample
To test the psychometrie properties of the CQS, we conducted a survey of Chinese 
students with extensive foreign experience, mainly from their studies overseas. 
Because these expatriate Chinese students are difficult to find, we used chain 
sampling (Faugier & Sargeant, 1997) next to the approach of online overseas 
Chinese communities. The Chinese students were distributed across various 
countries. After deleting questionnaires with more than 10% missing values 
and those answered randomly, 308 questionnaires remained as appropriate for 
the analysis. As the descriptive characteristics in Table 4.1 show, the sample 
consists of 51.3% female respondents and 48.7%  male respondents, 63.3%  of 
whom are older than 24 years, and only 2.6% of whom are younger than 20 
years. Furthermore, 67.8% of the respondents have completed a bachelors' 
degree, and 33.1% are pursuing a doctoral degree. In terms of time spent abroad, 
80.8%  have spent more than a year, 49.3%  more than three years, and 33.4%  
more than five years. Finally, 72%  of the respondents often or constantly interact 
with people from another culture

Students used 12-15  minutes to complete the online questionnaire, which is 
an indication of satisfactory attention. Not all students who began to fill in the 
questionnaire completed it. Students who wanted to end could stop responding 
without penalty. Through this self-selection, we ensured that only the more 
motivated students completed the survey, and we do not expect any inefficient 
effort responding, as described by Huang et al. [2012).

4.3.2 Questionnaire Design and Measures
We use self-reportmeasures because in this study itis notpossible to consistently 
find relevant 'others' to respond to one of these scales. Making use of self-report 
measures, we are aware of the risk of Common Method Bias (Podsakoff et al., 
2003) or self-generated validity (Feldmann & Lynch, 1988). To reduce the risk of
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Table 4.1 Sample Characterisitcs

Extemal variables Mean SD
Age 27.69 years 6.03 years

Gender (male/female) 1 5 0 /1 5 8 48.7%  /51 .3%

Education

High school/vocational 
education

12 3.9%

Bachelor's degree 87 28.2%

Master’s degree/ MBA 107 34.7%

Doctoraal degree 102 33.1%

Time abroad

Less than 3 months 23 7.5%

3-6 months 12 3.9%

6-12 months 24 7.8%

1-3 years 97 31.5%

3-5 years 49 15.9%

More than 5 years 103 33.4%

Contact frequency

Seldom 8 2.6%

Occasionaly 78 25.3%

Often 160 51.9%

All the time 62 20.1%

common method bias (CMB), we designed the questionnaire as follows: we 
started the questionnaire with the independent CQ scale, followed by factual 
demographic questions, next, the dependent performance scale, and we finished 
with a social desirability scale. Furthermore, as recommended by Podsakoff et 
al. (2003), and Chang et al. (2010), to reduce CMB, we used different scale end 
points for the dependent and independent variables. By putting a (large) number 
of demographic items between the scales measuring the independent and the 
dependent variables, we mitigated the problem of self-generated validity 
(Feldman & Lynch, 1988). Finally, we control for social desirability.

The survey instrument consists of four parts. The first part is the original 
Chinese-Ianguage version of the CQS, which contains 20 items covering the four 
dimensions of CQ: 4 metacognitive CQ items (e.g., "I am conscious of the cultural 
knowledge I use when interacting with people with different cultural 
backgrounds"), 6 cognitive CQ items (e.g., "I know the legal and economic
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systems of other cultures"), 5 motivational CQ items (e.g., "I enjoy interacting 
with people from different cultures"), and 5 behavioral CQ items (e.g., “I change 
my verbal behavior (e.g., accent, tone) when a cross-cultural interaction requires 
it"). The final CQS developed by Ang et al. (2007) appears in Table 4.2. All CQS 
items were measured on seven-point Likert scales, ranging from 1 ("strongly 
disagree") to 7 ("strongly agree").
The second part of the instrument consists of demographic items: gender (male 
= 1, female = 2); age (less than 20 years old, between 20 and 24 years, between 
25 and 29 years, between 30 and 39 years, and more than 40 years old); education 
(less than bachelor’s degree, bachelor's degree, master's degree/MBA, and 
doctoral degree); time spent abroad ("How long have you lived/studied/worked 
outside your home country in total?"), which uses six categories (less than 3 
months, 3 -6  months, 6 -12  months, 1-3  years, 3 -5  years, more than 5 years); and 
contact frequency, using the categories "seldom," "occasionally," "often," and "all 
the time."

The third part contains four questions to measure respondents’ communication 
behavior effectiveness across national cultures (e.g., "How effective were/are 
you in expressing your opinion to, in absorbing information from, in starting a 
conversation with, in understanding people from other cultures during your 
time abroad?") on a five-point Likert scale (adapted from the communication 
related questions of Hammer, Gudykunst, & Wiseman, 1978). Cronbach alpha of 
this adapted scale is .774.

Finally, the ten questions in the fourth part measure respondents’ social 
desirability, as a means to assess the possible biasing effect of social desirability 
on CQS scores. We controlled for social desirability because it significantly 
influences emotional intelligence (Kluemper, 2008), a concept strongly related 
to CQ (Ward et al., 2009). To measure social desirability, we used the Marlow- 
Crowne Social Desirability Scale, version 2 (10-item) (Strahan & Gerbasi, 1972).

All the items in sections 2 -4  of the questionnaire employed existing scales 
originally developed in English and then translated into Chinese, using Standard 
translation-back-translation procedures (Van de Vijver & Leung, 1997). The 
CQS we used already had been translated into Chinese (Ang et al., 2007).

4.3.3 Data Analysis
Our analytical strategy first required us to assess scale reliability using 
Cronbach’s alpha and factor loadings. Alphas greater than or equal to .70 suggest 
acceptable reliability, along with factor loadings that exceed .50 (Nunnally & 
Bernstein, 1994). After applying internal reliability tests to determine which 
items to retain, we conducted confirmatory factor analyses (CFA), using AMOS 
16.0, to test the proposed four-factor CQS model. As Perrinjaquet et al. (2007)
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recommend, we tested the four-factor model rather than the four dimensions 
separately, which enabled us to test the discriminant validity of the four CQ 
dimensions. We employed maximum likelihood estimation procedures, because 
the data did not strongly violate multivariate normality assumptions (McDonald 
& Ho, 2002). Following common practice (e.g., Byrne, 2001; Hu & Bentler, 1999), 
we used multiple indicators to assess model fit: normed chi-square ( * 2/d.f.), root 
mean square error of approximation (RMSEA), standardized root mean square 
residual (SRMR), nonnormed fit index (NNFI), and comparative fit index (CFI), 
such that we required RMSEA <, .05, SRMR < .06, NNFI s  .90, CFI > .95, an d *2/d.f. 
less than or equal to 2 as indicators of good model fit. To assess discriminant 
validity, we began with the procedure Fornell and Larcker (1981) recommend 
and compared the square root of the average variance extracted (AVE) with the 
correlations between the CQS dimensions. Next, we used CFA to compare 
unconstrained measurement models with alternative measurement models in 
which we constrained the covariances between CQ dimensions to be equal to 1. 
A significant fit difference that favors the unconstrained models would indicate 
discrim inant validity. To examine the nomological validity of the CQS, we also 
conducted several regression analyses to find the relationships of CQ with 
several antecedents (i.e., gender, education, contact frequency, time spent abroad, 
and social desirability) and consequences (i.e., cross-cultural communication 
effectiveness). Finally, we tested for CMB, because our study uses self-report 
measures from the same respondents for both the independent and dependent 
variables.

4.4 Results

We first subjected the original 20 CQS items to a CFA (Model 1 in Table 4.3) and 
computed the Cronbach’s alpha for each of the four CQS dimensions (see Table 
4.2). We examined the error variances, correlations, Standard errors, goodness- 
of-fit (GFI) indexes, and factor loadings to assess the psychometrie properties of 
the model (Cheung & Rensvold, 2002). The error variances were all positive and 
did not significantly differ from 0, no correlations were greater than 1, and 
Standard errors were not too large. The Cronbach's alpha coefficients were 
moderately satisfactory, ranging from .69 for MC CQ, and MOT CQ, .68 for BEH 
CQ to .81 for COG CQ (see Table 4.2). However, the factor loadings of four items 
(MC2, MOT1, MOT4, and BEH1) failed to reach the .50 threshold value. Model 1 
possesses relatively poor fit (see Table 4.3), with values of 2.51 for the normed 
chi-square, .070 for RMSEA, .061 for SRMR, .88 for the GFI, .85 for the adjusted 
GFI index (AGFI) and NNFI, and .87 for the CFI.
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Table 4 .2  CFA Standardized Factor Loadings and Cronbach's Alphas

MCI I am conscious of the cultural knowledge 1 use when interacting with people with different 
cultural backgrounds.

MC2 1 adjust my cultural knowledge as I interact with people from a culture that is unfamiliar 
to me.

MC3 I am conscious of the cultural knowledge I apply to cross-cultural interactions.

MC4 I check the accuracy of my cultural knowledge as I interact with people from different 
cultures.

C0G1 I know the legal and economic systems of other cultures.

C0G2 I know the rules (e.g., vocabulary, grammar) of other languages.

C0G3 I know the cultural values and religious beliefs of other cultures.

C0G4 I know the marriage systems of other cultures.

COG5 1 know the arts and crafts of other cultures.

C0G6 I know the rules for expressing non-verbal behaviors in other cultures.

MOT1 I enjoy interacting with people from different cultures.

MOT2 I am confident that I can socialize with locals in a culture that is unfamiliar to me.

M0T3 I am sure I can deal with the stresses of adjusting to a culture that is new to me.

M0T4 1 enjoy living in cultures that are unfamiliar to me.

M0T5 I am confident that I can get accustomed to the shopping conditions in a different culture.

BEH1 1 change my verbal behavior (e.g., accent, tone] when a cross-cultural interaction requires 
it.

BEH2 I use pause and silence differently to suit different cross-cultural situations.

BEH3 1 vaiy the rate of my speaking when a cross-cultural situation requires it  

BEH4 I change my non-verbal behavior when a cross-cultural interaction requires it.

BEHS 1 alter my facial expressions when a cross-cultural interaction requires it.

Cronbach’s alpha

n.u. = not used.

To achieve satisfactory model fit and confirm the psychometrie properties of the 
CQS, we first deleted the four items with factor loadings lower than .50 and 
recomputed the CFA (Model 2 in Table 4.3). In term s of convergent validity, the 
factor loadings and Cronbach’s alphas reached satisfactory levels. The resulting 
CFA fit indexes (*7d .f. = 2.58, RMSEA = .072, SRMR = .059, GFI = .91, AGFI = .87,
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Model 1 Model 8

MC COG MOT BEH ICK
intelligence

ECF
intelligence

.66 .52

.39 n.u.

.85 .75

.55 n.u

.69 .67

.51 .52

.76 .79

.70 .67

.66 .62

.62 n.u.

.46 n.u.

.70 .77

.65 .65

.46 n.u.

.50 n.u.

.43 n.u.

.51 .49

.59 .59

.64 .50

.63 n.u.

.69 .81 .69 .68 .83 .71

NNFI = .88, and CFI = .90) improved slightly but still were not satisfactory. 
Therefore, we examined modification indexes (MIs) to identify potential cross- 
loadings. One cognitive CQ item (C0G6) cross-loaded on the behavioral CQ 
dimension; we removed it before computing Model 3. The fit indexes of Model 3 
again evidenced some improvements but still feil short of the recommended



98  | Chapter 4

Table 4.3 Measurement Models' Fit Indexes

Model Modifications X2 d.f.

Model 1 Full model (four dimensions) (20 items) 411.0 164

Model 2 Delete items with low loadings (MC2, MOT 1, MOT4, BEH1)
(16 items)

253.8 98

Model 3 Delete items with cross-loadings (C0G6) (15 items) 187.1 84

Model 4 Covariances between error terms (C0G4-M0T3, BEH4- 
BEH5, and MOT2-BEH3)

149.5 81

Model 5 All covariances between MC, COG, MOT, and BEH are 
constrained to 1

211.3 87

Model 6 Covariances: MC-COG and MOT-BEH are constrained to 1 162.6 83

Model 7 We delete MOT5 for factor loading and MC4 and BEH5 for
cross loading (12 items)

77.8 48

Model 8 New model (two dimensions) MC-COG and MOT-BEH are 
created

88.4 51

thresholds:*2/d.f. = 2.23, RMSEA = .063, SRMR = .056, GFI = .93, AGFI = .90, NNFI 
= .91, and CFI = .93. In the next step, again based on an examination of the MIs 
(Byrne, 2001), we added covariances between the error term s of COG4-MOT3, 
BEH4-BEH5, and MOT2-BEH3 and ran another CFA. The improved outcomes of 
Model 4 achieved acceptable fit indexes: * 2/d.f. = 1.85, RMSEA = .053, SRMR = 
.050, GFI = .94, AGFI = .91, NNFI = .94, and CFI = .95.

To assess discriminant validity, we compared the square root of the AVE 
with the correlations across the four CQ dimensions (Fornell & Larcker, 1981). 
The square root of the AVE values in Table 4.4 ranged from .56 to .71, whereas 
pairwise correlations ranged from .64 to .82. The correlations between 
metacognitive and cognitive CQ (r  = .82) and between motivational and 
behavioral CQ [r = .82) were both higher than their respective AVEs, which 
indicated a lack of discriminant validity for these two pairs. As a more formal 
test, we also compared the unconstrained CFA model (Model 4) with two 
alternative models: Model 5, in which we constrained all the covariances 
between the four CQ dimensions to be equal to 1, such that we could test if the CQ 
construct was best represented by only a single dimension, and Model 6, in 
which we constrained the two covariances between metacognitive and cognitive 
CQ and between motivational and behavioral CQ to be equal to 1 to determine if 
the CQ construct was best represented by two dimensions. As we noted
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X2/d.f. RMSEA SRMR GFI AGFI NNFI CFI

2.51 .070
[.062-.079]

.061 .88 .85 .85 .87

2.58 .072
[.061-.083]

.059 .91 .87 .88 .90

2.23 .063
[.051-.075]

.056 .93 .90 .91 .93

1.85 .053
[.039-.066]

.050 .94 .91 .94 .95

2.43 .068
[.057-.080

.081 .92 .88 .90 .87

1.96 .056
[.043-.069]

.056 .94 .91 .93 .94

1.62 .047
[.025-.063]

.046 .96 .94 .96 .97

1.73 .049
[.031-.066]

.045 .96 .93 .96 .97

previously, a significant fit difference that favors the constrained model would 
indicate a lack of discriminant validity.

T a b le  4 .4 .  Correlation Matrix

CQ
dimension

Mean SD MC COG MOT BEH

MC 3.69 .87 .71

COG 4.24 1,18 .82“ .67

MOT 5.37 1.05 .65*“ .68“ .64

BEH 5.02 1.02 .64“ .54“ .82“  .56

Note: Resultsfrom Model 4 (15 items). Square root of the AVE is on the diagonal. 
“ p < .001.

The fit indexes of Model 5 decreased significantly compared with those of Model 
4 :*7 d .f. = 2.43, RMSEA = .068, SRMR = .081, GFI = .92, AGFI = .88, NNFI = .90, and 
CFI = .87. The comparison between the levels of fit of two models yielded a 
significant chi-square difference in favor of the unconstrained model (A/2 = 61.6, 
p < .001); the one-dimension model represented the data poorly. Compared with
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those of Model 4, the fit indexes of Model 6 also decreased, but to a lesser extent: 
tf/A.ï. = 1.96, RMSEA = .056, SRMR = .056, GFI = .94, AGFI = .91, NNFI = .93, and CFI = 
.94. The comparison of the levels of fit models again yielded a significant chi-square 
difference in favor of the unconstrained model (A*2 = 13.1, p < .01). However, the MIs 
revealed three problematic items: MOT5 had a factor loading smaller than .50, and 
MC4 and BEH5 cross-loaded. After deleting these three items, we computed Model 7, 
which showed significantly improved fit indexes compared with Model 4: ^/d.f. = 
1.62, RMSEA = .047, SRMR = .046, GFI = .96, AGFI = .94, NNFI = .96, and CFI = .97. The 
comparison between the levels of fit of these two models yielded a significant 
chi-square difference, but it was in favor of the constrained model (A 2̂ = 51.9, p < 
.001). Therefore, a two-dimensional model with 12 items appears to represent the 
data better than the four-dimensional original model.

In a final step, we recomputed a two-dimensional model (Model 8) in which 
we combined the MC and COG items into a single dimension, called internalized 
cultural knowledge intelligence (ICK intelligence), and the MOT and BEH items 
into a single dimension, called effective cultural flexibility intelligence (ECF 
intelligence). Model 8 exhibits satisfactory fit indices, in support of a two-dimen- 
sional reconceptualization of the cultural intelligence construct: x2/d.f. = 1.73, 
RMSEA = .049, SRMR = .045, GFI = .96, AGFI = .93, NNFI = .96, and CFI = .97. The 
reliabilities of the two dimensions were satisfactory, with Cronbach's alphas of 
.83 for ICK intelligence and.71 for ECF intelligence (see Table 4.2). The two 
dimensions also exhibited satisfactory discriminant validity, in that their 
correlation (.65) was smaller than the square root of their respective AVEs (both 
.66), which mitigates potential multicollinearity issues (Grewal et al., 2004). The 
mean and Standard deviation of ICK intelligence were 4.49 and 1.06, and for ECF 
intelligence the values were 5.17 and .90, respectively.

To explore the antecedents and outcomes of these two new CQ dimensions 
and assess their nomological validity, we ran a series of regressions. In the first 
two models, ICK intelligence and ECF intelligence served as the dependent 
variables, with gender, education, contact frequency, time abroad, and social 
desirability as independent variables.

However, before conducting these analyses, we tested for possible common 
method bias (Podsakoff et al., 2003) by conducting CFAs for alternative models 
that included the dependent (communication effectiveness) and independent 
(ICK intelligence and ECF intelligence) variables simultaneously. We focused on 
the CFI statistics, such that a ACFI of .01 or less would indicate a non-significant 
change (Cheung & Rensvold, 2002). Compared with the three-factor model (ICK, 
ECF, and communication effectiveness), the Harman one-factor model revealed 
a significantly poorer fit (ACFI = .218), so common method bias is not a significant 
problem in our data.
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We provide the results of the regression analyses in Table 4.5. The variances 
explained by these two models, 18.1% and 11.4% for ICK intelligence and ECF 
intelligence, respectively, are significant and satisfactory. Gender has a 
significant relation with both ICK intelligence (P = .123, p < .05) and ECF 
intelligence (P = .144, p < .05); that is, women have higher levels of CQ than men. 
Education is not statistically related to either CQ dimension. Contact frequency 
exerts a strong relation with both ICK intelligence (P = .288, p < .001) and ECF 
intelligence (P = .226 ,p < .001). Time spentabroad only influences ICK intelligence 
(P = .161, p < .01) and has an insignificant relationship with ECF intelligence (P = 
.058, p > .05). Finally, as we expected, social desirability has a positive relation 
with both ICK intelligence (P = .156, p < .01) and ECF intelligence (P = .142, p < 
.01). The change in R2 is .092*** . This means that 9.2%  of the variance in 
cross-cultural communication effectiveness can be explained by cultural 
intelligence and this is significant.

Table 4.5. Regression Results

ICK
intelligence

ECF
intelligence

Cross-Cultural 
Communication 

Effectiveness

Cross-Cultural
Communication

Effectiveness

Gender .123* .144* .141** .087+
(2.290) (2.574) (2.761) (1.792)

Education -.026 -.020 ----- ----
(-.464) (-.335)

Contact .288“ .226*“ .367*** .268***
frequency (5.413) (4.085) (7.149) (5.288)

Time abroad .161“ .058 .189*** .144**
(2.916) (1.006) (3.709) (2.961)

Social .156” .142* .065 .004
desirability (2.920) (2.556) (1.275) (.086)

ICK intelligence .250***
(4.132)

ECF intelligence .125*
(2.139)

F-Value 13.339"' 7.737*** 23.164*** 24.278***

R2 .181 .114 .234 .313

A R2 .092“*

Notes: ICK intelligence = internalized cultural knowledge intelligence, ECF intelligence = effective 
cultural flexibility intelligence. Standardized coefficients and t-values are in parentheses.

< .10; ‘p < .05, "p  < .01, ‘"p < .001.
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To assess the nomological validity of the two CQ dimensions, we tested the 
relation of ICK and ECF intelligence with cross-cultural communication 
effectiveness, controlling for the demographic variables, by using hierarchical 
regression. As the results in Table 4.5 show, in the first model, with only the 
demographic Controls, the variance explained is 23.4%. We excluded education 
from this model to avoid multicollinearity issues. Gender (fS = .141, p < .01), 
contact frequency ((3 = .367, p < .001), and time spent abroad (fi = .189, p < .001) 
have significant relations with cross-cultural communication effectiveness. 
Social desirability is not significantly related. Making use of Harman's single 
factor test does not provide a dominant single factor for the Chinese data (first 
factor explains 29.8%  of variance). When we enter ICK and ECF intelligence into 
the second model, it explains 31.3%  of the variance (additional 9.2%, significant 
at .001). Both ICK intelligence (P = .250, p < .001) and ECF intelligence (P = .125, 
p < .05) have significant positive effects on cross-cultural communication 
effectiveness, in support of the nomological validity of these two dimensions.

4.5 Discussion and Conclusion

Recently, scholars have developed several new constructs related to global 
management and cross-cultural competencies to better understand and explain 
differences in cross-cultural effectiveness. We have focused on one construct, 
Earley and Ang’s (2003) CQ, which has undergone more sophisticated conceptu- 
alization and testing (the CQS) than most scales (see Chapter 3). However, 
despite some positive results, the validity of previous studies of the CQ construct 
has been weakened by the lack of foreign experience of the respondents and the 
omission of discriminant validity tests.

To overcome such limitations, we have examined the validity and reliability of 
the CQ construct by testing the CQS with a homogeneous sample of 308 Chinese 
students with more extensive overseas experience. Although the scale provides a 
satisfactory level of reliability and convergent validity, its discriminant validity is 
problematic. The four dimensions of the CQ construct are too strongly correlated to 
be distinguishable. In re-examining the dimensionality of the CQ scale, we find that 
the CQ construct is best represented by two dimensions with satisfactory 
psychometrie properties. We have labeled these two dimensions ICK intelligence and 
ECF intelligence. The former depicts a person’s awareness of cultural knowledge, 
composed of items measuring metacognitive CQ that express consciousness of 
cultural knowledge togetherwith items measuring cognitive CQ that express cultural 
knowledge and cultural knowledge structures. ICK intelligence has a cognitive 
nature. It shows commonalities with cognitive intelligence. Cognitive intelligence
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represents the specialization of general intelligence in the domain of cognition in 
ways that reflect experience and learning about cognitive processes such as memory 
(Cóté & Miners, 2006). The latter consists of items from the motivation and behavior 
CQ dimensions. It regroups the self-efficacy part of the motivation CQ dimension with 
the ability to adjust verbal and nonverbal abilities from the behavior CQ dimension 
into a new dimension that reflects self-conscious adjustment. ECF intelligence has an 
action-oriented nature. It shows commonalities with emotional intelligence. 
Emotional intelligence represents the specialization of general intelligence in the 
area of emotions in ways that reflect experience and learning about emotions. (Cöté 
& Miners, 2006). A similar two-dimensional model also has been tested by Ward and 
colleagues (2009), but it exhibited poor fit compared with the original four-dimen- 
sional model. We offer two possible explanations for the differences in our results. 
First, Ward and colleagues (2009) kept the 20 original CQS items, whereas in our 
analysis, we deleted 8 items with poor factor loadings or loading on other dimensions. 
Second, we used a sample of students with extensive foreign experience, whereas 
the students in Ward and colleagues’ (2009) study were younger and had just arrived 
at the foreign university.

Contrary to the findings of previous research, we reveal that the original 
four-dimensional CQS lacks discriminant validity. Many studies have failed to 
identify this issue, because they simply did not test for discriminant validity. 
Studies that offer support for discriminant validity mainly have been based on 
samples of young students with limited foreign experience (e.g., Tarique & 
Takeuchi, 2008; Ward et al., 2009, studies 1-3). Such samples likelyposeathreat 
to the validity of the results, because CQ can be developed only through 
experience with foreign cultures (Crowne, 2008; Imai & Gelfand, 2010; Ramalu 
et al., 2010; Tarique & Takeuchi, 2008). For example, international assignments 
have a positive relation with the development of CQ (Caligiuri & Tarique, 2009). 
Our regression results provide further support for this argument, in that they 
show that contact frequency and time spent abroad are critical antecedents of 
CQ. Therefore, students with little foreign experience may lack the cultural 
awareness necessary to answer and differentiate among survey items.

Time spent abroad has a significant influence on ICK intelligence, though not 
on ECF intelligence. This result could imply that spending time abroad is not 
sufficiënt to cause people to adapt their behavior; rather, what is necessary is 
that they interact with local people instead of remaining within their own 
cultural group (e.g., in expatriate compounds, "Chinatown”). In the student 
samples in previous studies, respondents may have had too limited international 
experience to respond in an appropriate way.

Experience abroad combined with frequent interaction with host nationals 
is important for the development of CQ. Thus, CQ can be perceived of as a set of
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learning capabilities that support people's ability to benefit more from 
international assignments [Ng et al., 2009; Vogelgesang et al., 2009). Yet 
educational level has no significant relation with either dimension of CQ, which 
means that CQ is a type of tacit knowledge that must be experienced rather than 
learned through formal teaching (see also Blasco et al., 2012). Perhaps junior 
managers should be sent abroad on expatriate assignments early in their career 
to develop their CQ, as long as those assignments include frequent interaction 
opportunities with people from various cultural backgrounds. Both ICKand ECF 
intelligence influence cross-cultural communication effectiveness, which 
confirms the importance of CQ for individual development, especially for those 
receiving international or expatriate assignments (Paik & Sohn, 2004). For 
example, in the recruitment and selection of new university graduates, applicants 
with overseas study experience or internships abroad may already have 
developed their CQ, which likely makes them more suitable for international 
assignments (Crowne, 2008).

Another notable finding from our study is that gender has a significant 
relation with both ICK and ECF intelligence. Female respondents scored higher 
on both dimensions than male respondents; it appears that women are better 
equipped to develop CQ and succeed in foreign assignments. However, gender 
also relates to cross-cultural communication effectiveness, a direct effect that 
disappears as soon as we include CQ in the model. This result might mean that 
women are more effective than men in cross-cultural communication because of 
their higher CQ. However, at the same level of CQ, both genders are equally 
effective communicators.

As does any research, this study contains some limitations. First, we used 
self-reported CQ scales, which might have influenced our results (Ang et al., 
2007; Chang et a l, 2010; Podsakoff et al., 2003; Ward et a l, 2009). We find that 
social desirability is significantly related with both ICK and ECF intelligence. 
That is, respondents who are sensitive to social desirability report higher CQ 
scores. We acknowledged and corrected for this biasing relation in our analysis; 
however, further research could use peer- or superior-reviewed measures to 
obtain more objective data. Alternatively, other measurement methods could be 
applied. To prevent measures of attitudes rather than adaptation behavior, the 
use of role-playing and critical incident techniques might be beneficial.

Second, to reduce CMV, we used different scale endpoints and formats for 
the predictor and criterion scales, and we separated the two scales by placing 
demographic variables in between. We tested for common method bias by 
running Harman’s (1967) single factor test (Podsakoff et a l, 2003), which did 
not provide a dominant single factor. The first factor explained only 29.8 % of 
the variance.
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Third, we used the translated Chinese CQS developed by Ang et al. (2007). 
Most previous studies have used the original English-language version, so our 
comparisons might be limited. To compare our results formally with those of 
studies using the English-language version of the CQS, we would need to conduct 
a test of the cross-cultural equivalence of the scale. Additional research could 
conduct such a test using a non-English version of the scale.

Fourth, we collected data from cross-culturally experienced students from 
only one country, China. Before the two new CQ dimensions can be applied 
across cultures, it is necessary to assess their psychometrie properties with 
samples from more countries and different parts of the world, such as Europe, 
the Americas, and Africa. These new dimensions should be tested not only with 
students but also among managers who have been exposed to a wide range of 
international experiences.

Further research could also focus on the relationship between personality 
and the two new CQ dimensions. Some studies have pointed to the important 
role of personality in predicting cross-culturally effective behavior (Caligiuri, 
2006; Caligiuri & Tarique, 2009; Ward et al., 2009); therefore, it would be 
interesting to consider the potential relationships between, say, the Big Five 
personality traits and ICK and ECF intelligence. In addition, the imprinting 
relation of early life experiences (e.g., international travel in early childhood, 
exposure to foreign cultures at a young age) with cultural intelligence may be 
critical for understanding its emergence in people's development (Caligiuri, 
2006).

In conclusion, in this research among Chinese students with extended 
overseas experience, we have critically assessed the dimensionality of the CQS. 
Our findings show that a two-dimensional model fits the data better than the 
original four-dimensional model. Our first proposed dimension, ICK intelligence, 
regroups metacognition and cognition items, and our second, ECF intelligence, 
combines motivation and behavior items. Furthermore we discovered that 
international experience positively influences CQ, especially in combination 
with contact frequency. This has important management implications; 
international assignments play an important role in improving CQ under the 
condition that interaction with local host employees and other third country 
nationals takes place. This asks for a critical selection and preparation of 
international experiences, both short term and long term experiences.

In this chapter, we tested the dimensionality of the CQS. In the following 
chapter (Chapter 5), we test measurement equivalence of the CQS. Measurement 
equivalence is an important requirement for instruments used across national 
and cultural borders. As specifically CQ instruments are to be used across 
cultures, an investigation into the measurement equivalence of the construct is
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legitimized and as such contributes to improvement of the quality of the 
instrument. To enable measuring measurement equivalence, we include and add 
a second sample of Dutch students with mature overseas experience to the 
sample of Chinese students used in this chapter.
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4.6 APPENDIX: Empirical CQS Studies

Authors Country Sample

Ang et al, 
2006

Singapore 465  + 338 undergraduate students from multiple 
countries

Templer et al, 
2006

Multiple
countries

157 global professionals

Ang et 
al, 2007, 
initial factor 
structure

Singapore 576 undergraduate students in Singapore

Ang et al, 
2007, across 
samples

Singapore 447  undergraduate students from Singapore

Ang et al, 
2007, across 
time

Singapore 204 students from Singapore

Ang et al, 
2007, across 
countries

Singapore and 
United States

Undergraduate students: United States = 337, 
Singapore = 447.

Ang et al, 
2007, study 1

United States 235 undergraduate students in U.S. and Singapore

Ang et al, 
2007, study 1

Singapore 358 undergraduate students

Ang et al, 
2007, study 2

17 countries 
worldwide

98 international managers

Ang et al, 
2007, study 3

12 Asian and
European
countries

103 foreign professionals

Ang & Van 
Dyne, 2008

United States 142 executive MBA students

Ang & Van 
Dyne, 2008

Singapore and 
United States

249 U.S. and 252 Singaporean students.

Tarique & 
Takeuchi, 
2008

United States 221 undergraduate and graduate students from 58  
countries.
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Outcome Critiques

Cronbach's alphas = .76-.84 .
CFA: x 2= 369.91, d.f. = 164; GFI = .92; NNFI = .96; CFI = .97; 
SRMR = .046; RMSEA = .053.

Sample consists of students 
with limited overseas 
experience.

For one dimension, MOT: Cronbach's alpha = .79 Sample is very diverse. Test 
onlyMOT CQ.

Cronbach's alphas for CQ factors = .7 6 -8 6 .
X2= 822.26, d.f. = 164, NNFI = .91, CFI = .92, SRMR = .06, 
RMSEA = .08.

Students with limited overseas 
experience.

Cronbach's alphas for CQ factors = .7 7 -8 4 .
X2 = 381.28, d.f. =164, NNFI = .96, CFI = .96, SRMR = .04, 
RMSEA = .05.

Students with limited overseas 
experience.

X2= 981.18, d.f. =692, NNFI = .94, CFI = .95, SRMR = .06, 
RMSEA = .04.

Students with limited overseas 
experience.

X2 = 723.23, d.f. =328, NNFI = .96, CFI = .97, SRMR = .05, 
RMSEA = .05.

Students with limited overseas 
experience.

X2 = 2349.73, d.f. = 1350, NNFI = .93, CFI = .94, SRMR = .05, 
RMSEA = .05.

Students with limited foreign 
experience; There is no test for 
discriminant validity.

X2= 1686.18, d.f. = 869, NNFI = .95, CFI = .96, SRMR = .05, 
RMSEA = .05.

Sample consists of students 
with limited foreign 
experience; discriminant 
validity.

Cronbach's alphas = .7 1 -8 5
CFA: x 2 = 580.53, d.f. = 401, NNFI = .86, CFI = .88, SRMR = .08, 
RMSEA = .06.

No test for measurement 
equivalence among the 
separate countries.

Cronbach's alphas = .81-.87 .
X2 = 877.24, d.f. = 805, NNFI = .96, CFI = .97, SRMR = .07, 
RMSEA = .03.
AVEs for each CQ factor (,46-.56) exceeded the square of the
correlations with other CQ factors (.10-.32).

No test for measurement 
equivalence.

Cronbach’s alphas = .7 9 -9 5 .
X2 = 770.18, d.f. = 364, NNFI = .94, CFI = .95, SRMR = .07, 
RMSEA = .08, x 2 = 770.18, d.f. = 364.

Composition of sample is not 
exactly clear.

Discriminant validity, incremental validity, and predictive 
validity are assessed and conflrmed.

Undergraduate students with 
limited overseas experience.

Cronbach's alphas = .82-.90. Students with limited foreign 
experience.
No test for discriminant 
validity.
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4.6 APPENDIX: Continued

Authors Country Sample

Elenkov & 
Manev, 2009

European
Union

153 expatriate managers and 695 subordinates from 
27 countries

Ward et al, 
2009, study 1

New Zealand 346 international students in mid-size New Zealand
university

Ward et al, 
2009, study 2

New Zealand 118 international students

Ward et al, 
2009, study 3

New Zealand 102 international students

Gregoiy et al, 
2009

Germany and 
India

31 managers

Amiri et al, 
2010

Iran 74 teachers

Imai& 
Gelfand, 
2010, study 1

United States 236 American employees

Imai& 
Gelfand, 
2010, study 2

United States 
and Asia

75 U.S and East-Asian (China, Japan, and Korea) 
undergraduate and graduate students living in the 
U.S.

Ramula et al, 
2010

Malaysia 332 international expatriates working in Malaysia for 
at least 1 year.

Rose et al, 
2010

Malaysia 332 expatriates working in Malaysia

Vedadi et al, 
2010

Iran 78 middle and top managers in Iranian oil industry.
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Outcome

Cronbach’s alpha for CQ = .78.

Cronbach’s alphas = .76-.79.
Four dimensional model showed acceptable fit, contrary to 
three-, two-, and one-dimensional models: x 2 = 453.95, d.f. = 
164, TLI = .93, CFI = .94, SRMR = .070, RMSEA = .076.

Cronbach’s alphas for CQ and its dimensions = .70 to .93. 
High correlations of CQ dimensions between .50 and .76

Cronbach’s alphas = .70 and .95.
High correlations of CQ dimensions between .44 and .67.

Motivational CQ and cognitive CQ influence behavioral 
CQ, which stimulates a negotiated culture in IT offshore 
outsourcing project teams.

Cronbach’s alphas = .70 and .82. Correlation between 
CQ dimensions and performance ranges from .26 to .35. 
Correlation among CQ dimensions between .29 and .42.

Cronbach’s alphas for CQ and its dimensions between .89 
and .91.
X2= 421.82, d.f. = 166, CFI = .91, SRMR = .06, RMSEA = .08. 
Correlations among CQ dimensions between .30 and .54.

Cronbach’s alphas CQ and its dimensions for American 
students = .80 and .90. Cronbach's alpha's of CQ and its 
dimensions for Asian students = .70 and .86.
Correlations among CQ dimensions between .33 and .57.

Cronbach’s alphas between .78 and .90.
Correlations among CQ dimensions between .33 and .53.

Cronbach’s alphas between .78 and .91.

Correlations among CQ dimensions between .30 and .51.

Critiques

No test for discriminant 
validity

Students with Iimited overseas 
experience (1 week). Probable 
lack of discriminant validity.

Students with Iimited foreign 
experience (1 -5 4  months). 
Probable lack of discriminant 
validity not assessed.

Students with Iimited foreign 
experience (1 semester). 
Confirmation of discriminant 
validity.

Sample is small. No test for 
discriminant validity.

Sample is small. No test for 
discriminant validity.

No test for discriminant 
validity.

Samples are small. No test for 
discriminant validity.

No test for discriminant 
validity of CQ dimensions.

No test for discriminant 
validity.

Small sample. No test for 
discriminant validity.
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Abstract

The CQS was developed in 2006  and has been used since then to measure CQ. It 
has been used empirically in various countries, though it has not been fully 
tested for measurement invariance. As a result, if cross-cultural measurement 
invariance is not established, conclusions from previous empirical research may 
be incorrect or misleading. In the study in this chapter, the authors formally test 
for cross-cultural measurement equivalence of the CQS between Chinese and 
Dutch respondents. Their results do not support the cross-cultural invariance of 
the original four-dimensional model. However, they find that a two-dimensional 
model consisting of less than the original 20 items is cross-culturally equivalent. 
They conclude with a discussion of the academic and managerial implications of 
our results.

Keywords: cultural intelligence, measurement equivalence, CQS, culture
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5.1 Introduction

Today's business world is rapidly globalizing. Globalization and liberalization of 
trade and service have stimulated the growth and development of multinational 
corporations (Rose et al., 2010). These processes bring employees with different 
cultural backgrounds together in closer working relationships (Ang et al., 2006). 
Working together with colleagues from different cultural backgrounds puts new 
demands on employees and managers; as such, new cross-cultural competencies 
are required (Johnson, Lenartowicz, & Apud, 2006). For example, Johnson et al. 
(1996) demonstrate that cultural sensitivity among partners is crucial in trust 
building in international strategie alliances. Because people differ to the extent 
to which they are able to develop these cross-cultural competencies (Ang & Van 
Dyne, 2008), it is important for multinational corporations to assess and 
measure these competencies to identify employees and managers who best 
match job requirements in increasingly more diverse cultural contexts. Selecting 
and developing employees and managers who can function effectively in 
culturally diverse domestic and international settings is a significant challenge 
because these globally competent managers are scarce (Suutari, 2003). To 
conduct personnel selection and training, it is critical to possess a cross-cultur
ally valid instrument to measure this competence. To perform this endeavor, 
Ang and colleagues (Ang et al., 2006 ,2007 ; Ang & Van Dyne, 2008; Earley & Ang, 
2003) propose the CQ concept and developed the CQS to measure it. However, 
other than some initial, and limited, tests of its cross-cultural invariance (Ang et 
al., 2007), measurement equivalence of the CQS has never been systematically 
assessed. Measurement equivalence exists when items measuring a given 
construct (i.e., CQ) are perceived and interpreted in the same way, across 
different samples (Robert, Lee, & Chan, 2006). Because cultural intelligence is 
likely to be used in cross-cultural contexts, a lack of measurement equivalence 
could undermine its usefulness, because without confidence in measurement 
equivalence, the inferences drawn from data analysis might be incorrect. Indeed, 
observed differences in means or associations with other variables can be the 
result of "true” cultural differences in CQ or can be caused by unique interpreta- 
tions of the measure or the items (Robert et al., 2006).

Despite a lack of a proper and systematic assessment of its cross-cultural 
measurement equivalence, CQS has been extensively used in a variety of studies 
comparing cultural intelligence across cultures or countries (e.g., Imai & Gelfand,
2010), in a single country or culture in which its validity has never been assessed 
(e.g., Amiri, 2010; Chen et al., 2011; Vedadi, 2010), and in studies using samples 
pooling respondents from multiple countries or cultures (e.g., Groves & 
Feyerherm, 2011; Ramula et al., 2010, Rose et al., 2010). However, without formal
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tests of the cross-cultural measurement invariance of the CQS, the validity of the 
results of these prior studies could be questioned (Steenkamp & Baumgartner, 
1998). If measurement equivalence is notformallyestablished, previous findings 
cannot be unambiguously interpreted [Cheung & Rensvold, 2002). To fill this 
gap, we formally test the cross-cultural measurement equivalence of the CQS.

According to Hult et al. (2008), measurement equivalence is part of a 
broader concept, ’data equivalence’ in cross-cultural research, the other parts 
being construct equivalence and data collection equivalence. Although our focus 
is on measurement equivalence in this chapter, we do give attention to data 
collection equivalence in the method part and to construct equivalence in the 
results part of this chapter.

By establishing the cross-cultural invariance of the CQS, we contribute to 
the further development of the cultural intelligence literature. Because the CQS 
is an instrument designed to be used in an international context, measurement 
invariance should be one of the first qualities to be tested. When measurement 
invariance is established, the outcomes of recent empirical CQ research and also 
future results of cross-cultural CQ research can be unambiguously interpreted. 
Furthermore, the empirical results of our study show that the original four-di- 
mensional CQS does not possess sufficiënt measurement invariance to allow 
cross-cultural comparison. However, we find that a two-dimensional CQS 
exhibits better fit and satisfies partial scalar invariance requirements necessary 
for comparing results across cultures. By proposing a cross-culturally valid 
two-dimensional scale, our study contributes to a stronger discriminant validity 
of the scale, enhancing its explanatory power (see also Chapter 4).

Moreover, by questioning the cross-cultural validity of the CQS, our study 
contributes to the em ic-etic debate in the international management literature 
(e.g., Ng & Earley, 2006). The objective of etic research is to be able to make gen- 
eralizations across cultures. In contrast, emic research takes the perspective 
that it is worthwhile to document principles of behavior in a specific culture, and 
cross-cultural measurement invariance is not necessary, or even relevant. In 
emic research, the validity of the results is limited to the specific cultural context 
of the study. As Triandis and Marin (1983) observe, survey measures of most 
constructs (including CQ) take an imposed etic approach, which assumes that 
item content is construct -relevant in every culture. However, if the construct 
relevance of item content differs across cultures, this can resultin nonequivalence. 
Whereas the meaning of general intelligence (IQ) has been shown to vary across 
cultures (Triandis, 2006), and thus possesses emic characteristics, CQ has been 
assumed to be etic and to possess measurement equivalence. In this study, we 
demonstrate that some CQS items vary across cultures and thus are emic; 
however, it is possible to develop a cross-culturally valid scale with etic
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properties to measure and compare cross-cultural intelligence across cultures. 

The results of this study also contribute to fulfilling the need of multinational 

corporations to select and develop their global management potential and build 

further on the diversity of this potential across national borders. Establishing 

measurement equivalence of the CQS enhances trustworthiness of selection 

processes and enables comparison of CQ between candidates across countries. A 

multinational Corporation that needs to develop a pool of candidates that can 

fulfill international positions across Europe may use the CQS as a selection tooi 

among new European trainees hired by the firm’s European subsidiaries.

We structure the remainder of this chapter as follows. The first section defines 

the concept of cultural intelligence and reviews studies using comparative country 

samples, single-country samples, and pooled country samples. The second 

section describes the sampling procedures, the research methods used, and the 

questionnaire design. The third section tests the measurement equivalence of 

the CQS. The last section discusses the findings, discussion, limitations, and 

conclusion.

5.2 Literature Review

5.2.1 The CQ Construct
Earley and Ang (2003) propose the concept of CQ as a person's capability to 

adjust effectively across cultural contexts. This conceptualization builds on the 

idea of "multiple intelligences” (Gardner, 1983), which encompasses the 

development of different types of intelligences, in addition to the traditional IQ 

concept. Examples of such types of intelligence are practical intelligence, social 

intelligence, and emotional intelligence. However, most of these types of 

intelligence are culture specific and lose some of their meaning when brought 

outside their original cultural context (Berry, 1974; Berry & Ward, 2006; 

Ferguson, 1956; Ng & Earley, 2006; Sternberg, 1985; Sternberg & Grigorenko, 

2006; Triandis, 2006). They are emic in that intelligent behavior in Western 

cultures may not be perceived the same way in non-Western cultures (Triandis,

2006). For example, contrary to Western cultures, in which intelligence is linked 

to making fast and correct judgments, in many African cultures, intelligence is 

related to behavior that supports the demands of the elders (Triandis, 2006). 

Similarly, in traditional Asian cultures, intelligence is related to the degree of 

self-insight and self-control and not to speed of decision making (Yang & 

Sternberg, 1997). Moreover, Yang and Sternberg (1997) find that factors 

characterizing intelligence in Taiwan are significantly different from those 

identif ied earlier by Sternberg et al. (1981) in the United States. Other r esearchers
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have made similar criticisms for emotional and social intelligence (Earley & Ang, 

2003; Willmann et al., 1997). Contrary to these types of intelligence, CQ has been 

developed as an etic construct (Ng & Earley, 2006) to assess people's capabilities 

to grasp, reason, and behave effectively in situations characterized by cultural 

diversity (Ang et al., 2007), which should have the same meaning across cultures. 

Researchers have conceptualized CQ as a four-dimensional construct, consisting 

of metacognitive (MC) CQ, cognitive (COG) CQ, motivational (MOT) CQ, and 

behavioral (BEH) CQ (Ang et al., 2007; Earley & Ang, 2003). For a description, see 

literature review in Chapter 4.

Most of the research reviewed in this study uses the four-dimensional CQ 

scale, though several studies (Lee & Sukocu, 2010; MacNab & Worthley, 2011; 

Tay et al., 2008; Templer et al., 2006) used only one or a few dimensions with 

fewer items or an average integrated CQ dimension (Rockstuhl et al., 2011).

5.2.2 Measuring CQ Across Cultures
To measure cultural intelligence, Ang et al. (2007) developed the CQ scale, or 

CQS, and initially tested its cross-cultural psychometrie properties. However, 

thus far, systematic testing of the cross-cultural validity of the CQS has been 

relatively limited. This is particularly problematic because cross-cultural 

invariance is necessary for a construct to be used across cultures (Steenkamp & 

Baumgartner, 1998), and a large number of empirical studies have already used 

the CQS in different cultures and countries without proper cross-cultural 

validity tests (see Table 5.1). This is problematic because it is necessary to 

reassess the psychometrie properties of any instrument every time it is 

translated or used in another culture to ensure that the scale measures the same 

construct with the same degree of accuracy as in the original cultural setting 

(Morales & Ladhari, 2011). That is, it is critical to assess the cross-cultural 

invariance of any scale used across cultures (Cheung & Rensvold, 2002; Hult et 

al., 2008; Van de Vijver & Leung, 2000), because biases might occur if score 

differences on the indicators of a particular construct do not correspond to 

differences in the underlying CQ dimension (Van de Vijver & Tanzer, 2004). The 

absence of bias should be demonstrated rather than simply assumed (Poortinga 

& Malpass, 1986). As Vandenberg and Lance (2000, 6) note, "If not tested, 

violations of measurement equivalence assumptions are as threatening to 

substantive interpretations as is an inability to demonstrate reliability and 

validity." Hult et al. (2008) position measurement equivalence within the 

broader concept of data equivalence, which according to them includes construct 

equivalence and data collection equivalence next to measurement equivalence. 

Whereas construct equivalence and data collection equivalence are more 

commonly checked, this is not the case for measurement equivalence.
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Measurement invariance is a matter of degree, and the degree to which 

measurement invariance is required depends on the purpose of study (Byrne, 

Shavelson, & Muthén, 1989; Robert et al., 2006; Steenkamp & Baumgartner, 

1998). Steenkamp and Baumgartner (1998) distinguish three levels of 

cross-cultural invariance: (1) configural invariance is the basic form of 

invariance and assesses whether the same items measure the same factors 

across cultures; (2) metric invariance, which means that factor loadings are 

equal across cultures, refers to the equivalence of the slopes in the regression of 

an item on the latent variable; and (3) scalar invariance, which means that in 

addition to equal factor loadings, the intercepts of the regression of an item on 

the latent variable are also equal across cultures (Steenkamp & Baumgartner, 

1998). Configural invariance is required when a study only aims to confirm 

across cultures the basic structure of a construct (Steenkamp & Baumgartner, 

1998). Metric invariance is important for establishing that correlational analysis 

is valid. If metric invariance is achieved, this means that the items measure the 

latent variables equally well across cultures. Thus, when a study’s purpose is to 

examine relationships between constructs across cultures, metric invariance is 

required (Hair et al., 2010; Steenkamp & Baumgartner, 1998; Vandenberg & 

Lance, 2000). Scalar invariance is relevant for mean-level comparison and is 

achieved when intercepts are equal, which is when individuals across cultures 

use the magnitude of the scale in the same way (Robert et al., 2006). Scalar 

invariance guarantees that differences or similarities in factor means are a 

result of differences in the scores of the items and due to differences in intercepts 

or factor loadings. Thus, when the objective of a study is to compare means 

across cultures, scalar invariance is required (Cheung & Renswold, 2002; 

Steenkamp & Baumgartner, 1998). However, full scalar invariance is not always 

necessary for mean comparison to be meaningful, provided that at least two 

items per factor are invariant (i.e., partial invariance) (Byrne, Shavelson, & 

Muthen, 1989; Steenkamp & Baumgartner, 1998).

A review of the empirical CQ literature identifies three types of studies (see 

Table 5.1): (1) studies comparing CQ across cultures or countries; (2) studies 

using the CQS in cultures or countries in which the validity of the scale has never 

been assessed; and (3) studies thatpool data from culturally diverse respondents.

Comparative studies. There is a small group of studies that measures and 

compares CQ across countries or cultures (Ang et al., 2007; Imai & Gelfand, 2010; 

for a description of these studies, see Table 5.1). Ang et al. (2007) measure CQ 

scores among Singaporean and U.S. respondents, and Imai & Gelfand (2010) 

compare CQ scores between Caucasian/white and Asian American respondents 

(study 1) and between U.S. and East-Asian respondents (study 2). As argued



Table 5.1. Overview of Empirical Studies That Make Use of the CQS

Type 1: Comparative Studies

Authors Sample Reliability and Validity Test Remarks

Ang et al, 2007:scale 
development and Ang & 
Van Dyne, 2008

Singapore and United 
States

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Yes 
Cross-cultural equivalence: configural, 
metric, covariance

No test for scal, 
be compared ai

Ang et al, 2007: study 1 Singapore and United 
States

Study 1:
Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Yes 
Cross-cultural validity: Not reported

Configural inva 
as the 20 CQS il 
same dimensio 
equivalence tes 
compared acro

Imai & Gelfand, 2010: 
study 1

Caucasian/White (58%), 
Asian-American/ Pacific 
Islander (31%), and 
others (11%)

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Not reported 
Cross-cultural equivalence: Not reported

The four-dimei 
established on 
No cross-cultui 
cannot be com]

Imai & Gelfand, 2010, - 
study 2

United States and East 
Asia (China, Japan, and 
Korea)

Reliability: Yes
Convergent validity: Not reported 
Discriminant validity: Not reported 
Cross-cultural equivalence: Not reported

No cross-cultui 
(including mea 
across cultural

Type 2: Single Country/Culture Studies

Oolders et al, 2008* New Zealand Reliability: Yes No cross-cultui
Convergent validity: Not reported cannot be com]
Discriminant validity: Not reported countries 
Cross-cultural validity: No

Amiri et al, 2010 Iran Reliability: Yes Configural equi
Convergent validity: Not reported reported for th
Discriminant validity: Not reported No cross-cultui
Cross-cultural validity: No cannot be com]

countries



Vedadi et al., 2010 Iran Reliability: Yes Ci

Convergent validity: N ot reported re
Discriminant validity: Not reported N
Cross-cultural validity: No c:

Lee & Sukocu, 2010 Taiwan Reliability: Yes D
Convergent validity: Yes lil
Discriminant validity: Yes ei
Cross-cultural validity: Not reported N

Chen et al., 2011 Philippines Reliability: Yes C

Convergent validity: Yes n
Discriminant validity: Not reported N
Cross-cultural validity: No c;

ci

Type 3: Mixed (or Pooled) Sample Studies

Ang et al., 2006 Multiethnic and Reliability: Yes C

multicultural group of Convergent validity: Yes 2'

students in Singapore Discriminant validity: Yes C:
Cross-cultural validity: Not reported b'

Templer et al., 2006 India, South-East Asia, Reliability: Yes (MOT only) C
other Asian countries, Convergent validity: Not reported ft
Europe, America and Discriminant validity: No C:
Canada, Australia and Cross-cultural validity: Not reported b
New-Zealand, other w 
nations

Ang et al., 2007 - International managers Reliability: Yes C:
study 2 from 17 countries Convergent validity: Yes b

Discriminant validity: Yes w 
Cross-cultural validity: Not reported



Table 5.1. Continued

Type 3: Mixed (or Pooled) Sample Studies

Ang et al., 2007 -study 3 International
professionals from 12 
countries

Ang & Van Dyne, 2008 - 
study 6*

Kim et al, 2008*

Singapore and United 
States pooled

White American, Latino 
American, African 
American, and others

Rockstuhl & Ng, 2008 Respondents from 19 
countries

Shannon & Begley,
2008*

Shokef & Erez, 2008*

Tarique & Takeuchi, 
2008*

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Yes 
Cross-cultural validity: Not reported

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Yes 
Cross-cultural equivalence: configural, 
metric, covariance

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Not reported 
Cross-cultural validity: Not reported

Reliability: Yes

Convergent validity: Not reported 
Discriminant validity: Not reported 
Cross-cultural validity: Not reported

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Yes 
Cross-cultural validity: Not reported

Israël, Hong Kong, Spain, Reliability: Yes
South Korea, and United Convergent validity: Yes
States Discriminant validity: Yes

Cross-cultural validity: Not reported

Mixed group of Reliability: Yes
respondents Convergent validity: Not reported

Discriminant validity: Not reported 
Cross-cultural validity: Not reported

Respondents from 24 
different countries

Cross-cultural i 
but not tested; 

without standa

No test for scal; 
be pooled with

Cross-cultural i 
but not tested; 
without standa

Cross-cultural i 

but not tested; 
without standa

Cross-cultural i 
but not tested; 
without standa

Cross-cultural i 
but not tested; 
without standa

Cross-cultural i 
but not tested; 
without standa



Tay et al., 2008* Singapore, Israël, and Reliability: Limited due to small number F(
Brazil of items th

Convergent validity: Not reported cc
Discriminant validity: Not reported Ci
Cross-cultural validity: Not reported bi

Ward & Fischer, 2008* Respondents from 30 Reliability: Yes O

different countries Convergent validity: Yes Ci
Divergent validity: Not relevant, one factor m 
only
Cross-cultural validity: Not reported

Elenkov & Manev, 2009 Respondents 27 Reliability: Yes Ci
European countries Convergent validity: Not reported re

Discriminant validity: Not reported Ci
Cross-cultural validity: Not reported bi

w

Ward et al., 2009: study Respondents from 130 Reliability: Yes Ci
1 countries Convergent validity: Yes re

Discriminant validity: Yes Ci
Cross-cultural validity: Not reported bi

Ward et al, 2009: Respondents from Asia, Reliability: Yes D
studies 2 and 3 Europe, North-America, Convergent validity: Not reported p

Pacific, and other Discriminant validity: Not reported di
countries Cross-cultural validity: Not reported Ci

bi

Ramalu et al., 2010 Respondents from Reliability: Yes O
India, United Kingdom, Convergent validity: Not reported re
Australia, and 42 other Discriminant validity: Not reported Ci
countries Cross-cultural validity: Not reported bi

w



Table 5.1. Continued

Type 3: Mixed (or Pooled) Sample Studies

Rose et al., 2010 Respondents from 
India, United Kingdom, 

Australia, and 42 other 
countries

Reliability: Yes
Convergent validity: Not reported 
Discriminant validity: Not reported 
Cross-cultural validity: Not reported

Configural equi 
for the 20 CQS i 
Cross-cultural e 
but not tested; 
without standa

Groves & Feyerherm, 
2011

Respondents from the 
United States, China, 
Mexico, Philippines, 
Salvador, Saudi Arabia, 
Vietnam, Armenia

Reliability: Yes 
Convergent validity: Yes 
Divergent validity: Yes 
Cross-cultural validity: Not reported

Configural equi 

reported for thi 
Cross-cultural < 
but not tested; 
without standa

MacNab & Worthley, 
2011

Respondents from 30 
countries

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Not reported 
Cross-cultural validity: Not reported

Fourteen items 
MOT, and BEH) 
these dimensio 
Cross-cultural ( 
but not tested; 
without standa

Ward et al., 2011 Respondents from 25 
countries

Reliability: Yes
Convergent validity: Not reported 
Discriminant validity: Not reported 
Cross-cultural validity: Not reported

Configural equi 
achieved for th 
Cross-cultural i 
but not tested; 
without standa

Rockstuhl et al., in press Swiss respondents 
from multiple linguistic 
regions

Reliability: Yes 
Convergent validity: Yes 
Discriminant validity: Not reported 
Cross-cultural validity: No

Four factors of 

one overall CQ; 
cannot be assui

Notes: All studies with an asterisk are published in the Handbook o f  Cultural Intelligence (Ang & Van Dyne, 2008)
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previously, to meaningfully compare scores across cultures, at least partial 

scalar equivalence must be achieved (Byrne, Shavelson, & Muthen, 1989; 

Steenkamp & Baumgartner, 1998). However, only Ang et al. (2007) in their initial 

study assess cross-cultural measurement invariance. Moreover, they only report 

tests of configural, metric, and covariance equivalence, not scalar equivalence, 

which might suggest that scalar invariance was not achieved. Imai and Gelfand

(2010) do not report any cross-cultural measurement invariance tests, arguing 

that the psychometrie properties of the CQS, such as factor equivalence, 

reliability, and temporal stability, were already demonstrated by Ang et al. 

(2007). This is unsatisfactory, as they use the CQS in cultures for which no tests 

have ever been conducted. Therefore, because of the lack of proper measurement 

tests, the results of the studies could be questioned. Indeed, without scalar 

invariance, it is impossible to know if differences in CQ scores are actual 

cross-cultural differences or the results of cross-cultural differences in the use 

of the scale, such as acquiescence and extreme response style biases (Lalwani, 

Shrum, & Chiu, 2009).

Single-country/culture studies. A second group of studies uses the CQS in 

single-country research (for an overview of the studies, see Table 5.1). Even 

though these studies investigate CQ in countries different from the original 

countries, none of them test whether the meaning of the CQS items was the same 

as in the original countries. Much research indicates that before a construct can 

be used in a new culture, researchers should test that its meaning is similar 

across these cultures (Brislin, 1976; Cheung et al., 2006; Liu et al., 2004; 

Steenkamp & Baumgartner, 1998). If configural invariance is not assessed and 

supported empirically, there are fundamental distinctions on the measurement 

structure of the CQS, which means that the items measure different constructs 

(Steenkamp & Baumgartner, 1998). However, configural invariance is notalways 

sufficiënt to use a scale in a new country; it is also important to assess whether 

the scale is equally reliable in the new culture (Van de Vijver & Leung, 2000). For 

example, Vedadi et al. (2010) use the CQS to test the relationship between CQ 

and need for achievement on a sample of Iranian managers. Without first 

assessing whether CQ has the same meaning in Iran than in the original studies 

conducted in Singapore and the United States, these researchers might have 

measured something different. Similarly, Chen, Lin, and Sawangpattanakul

(2011) study the role of CQ and its effect on performance of Philippine laborers 

working in Taiwan without assessing whether the content of the CQS items has 

the same meaning as in the original studies. Using a survey in a new culture 

implies a pseudo etic or an imposed etic approach (Berry, 1969; Triandis & 

Marin, 1983), which assumes that item content is construct-relevant in every 

culture (Robert et al., 2006). However, if the construct relevance of item content
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differs across cultures, this can result in measuring something conceptually 

different from in the original study (Van de Vijver & Leung, 2000). Therefore, 

without assessing the content validity of the CQS, the results of the studies 

testing the CQS on single-country samples may actually measure something that 

is not CQ or at least has a slightly different meaning.

Mixed/pooled sample studies. A third category of empirical CQS studies 

represents studies using pooled samples containing respondents from multiple 

cultures (see Table 5.1). The results of these pooled sample studies might be 

biased by respondents from different cultures using scales in different ways 

(Van de Vijver & Tanzer, 2004). Such a response bias is the systematic tendency 

to distort responses to rating scales so that observed scores are unrelated to the 

respondent's true score by either selecting extreme or modest answers (extreme 

or modesty response bias) or shifting responses to either end of the scale 

(acquiescence response bias) (Byrne & Campbell, 1999). Thus, in addition to 

being methodological artifacts, response biases can exert important cultural 

influences on the data (Smith, 2004). Therefore, the absence of bias and 

measurement equivalence should be tested before pooling data from multiple 

cultures. If scalar equivalence is not achieved but configural equivalence is, 

standardization can be used to control for response bias (Fischer, 2004).

However, none of the reviewed studies reported any cross-cultural 

equivalence test or used a standardization procedure. For example, Ward et al. 

(2011) examine the four dimensions of CQ as predictors of cross-cultural 

adaptation problems on a sample of students from 25 countries. By pooling data 

from multiple cultures, they implicitly assume cross-cultural measurement 

equivalence and uniform bias across these cultures. However, they should have 

empirically tested measurement equivalence, because scalar invariance is 

required for this type of analysis (Byrne et al., 1989; Steenkamp & Baumgartner, 

1998; Van de Vijver & Leung, 2000). A similar problem occurs in Groves and 

Feyerherm’s (2011) study, in which the authors pooled data from respondents 

from a diverse sample with respect to ethnicity and nationality without any 

assessment of measurement equivalence or response bias. These studies should 

have tested for measurement equivalence and, if only configural equivalence was 

achieved, standardized their data to be able to interpret their results meaningfully.

In summary, despite the numerous warnings that measurement equivalence 

should be conducted before any use of a measurement scale across cultures or in 

another cultural context (e.g., Morales & Ladhari, 2011; Steenkamp & 

Baumgartner, 1998; Vandenberg & Lance, 2000), almost all the reviewed studies 

failed to assess and report the measurement equivalence of the CQS. As a 

consequence, the results of these studies could be questioned, until a systematic 

assessment of the cross-cultural validity of the CQS is established.
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5.3 Method

5.3.1 Sample Selection and Description
The Chinese respondents, students with a great deal of foreign experience, were 

recruited through chain sampling by two representatives of the Chinese 

expatriate student community at the author’s university and by approaching 

online communities of Chinese expatriate students. Dutch respondents for the 

survey were approached through chain sampling beginning from a few Dutch 

students with experience abroad and by approaching students with foreign 

experience, registered in university’s files from the international office and the 

university’s doctoral association.

Thus, in this study, we take up the challenge to further assess the psychometrie 

properties of the CQS and test its validity in two countries, China and the 

Netherlands. We selected these two countries because they exhibit great cultural 

distance from one another, which provides stronger and more conservative 

tests for measurement equivalence (De Beuckelaer, Lievens, & Swinnen, 2007). 

The participants in this research consist of 299 Dutch and 308 Chinese students 

with overseas living experience of at least three months to ensure they have a 

sufficiënt knowledge of a foreign culture. We do not expect any bias from 

language competencies, because the CQSs used were translated in the two 

native languages of the respondents. The participants were contacted by e-mail 

following a snowball process. The descriptive characteristics of the Dutch and 

Chinese respondents are presented in Table 5.2. Participants’ age was on average 

27.69 years (s.d. = 6.03) in the Chinese sample and 24.06 years (s.d. = 4.18) in the 

Dutch sample. Female respondents represented 65.2% of the Dutch respondents 

and 51.3% of the Chinese sample. Both samples consist of respondents with an 

academic profile. The samples show differences with respect to time spent 

abroad: Whereas only 13.5% of the Dutch respondents stayed abroad for one 

year or more, in the Chinese sample, 80.8% spent one year or more abroad. 

Contact frequency also shows variety. In the Dutch sample, 97.35% of the 

respondents had intensive contact with foreigners (they indicated "often” or "all 

the time"), but only 72% of the Chinese respondents indicated this frequency.

Both the Chinese and Dutch respondents are students who are motivated to 

go abroad and like to share their experiences of studying or working abroad. The 

respondents made use of an online questionnaire. Not all respondents who 

began to fill in the questionnaire completed it. There was no penalty for not 

completing it. As in Chapter 4, we assume that completion of the questionnaire 

self-selected the more motivated respondents, and we do not expect any 

inefficient effort responding, as Huang et al. (2012) describes. The respondents 

used 12-17 minutes for completion, an indication of satisfactorily attention.
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Although there is some difference in the composition of the two samples with 

regard to age and education, we think that data collection equivalence, part of 

data equivalence, as described by Hult et al. (2008) is strong enough.

Table 5.2. Sample Characteristics

China 

Mean/ % s.d.

Netherlands

Mean s.d.

Age 27.69 6.03 24.06 4.18

Gender (% female)* 51.3% 65.2%

Education 3.94 .95 3.73 .63
l=high school/ voc. 3,9 1,0

2=bachelor’s 28.2 32,8
3=master’s/MBA 34.7 58.1

4=PhD 33.1 8.1

Time Abroad 4.45 1.49 2.50 1.04

l=less than 3 months 7,5 8.8

2=3—6 months 3,9 54.4

3=6-12 months 7,8 23.3

4=1-3 years 31,5 8.1

5=3-5 years 15.9 2.7
6=more than 5 years 33.4 2.7

Contact frequency 2.90 .74 3.76 .49

l=seldom 2.6 0

2=occasionally 25.3 2.7

3=often 51.9 18.6

4=all the time 20.1 78.7

Notes: n(chlnaJ = 308, n(Netherlands) = 299. ‘ There are three missing values for gender in the Netherlands.

5.3.2 CQ Measure
To keep CMB at a low level, we designed the questionnaire as follows (see also 

Chapter 4, method): We first set the independent CQ scale, followed by factual 

demographic questions, then the dependent performance scale, and finally a 

social desirability scale. Furthermore, to reduce CMB, we used different scale 

endpoints for the dependent and independent variables (Podsakoff et al., 2003). 

To measure CQ, we used the 20-item CQ measure Ang et al. (2007) developed, 

which is widely used in CQ research (see Table 5.1). The scale contains four 

dimensions (see also Chapter 4, method): MC (four items; e.g., “I check the 

accuracy of my cultural knowledge as I interact with people from different 

cultures"); COG (six items; e.g., "I know the rules for expressing nonverbal
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behaviors in other cultures"); MOT (five items; e.g., "I am confident that I can get 

accustomed to the shopping conditions in a different culture"); and BEH (five 

items; e.g., "I alter my facial expressions when a cross-cultural interaction 

requires it"). The original English questionnaire was translated in Dutch with a 

Standard translation-back-translation procedure (Brislin, 1986). A Chinese 

version of the CQS was already available from Ang et al. (2007).

Testing social desirability for the Chinese data shows that correlations 

between CQ items and social desirability are all smaller than .2, which is low, 

according to Watkins (1996), except for item MC3. For the Dutch data, all 

correlations between CQ items and social desirability are smaller than .2, which, 

according to Watkins (1996), is low.

5.3.3 Data Analysis Procedures
Our analytical strategy first required us to assess scale reliability using Cronbach’s 

alpha and factor loadings in each country separately. For the procedures, see 

Chapter 4, method).

To test measurement equivalence of the CQS, we used multigroup CFA 

(Byrne, 2001), which is one of the mostpopular techniques to assess measurement 

equivalence (De Beuckelaer, 2005). We used a four-step test of configural 

invariance, metric invariance, scalar invariance, and latent-mean invariance to 

determine measurement equivalence of the CQ construct (Steenkamp & 

Baumgartner, 1998). In addition to the overall fit indexes, we used two CFIs to 

evaluate the difference between nested models. First, we used the chi-square 

difference test (Ax2). Second, as Cheung and Rensvold (2002) recommend, we 

examined changes in CFI (ACFI), which is less affected by sample size. An 

absolute value of ACFI less than or equal to |.01| would indicate that the 

invariance hypothesis cannot be rejected.

Making use of Harman's single factor test does not provide a dominant single 

factor for the Chinese data (the first factor explains 29.8% of variance) or for the 

Dutch data (the first factor explains 30.6 % of variance). Therefore, we did not 

find common method bias.

5.4 Results

We first assessed the reliability of the four CQ dimensions in the two samples 

separately. In the Dutch sample, Cronbach's alphas are acceptable, ranging from 

.75 to .81. However, in the Chinese sample, three of four alphas are below the .70 

threshold: .68 for BEH, .69 for MC, and MOT (see Table 5.3). In terms of convergent 

validity, the factor loadings of four items in the Chinese sample and one item in
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Table 5.3. CFA Standardized Factor Loadings and Cronbach’s Alphas in 

China and the Netherlands

MCI I am conscious of the cultural knowledge I use when interacting with people 
with different cultural backgrounds.

MC2 I adjust my cultural knowledge as I interact with people from a culture that is 
unfamiliar to me.

MC3 I am conscious of the cultural knowledge I apply to cross-cultural interactions.

MC4 I check the accuracy of my cultural knowledge as I interact with people from 
different cultures.

COG1 I know the legal and economic systems of other cultures.

COG2 I know the rules (e.g., vocabulary, gram mar) of other languages.

COG3 1 know the cultural values and religious beliefs of other cultures.

COG4 I know the marriage systems of other cultures.

COG5 I know the arts and crafts of other cultures.

C0G6 I know the rules for expressing nonverbal behaviors in other cultures.

MOT1 I enjoy interacting with people from different cultures.

MOT2 I am confident that 1 can socialize with locals in a culture that is unfamiliar 

to me.

M0T3 I am sure I can deal with the stresses of adjusting to a culture that is new to me.

M0T4 I enjoy living in cultures that are unfamiliar to me.

MOT5 I am confident that I can get accustomed to the shopping conditions in a 
different culture.

BEH1 I change my verbal behavior (e.g., accent, tone) when a cross-cultural interaction 

requires it

BEH2 I use pause and silence differently to suit different cross-cultural situations.

BEH3 I vaiy the rate of my speaking when a cross-cultural situation requires it.

BEH4 I change my nonverbal behavior when a cross-cultural interaction requires it.

BEH5 I alter my facial expressions when a cross-cultural Interaction requires it. 

Cronbach' alpha
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China The Netherlands

Four-Dimensional Two- Four-Dimensional Two-
CQS Model Dimensional CQS Model Dimensional

CQS Model CQS Model

MC COG MOT BEH ICK ECF MC COG MOT BEH ICK ECF

.66 .52 .74 .50

.39 n.u. .61 n.u.

.85 .75 .80 .60

.55 n.u .49 n.u

.69 .67 .54 .55

.51 .52 .50 .49

.76 .79 .75 .75

.70 .67 .68 .67

.66 .62 .69 .70

.62 n.u. .76 n.u.

.46 n.u. .69 n.u.

.70 .77 .66 .50

.65 .65 .63 .56

.46 n.u. .76 n.u.

.50 n.u. .67 n.u.

.43 n.u. .63 n.u.

.51 .49 .68 .65

.59 .59 .58 .56

.64 .50 .76 .64

.63 n.u. .71 n.u.

.69 .81 .69 .68 .83 .71 .75 .81 .81 .81 .81 .72
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Table 5.4. Measurement Models' Fit Indexes

Model X2 d.f. X2/d.f. RMSEA

China
(Original four dimensions)

411.0 164 2.51 .070
[.062 - .079]

The Netherlands 
(Original four dimensions)

420.7 164 2.57 .072
[.064-.081]

China (two dimensions) 88.3 50 1.77 .050
[.032 - .065]

The Netherlands (two dimensions) 124.9 50 2.50 .071
[.055 - .087]

Configural invariance
(i.e., without equality constraints)

213.3 100 2.11 .043
[.035 - .051]

Full metric invariance 
(i.e., equal factor loadings)

244.0 109 2.24 .045
[.038 - .053]

Partial metric invariance* 221.6 106 2.09 .042
[.035 - .050]

Full scalar invariance
(i.e., equal factor loadings and intercepts)

285.1 114 2.50 .050
[.043 - .057]

Partial scalar invariance" 232.0 112 2.07 .042
[.034-.050]

Latent mean invariance 
(i.e., equal latent means)

268.1 114 2.35 .047

[.040 - .055]

‘ The factor loadings of COGS, BEH2, and BEH4 were not invariant across countries and were released.

"  Consistent with the partial metric invariant model, we released the intercepts of the items with 

variant factor loadings. In addition, we released the intercepts ofCOG4andMC3 that were not invariant.

the Dutch sample do not reach the required .50 values. Moreover, the CFA results 

in both samples indicate poor fit of the four-dimensional CQ. For the Chinese and 

Dutch samples, respectively, the RMSEA scores are .070 (90% Cl: .062 - .079) 

and .072 (90% Cl: .064 - .081). Other fit indexes also report less than satisfactory 

indices: *2/d.f. are 2.51 and 2.57; SRMR are .061 and .061; NNFI are .847 and 

.869; and CFI are .868 and 887 for the Chinese and Dutch models, respectively 

(Table 5.4). The results of the Fornell and Larcker (1981) test demonstrate a lack 

of discriminant validity in both samples. The comparison of the square root of 

the AVE with the correlations between the respective CQS dimensions 

demonstrate a lack of discriminant validity between the four CQ dimensions in 

the Chinese sample and a lack of discriminant validity between the MC and COG 

and between MC and BEH in the Dutch sample (Table 5.5).

After examining cross-loading items and correlations between CQ dimensions 

and deleting eight items with poor loadings, we determined that a two-dimen-
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SRMR NNFI CFI ACFI Ax2 Ad.f. p-value

.061 .847 .868 - - - -

.061 .869 .887 - - - -

.045 .956 .966 - - - -

.056 .909 .931 - - - -

.045 .933 .949 - - - -

.052 .926 .939 .010 30.7 9 .000

.046 .935 .948 -.001 8.3 6 .216

.047 .911 .923 .025 63.5 8 .000

.047 .936 .946 .002 10.4 6 .109

.049 .920 .931 .015 36.1 2 .000

sional CQ model, combining the MC and COG dimensions and the MOT and BEH 

dimensions, fit the data better in both samples. We relabeled the first dimension 

internallzed cultural knowledge (ICK) and the second dimension effective cultural 
flexibility (ECF). For both samples separately, the two-dimensional model 

provides improved fit indexes: RMSEA of .050 (90% Cl: .032 - .065) for the 

Chinese and .071 (90% Cl: .055 - .087) for the Dutch sample. The other fit indexes 

also improved in both samples to achieve acceptable levels: / 2/d.f. are 1.77 and 

2.50; SRMR are .045 and .056; NNFI are .956 and .909, and CFI are .966 and 931 

for the Chinese and Dutch samples, respectively. The results of the Fornell and 

Larcker (1981) test provide support for discriminant validity between both 

dimensions in the two countries. For the Chinese sample, the correlation 

between ICK and ECF is .57 smaller than the square root of the respective AVEs: 

.66 and .61. Similarly, for the Dutch sample, the correlation between ICK and ECF 

is .59 smaller than or equal to the square roots of the respective AVEs: .61 and .59.
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Table 5.5. Correlation Matrix: China and the Netherlands

China MC COG MOT BEH

MC .64

COG

|CNco .66

MOT .69”* .69“ .56

BEH .64“* .54“ .71“ .56

The
Netherlands

MC COG MOT BEH

MC .67

COG .71*“ .66

MOT .57“* .54*** .69

BEH .73*“ .63“ .55“ .68

“ p<.001.
Notes: Square root of AVE is in italics on the diagonal.

The next step in the analysis consisted in assessing the measurement 

equivalence of the two-dimensional CQS scale. Measurement equivalence is 

assessed in four steps using multigroup CFA. In the first step, we assessed 

configural invariance with an unconstrained model. The model fits the data 

relatively well: *2/d.f. = 2.11; RMSEA = .043 [90% Cl: .035 - .051]; SRMR = .045; 

NNFI = .933; and CFI = .949 (Table 5.4). In the second step, we assessed metric 

invariance by constraining the factor loadings to be equal across the two 

samples. This constrained model was still satisfactory but statistically worse 

than the unconstrained model (A/2 = 30.7 (p-value < .000) and ACFI = .01). 

Therefore, we did not achieve full metric invariance. However, after releasing 

the equality constraint of the loadings of three items (COG5, BEH2, and BEH4), 

we achieved partial metric invariance (Ax2 = 8.3 (p-value = .216) and ACFI = 

-.001). In the third step, we tested for scalar invariance by constraining intercepts 

to be equal across samples. The full scalar invariance model was statistically 

worse than the partial metric invariance model (Ax2 = 63.5 (p-value < .000) and 

ACFI = .025). Full scalar invariance was not achieved. Releasing the equality 

constraint of the intercepts of two items (C0G4 and MC3), partial scalar 

invariance was achieved (Ax2 = 10.4 [p-value = .109] and ACFI = .002). The fit 

indexes of the partial scalar invariance model are satisfactory: xz/d.f. = 2.07; 

RMSEA = .042 [90% Cl: .034 - .050]; SRMR = .047; NNFI = .936; and CFI = .946 

(Table 5.4).
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In the final step, we assessed latent mean invariance. The model fit indexes 

dropped significantly [Ay? = 36.1 [p-value < .000] and ACFI = .015), which 

indicates that the mean level of the two new CQ dimensions significantly varies 

across the two samples. The latent means for both dimensions are significantly 

higher for the Dutch sample than for the Chinese sample: ICKDutch = .516 (p-value 

< .000) and ECFDutch = .358 (p-value < .000).

To assess whether the five noninvariant items have a significant impact on 

the remainder of the analysis, we conducted a differential item functioning (DIF) 

analysis with CFA (Chan, 2000; Ferrando, 1996). As Chan (2000) recommends, 

to assess the effect of these five noninvariant items, we compared mean 

differences across groups, both with and without these items, and compared 

them according to the standardized mean difference (d). The difference in d 
between two countries yields an index of the practical significance of the DIF 

(Chan, 2000). The average pairwise d difference is .004 for ICK intelligence and 

.012 for ECF intelligence. Considering the low size of the differences in d, the 

impact of retaining the DIF items does not seem to be problematic. Thus, we 

conclude that the practical significance of DIF is inconsequential at the scale-level 

of mean scores (Chan, 2000).

5.5 Discussion

This study investigates the cross-cultural invariance of the CQS. A survey among 

607 Dutch and Chinese students demonstrates that, contrary to the claim of Ang 

et al. (2007), the original four-dimension CQS lacks discriminant validity and 

does not possess cross-cultural measurement invariance. However, we found 

that a two-dimensional CQS possesses both discriminant and partial scalar 

invariance required to allow meaningful comparison across cultures. These 

results are consistent with those of recent empirical studies using either an 

overall CQ measure (Groves & Feyerherm, 2011; Oolders et al., 2008) or a Iimited 

number of CQ dimensions (Lee & Sukocu, 2010; Macnab & Worthley, 2011; Tay et 

al., 2008), likely because of a lack of discriminant validity of the four CQ 

dimensions. Thus, our study contributes to the development of a valid and cross- 

culturally equivalent scale to measure cultural intelligence.

In addition, our study also contributes to the emic-etic debate in 

cross-cultural research (e.g., Ng &Earley, 2006; Triandis, 2006), by demonstrating 

that some items developed to measure cultural intelligence are equivalent 

across cultures and are etic, whereas some other items are not invariant and 

therefore are emic. For example, our results show that the item "I know the rules 

for expressing non-verbal behaviors in other cultures" is not invariant across
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cultures, and we deleted it from our final scale. Following Hall's (1976] 

arguments, in some low-context cultures (e.g., the Nctherlands), there is a clear 

distinction between verbal and nonverbal communication, whereas in 

high-context cultures (e.g., China), this distinction is blurred. Therefore, this 

item might be emic and could have a different meaning across cultures.

In addition, academics and practitioners should be aware that any comparison 

between cultural groups is only appropriate if measurement equivalence is 

established first (e.g., Morales & Ladhari, 2011; Steenkamp & Baumgartner, 

1998; Vandenberg & Lance, 2000). Despite warnings that the failure to establish 

measurement equivalence is problematic, our review of the recent empirical CQ 

literature shows that establishment of measurement equivalence is rarely the 

case. Most of the studies we identified do not assess (or at least do not report) 

any assessment of the discriminant validity and measurement equivalence of 

the CQS they used. An important implication of our findings is that this 

equivalence cannot be assumed and should be tested. To assess construct and 

measurement equivalence, different strategies might be used depending on the 

type of study: Comparative studies must assess scalar invariance, without which 

no meaningful comparison can be made (Byrne et al., 1989; Steenkamp & 

Baumgartner, 1998). Single-country studies translating and using the CQS in 

another culture must ensure that the new instrument measures the same 

constructs with the same degree of accuracy as in the original cultural setting 

(Morales & Ladhari, 2011). Finally, studies thataim to pool data from respondents 

from various cultures must also assess construct and measurement invariance 

first. For example, this assessment could be done by splitting the overall sample 

in two or three culturally homogeneous subsamples and testing the scalar 

invariance of the scales across these subgroups. If partial scalar invariance is 

demonstrated, then pooling the data is acceptable.

Similar to rational intelligence, CQ has an impact on employees’ performance 

(Johnson et al., 2006). For example, Skarmeas et al. (2002) demonstrate that 

culturally sensitive people show a larger commitment in intercultural 

relationships. Similarly, Johnson et al. (1996) demonstrate that cultural 

sensitivity among partners is crucial in international strategie alliances to build 

trust and minimize opportunism. Thus, our study and its findings have some 

critical implications for managers. The two-dimensional CQS we assessed 

possesses a high level of measurement equivalence and thus can be used across 

cultures to select employees for international assignments or identify employees' 

training needs. For example, multinational corporations that need to recruit 

large cohorts of new employees simultaneously from a range of countries can 

use the two-dimensional CQ instrument and compare CQ scores across countries, 

because the scale possesses measurement invariance.
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As with any study, ours has some limitations. First, even though our initial 

goal was to confirm the cross-cultural validity of the original four-dimensional 

CQS, our findings of a valid two-dimensional scale are data driven and 

exploratory in nature. Therefore, further theoretical developments and 

empirical replications are needed to validate the two-dimensional CQS. Second, 

in the refinement of the scale, we deleted some items because they are emic. This 

raises the question of the face validity of the remaining items (Thomas, 2006]. 

Future studies should investigate whether the items of the two-dimensional CQS 

are broad enough to cover the entire cultural intelligence concept. It could be 

necessary to develop new etic items and add them to the scale to further improve 

its face validity and reliability. Third, as we did not study the actual mean 

differences in CQ between China and the Netherlands we only needed to prove 

configural, metric, and scalar invariance; thus, there was no need to test for 

equivalence of construct covariance and equivalence of latent means. Fourth, we 

only used data from two cultures: the Netherlands and China. Even though these 

two cultures are different enough to ensure the power of our tests, the 

two-country data might limit the generalizability of our findings. New studies 

should be conducted to expand the number of countries to enable further 

generalization.

5.6 CONCLUSION

The CQS is enjoying increasing popularity among management scholars, as 

demonstrated by the large number of recent studies identified in our literature 

review. In addition, as business becomes more international, a cross-culturally 

valid instrument measuring competencies to cope with cultural diversity is 

increasingly needed. We contribute to the development of such an instrument by 

testing the measurement equivalence of the CQS. The new two-dimensional CQS, 

discussed in this chapter, that possesses measurement equivalence across 

cultures is one step forward in this direction.

In Chapter 4 and 5, we further developed the CQS by first testing its psychometric 

properties rigorously among a sample of 308 Chinese overseas experienced 

students (Chapter 4) and then measuring its measurement invariance on a 

Chinese and Dutch sample of internationally experienced students (Chapter 5). 

In Chapter 6, we aim to support the development of theory with regard to CQ by 

testing the relationship between CQ and performance and explore the role of 

anxiety. Performance will be operationalized as cross-cultural communication 

effectiveness and job satisfaction. Contrary to the studies in earlier chapters, we 

will investigate Cultural Intelligence as a second order construct. Although we
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find discriminant validity with regard to the four CQ dimensions, it is not high 

enough to use CQ on a dimensional level in the study in Chapter 6. For this reason 

CQ will be measured as a second order construct. The study in the next chapter 

contributes to further theory development with regard to CQ.
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THE IMPACT OF CQ ON COMMUNICATION 
EFFECTIVENESS AND JOB SATISFACTION 
IN INTERCULTURAL INTERACTIONS AND 
THE ROLE OF ANXIET Y
Note:

This chapter has been adapted and sent as a paper to the EIASM work

shop on new analysis of expatriation on 13/14 December 2012 inParis,

Where it is selected to submit to a special issue of the International 

Journal of Human Resource Management in February 2013. I
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Abstract

Cultural intelligence (CQ] is an important construct attracting growing attention 

in academic literature and describing cross-cultural competencies. Since its 

origin in 2002, it has received increasing attention in a broad range of studies. To 

date, researchers have only partially tested the relationship between CQ and its 

dependent variables, such as performance. In the study in this chapter, the 

author tests the relationship between CQ and communication effectiveness and 

job satisfaction in cross-cultural interactions in a sample of 225 Chinese 

managers working for foreign multinational enterprises in China. I investigate 

the effect of cultural intelligence on cross-cultural communication performance 

and job satisfaction in intercultural anxiety-provoking interactions. The results 

show that CQ plays an important role in reducing anxiety and influencing both 

communication effectiveness and job satisfaction. Besides, an unexpected 

influence of anxiety on job satisfaction but not on communication effectiveness 

is found. These findings help develop theory with regard to the CQ construct. 

Keywords: cultural intelligence, performance, anxiety
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6.1 Introduction

Globalization of business is a reality that is redefining how people work together 

(Gabel & Brunner, 2003). More contact between cultures is one of the 

consequences. People interact across cultures in different roles—for example, 

as expatriates, inpatriates, global managers, global leaders, sojourners, business 

travelers, but also as host country managers in foreign multinational enterprises 

(MNEs). There is increasing consensus about the complexity of managing 

cross-cultural relationships effectively (Adair & Brett, 2004; Ang & lnkpen, 

2008; Rockstuhl et al., 2011; Thomas, 2006; Thomas et al., 2008). Adaptation to 

another culture is part of this complexity and requires appropriate communication. 

Communication is the key process in international business (Spinks & Wells, 

1997). Exchange of information is essential to create understanding and reduce 

distance and uncertainty in intercultural interactions. These interactions are 

profound challenges and can even threaten people as they realize that previously 

taken-for-granted assumptions are no longer relevant or appropriate (Kim,

2001). This lack of guidance leads to stress. Gudykunst (1993) uses the term 

"interaction anxiety” to refer to these feelings of stress and ambiguity in 

cross-cultural interactions (see also Rhinesmith, 1992, and Srinivas, 1995). 

Gudykunst (1993) proposes a theory of managing uncertainty and anxiety in 

intercultural interactions: Successfully managing anxiety enhances communication 

effectiveness in intercultural interactions, stimulates learning processes, and 

contributes to adaptation. To manage this anxiety-provoking communication 

process, managers working in a global business environment need new competencies. 

These competencies are defined as global management competencies in Chapter 

2. Several authors (Ang et al., 2007; Arora et al., 2004; Rhinesmith, 1992) have 

developed theoretical frameworks that represent these global management 

competencies. Cultural intelligence (CQ) is such a developed framework (Earley,

2002). It is defined as a person's ability to adapt effectively to new cultural 

contexts (Earley & Ang, 2003). CQ may play a role in the reduction of anxiety 

(Brislin et al., 2006) as it helps individuals to interpret unfamiliar cultural cues.

It is not only important to communicate effectively in cross-cultural interactions; 

interact-ants should also feel satisfied during these interactions. Feelings of 

satisfaction motivate people to continue in potentially stress-provoking 

interactions and ultimately contribute to job satisfaction. In this chapter, we 

relate CQ to communication effectiveness and job satisfaction to further develop 

theory with regard to CQ.

Since the first publication on CQ (Earley, 2002), we have seen a steady growth 

in CQ-related research; studies relating CQ to its antecedents (Ang et al., 2006) 

and to its outcomes (Ang et al., 2007; Imai & Gelfand, 2010; Lee & Sukoco, 2010;
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Rockstuhl, 2011; Templer et al., 2006;Vedadi et al., 2010) have been published 

over the past few years (for an earlier overview, see Chapter 5). Only a limited 

number of studies have related CQ to performance (Amiri et al., 2010; Chen et al., 

2011; Groves et al., 2011; Oolders et al., 2008; Rose et al., 2010; Shaffer & Miller, 

2008), and these studies have not always presented convincing results due to a 

small sample, often from one country, and lacking to test for common method 

bias. Studies relating CQ to performance outcomes have appeared under 

different labels, such as adjustment (Lee & Sukocoo, 2010), task performance 

(Amiri et al., 2010), and job performance (Rose et al., 2010). Thus far, to the best 

of our knowledge, there are no studies relating CQ to communication 

effectiveness as an outcome variable.

The relationship between CQ and job satisfaction is also unexplored thus far 

(Rose et al., 2010). This relationship is important because job satisfaction 

directly relates to the intention to stay in an organization (Tett & Meyer, 1993) 

and, as such, enhances retention of globally competent managers. Job satisfaction 

also improves job performance (Judge et al., 2001). To date, as far as we know no 

research has focused on the role of anxiety in the relationship between CQ and 

outcomes.

Most empirical research involving CQ is related to behavior of leaders 

(Groves & Feyerherm, 2011), expatriates (Ang et al., 2007; Elenkov & Manev, 

2009; Lee & Sukoco, 2010; Ramalu et al., 2010; Rose et al., 2010), or students 

(Ang et al., 2007; Ward et al., 2011). Few studies focus on host country managers 

in emerging countries working for foreign (mostly western) multinational 

companies in their country. As more multinational companies settle in emerging 

economies and as the costs of expatriates accelerate, multinationals search for 

alternatives to replace these expatriates. Inpatriates or host country nationals 

form an alternative. This group of stakeholders, however, is often overlooked in 

management research (Toh & Denisi, 2003). More attention for this group is 

welcome (Sinangil & Ones, 1997). Research on host country nationals with 

regard to cross-cultural interaction in multinationals is to my knowledge not 

available.

To fill this research gap, this study uses data from Chinese host country 

managers working for foreign MNEs in China. We address these gaps by 

investigating the role of CQ in managing anxiety in a single cross-cultural 

interaction and the impact on cultural communication effectiveness and job 

satisfaction. The outcome of this investigation brings new knowledge about CQ 

and enhances our understanding of the influence of CQ on its outcomes in 

conditions that provoke anxiety. In doing so, we further develop CQ theory.

For human resources practice, this study shows the importance of CQ as a 

basic competence for employees in internationally oriented firms. Because the
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costs of expatriate missions and other global leadership trajectories are high 

and risk of failure is also high, better development and preparation of global 

talent (e.g., communication effectiveness) can deliver considerable cost savings 

(Black & Mendenhall, 1990; Tung, 1987). Next, job satisfaction enables a company 

to retain its global talent. This legitimates our focus on CQ as an important 

condition for active internationally operating employees.

First, we provide a literature review on the relevant CQ and CQ outcome 

research to develop three hypotheses that contribute to understanding of CQ 

and its outcomes. Second, we describe the methodology of this research among 

225 Chinese host country managers working for foreign MNEs in China. Next, we 

explain our data analysis strategy and show the results of our hypothesis testing. 

Finally, we discuss the key findings and the theoretical and managerial 

contributions of this study for the field of CQ and its outcomes.

6.2 Literature Review

Working in a global environment often leads to increasing levels of stress 

(Mendenhall & Oddou, 1985; Thomas & Inkson, 2003) due to confrontation with 

unfamiliar cultures (Ang et al., 2007). This confrontation brings with it feelings 

of alienation and apathy and causes anxiety. The lack of control in an unfamiliar 

environment creates ambiguity (Herman & Schield, 1961). Dealing with ambiguity in 

these new situations requires uncertainty reduction and reduction of tension or 

anxiety (Ball-Rokeach, 1973). Uncertainty is a cognitive phenomenon caused by 

a lack of information. Anxiety is the affective component of uncertainty 

(Gudykunst, 2005). Feelings of anxiety are universal (Walbott & Sherer, 1986); 

people in any culture experience it. Anxiety is an awareness of disequilibrium 

(Turner, 1988). In communicating, people always experience some degree of 

anxiety. It is a fundamental state with which people must cope (Lazarus, 1991). 

People experience more anxiety in intergroup interactions than in interpersonal 

interactions (Gudykunst & Shapiro, 1996; Ickes, 1984) due to unfamiliarity with 

rules of proper communication of other groups. This is especially true for 

cross-cultural groups. Despite an increasing body of empirical research, to date, 

research on anxiety-coping behavior across cultures is scarce (Mesquita & 

Walker, 2003). We address this omission in this research and investigate the 

influence of anxiety in cross-cultural interactions.

Cultural intelligence builds further on Sternberg and Detterman’s idea of the 

multidimensional perspective on intelligence (1986) (See Chapter 4 and 5). 

Whereas traditional capabilities such as rational intelligence and social 

intelligence assume familiarity with the domestic cultural context and do not
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seem to 'work' when people engage across cultures, CQ is defined as "a person's 

capability to adapt effectively to new cultural contexts" (Earley & Ang, 2003, 

59). As already described in chapter 4, CQ consists of four dimensions, each 

specifying a part of the cultural intelligence capability together forming an 

overall capability: metacognitive CQ, cognitive CQ, motivational CQ, and 

behavioral CQ.

As shown in the introduction, in section 6.1., there is an increasing body of 

research with regard to CQ, its antecedents, and its outcomes. We also stated in 

section 6.1 that not all research on CQ is as conclusive as the aforementioned 

studies. Ward, Fischer, Lam, and Hall (2009) fail to demonstrate the incremental 

validity of CQ beyond personality and cognitive ability in the prediction of 

adaptation outcomes. Ward and Fischer (2008) do not find convincing support 

of the mediating role of motivational CQ between personality and general 

adjustment. Ward, Wilson, and Fischer (2011) find inconsistent evidence of the 

relationship between motivational CQ and adaptation measures, such as the 

presence of psychological and sociocultural adaptation problems. Lee and 

Sukoco (2010) conclude that there is no direct effect of CQ on performance; they 

find only an indirect effect of CQ through adjustment.

Despite an increasing body of empirical research with regard to CQ and 

some research on mediating mechanisms, research on more proximal outcomes 

of CQ, such as emotional states, is relatively scarce (Ng, Van Dyne, & Ang, 2011). 

Cultural intelligence helps to reduce levels of anxiety and stress. To this end, the 

role of CQ with regard to anxiety is barely researched. According to Livermore

(2011), growth in CQ leads to reduced stress for people who regularly interact in 

cross-cultural situations. A person's CQ can stimulate him or her to culturally 

adapt by reducing uncertainty and anxiety and as such support cultural learning 

and stress management (Keats, 2010). Further insight in anxiety coping 

mechanisms in cross-cultural interactions is welcome. Anxiety-coping behavior 

may help people communicate effectively during these interactions and support 

commitment, job satisfaction, and tenure intention (Louis et al., 1983). Thus far, 

no study has investigated the effect of CQ in anxiety-provoking, cross-cultural 

interactions. Furthermore, we do not find any study researching the influence of 

CQ on communication effectiveness and job satisfaction. Communication is a key 

factor in cross-cultural interactions. Job satisfaction is an important asset 

because it allows organizations to retain its successful global talent (Irvine & 

Evans, 1995). Global talent is scarce (Manning, 2003; Suutari, 2002). Possessing 

it can lead to competitive advantage (Tucker et al., 1996) and organizational 

success (Molinsky, 2007). To address this CQ outcome gap, in the following 

section, hypotheses development and testing are described.
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6.3 Development of hypotheses

6.3.1 CQ and Cross-Cultural Communication Effectiveness 
ln intercultural interactions, people experience ambiguity and anxiety (Kedia & 

Mukherjia, 1999; Rhinesmith, 1992; Srinivas, 1995). Ambiguity accompanies 

cultural change processes, in which old practices lose their value and new 

practices of behavior are required. Molinsky (2007) uses the terms "codes" and 

"code-switching,” meaning that people must switch cultural practices or codes 

when going from culture A to culture B or are involved in different cross-cultural 

encounters. Code-switching is a complex process demanding cognitive and 

affective effort. (Molinsky, 2007). Effective cultural code-switching behavior in 

international business is important: It reduces anxiety (Molinsky, 2007) and so 

contributes to cross-cultural communication effectiveness (Lee & Sukoco, 

2010), which leads to competitive advantage. Mendenhall and Oddou (1985) 

claim that it is not the language that is important but the communication ability 

thathelps an expatriate adjust effectively. “The more the expatriate gets involved 

in communication the better the person can understand the host country culture 

and host country nationals. This increased understanding will "reduce 

uncertainty, and increase adjustment and job performance" (Holopainen & 

Björkman, 2005, 44). This is true for not only expatriates but any person 

interacting across cultures, such as host national employees working in foreign 

MNEs.

This last group of employees is so far absent in international research. 

Organizational scholars have only recently begun paying attention to host 

country nationals (Tarique, Schuier, & Gong, 2006; Vance & Paik, 2005). Toh and 

DeNisi (2007) refer to the importance of considering the perceptions, attitudes, 

and behavior of host country nationals in MNEs because they can influence the 

success of the expatriates as well as the organization (Toh & DeNisi, 2007). In 

this study, we focus on these host national managers who must adjust to the 

corporate culture of the foreign MNE, which is often rooted in the MNE's parent 

country culture. As such, these host nationals find themselves in a code-switching 

process that is influenced by CQ.

Metacognitive CQ enables a person to reflect on the behavior of the 

interactant and so adjust his or her cognitive schemas. With the help of cognitive 

CQ, insight into another's cultural value system and motives can be derived. 

Motivational CQ is the notion of a person's drive and interest to invest energy 

and effort in exchanging information and emotions with culturally different 

people. Behavioral CQ ultimately delivers the necessary verbal and nonverbal 

routines to develop a meaningful conversation. Previous research has shown 

that motivational CQ has a strong predictive value (Ang et al., 2007; Imai &
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Gelfand, 2010, studies 1 and 2; Templer et al., 2006; Ward et al., 2009), stronger 

than the other CQ dimensions. The evidence for the influence of other CQ 

dimensions is less clear. Because there is less consensus about the strength and 

importance of each CQ dimension separately (Groves & Feyerherm, 2011), we 

measure CQ as an integrated construct, which brings us to the following 

hypothesis:

Hypothesis ï.A  higher level ofCQ influences communication effectivenesspositively.

6.3.2 CQ and Job Satisfaction
Because living or working in unfamiliar cultures often encompasses stress due 

to unfamiliar and confusing norms and behavior (Ang et al., 2007; Mendenhall & 

Oddou, 1985), people attempt to become familiar with another culture 

(metacognitive CQ) by learning the other culture's codes and practices (cognitive 

CQ). Successfully learning knowledge about other cultures (cognitive CQ) can 

lead to increased self-efficacy (Gist & Mitchell, 1992) and a feeling of control. 

Self-efficacy is related to job satisfaction (Judge & Bono, 2001). Motivational CQ 

enables a person to invest effort and energy in an intercultural interaction and 

as such feels adjusted to the international work environment. Feeling adjusted 

implies that a person knows how to operate in his or her work, how to 

communicate (behavioral CQ) with other people, and howto perform (behavioral 

CQ). It makes a person feel comfortable. This feeling has a positive impact on job 

satisfaction (Bhaskar-Shrinivas et al., 2005; Stierle, 2002; Sullivan & Bhagat, 

1992) and retention of globally talented staff. Au and Fukuda (2002) maintain 

that boundary-spanning activities within host environments increase the level 

of job satisfaction. Following Groves and Feyerherm (2011), we measure CQ at 

the construct level. This brings us to the following hypothesis:

Hypothesis 2: A higher level ofCQ influences the level of Job satisfaction positively.

6.3.3 Cultural Intelligence and Anxiety
Code switching in intercultural interactions is predominantly an unconscious 

process; however, it is full of tensions. When switching codes, people move out of 

their "comfort zone,” leaving behind the familiar domestic environment, which 

offers predictability, protection and safety. This transition process is stress 

enhancing (Mendenhall & Oddou, 1985), and may lead to anxiety and fear 

(Stephan & Stephan, 1985) or to culture shock (Chen, Lin & Sawangpattanakul, 

2011).
Cultural intelligence makes people more alert in cross-cultural interactions. 

It increases awareness of the differences with the other culture and enables the 

person to make use of appropriate behavioral repertoires and relevant cultural 

knowledge. This awareness, together with the cognitive and behavioral resources
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available for offering appropriate answers in a cross-cultural interaction, have a 

decreasing influence on the level of uncertainty and anxiety in intercultural 

interactions (Gudykunst, 2004). Thus, we propose the following hypothesis: 

Hypothesis 3: A higher level of CQ leads to a reduction of the level of anxiety, 
experienced in cross-cultural interactions.

6.3.4 Anxiety and Communication Effectiveness
In the process of switching cultural codes, people may experience anxiety and 

feelings of distress—together referred to as "psychological toll” (Molinsky,

2007)—which can inhibit communication effectiveness. Stress is an unavoidable 

part of a person's working life (Newbury-Birch & Kamali, 2001). Stress can be 

perceived positively as a stimulating factor, but at the same time, it can be seen 

as a threat to the quality of life and to a person's well-being (Cox, 1978). When 

anxiety is too high or too low, we cannot communicate effectively (Gudykunst, 

2005); in that case, we do not find a relationship between anxiety and communication 

effectiveness. However, between certain thresholds, anxiety and communication 

effectiveness are related. Gudykunst and Nishida (2001) describe that anxiety 

negatively predicts perceived communication effectiveness in intercultural 

interactions between these thresholds. This leads us to hypothesis 4a: 

Hypothesis 4a: A higher level of anxiety leads to a lower level of communication 
effectiveness.

6.3.5 Anxiety and Job Satisfaction
Living and working in other cultures often brings a certain degree of stress or 

anxiety (Walton, 1990). There is always some level of anxiety when 

communicating (Gudykunst, 2005). Anxiety is a sense of imbalance, stemming 

from "feeling uneasy, tense, worried, or apprehensive about what might happen" 

(Gudykunst, 2005, 287). Anxiety may lead to stress. Stress may lead to lower job 

satisfaction. Newbury-Birch and Kamali (2001) found a negative relation 

between stress and job satisfaction and between anxiety and job satisfaction 

(Newbury-Birch & Kamali, 2001). We expecta negative relation between anxiety 

and job satisfaction Therefore, we hypothesize the following:

Hypothesis 4b: A higher level of anxiety leads to a lower degree of job satisfaction. 
Figure 6.1 presents the conceptual model of the hypotheses.
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Figure 6.1 Conceptual model showing relationships between an

independent variable CQ, a moderating variable Anxiety, and the 

two dependent variables Job Satisfaction and Communication 

Effectiveness.

Qtltural
Intelligence

l*
Anxiety

6.4 Method

6.4.1 Procedure
I will briefly describe the data collection procedures for this study among 

Chinese managers and the implications for the quality of the data. We collected 

data from managers in a few foreign multinational enterprises in China (mostly 

MNEs in Shanghai) and from managers who were participating in executive 

MBA programs (in Bejing, Wuhan, and Shanghai) in China. Respondents from 

the Chinese MNEs were invited by a letter from the chief executive officer of the 

MNE’s Chinese subsidiary and a message from the researcher to explain the 

purpose of the research. From the online survey process statistics, we learned 

that approximately 50% of respondents who began to fill in the questionnaire 

completed it. This may indicate that only the more motivated respondents 

completed the questionnaire. The average time to fill in the questionnaire was 

17.5 minutes. We assume that those who did not finish the completion of the 

questionnaire were the ones less motivated to do so and those who completed 

were the more motivated ones. This has a positive influence on the quality of the 

completed data. There is no reason to expect online surveying to lead to less 

reliable outcomes (Gosling, 2004) than paper-and-pencil surveys. Average CQs 

of online sample and paper-and-pencil sample were not statistically different 

(p= .682).

H1 Communication
Effectiveness

Job
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The paper-and-pencil surveys used at the MBA programs were distributed 

at the beginning of the lecture; after a short presentation of the author, 

respondents filled in the questionnaire. Those that were completed (after 

approximately 20-30 minutes) were collected. In other lectures, the teaching 

staff offered MBA students time to fill in the survey during an extensive break 

in their lecture.

The data concerning the dependent variables and the independent variables 

are collected from the same respondents (self-report measures). Doing so, we 

run the risk of finding inflated relationships (Podsakoff et al., 2003) as a result 

of self-generated validity (Feldman & Lynch, 1988). To mitigate self-generated 

validity, we controlled the sequence of the questionnaire scales by starting with 

the dependent variable scales followed by the independent variable scales. To 

reduce the problem of method bias we took some procedural precautions. In line 

with Podsakoff et al. (2003), we wrote an introductory letter, indicating that 

responses ar e treated anonymous, there are no right or wrong answers, and that 

the respondents should answer the questions as honestly as possible. Next to 

these procedural remedies, we will make use of some statistical remedies; we 

use a marker variable to control for Common Method Bias (CMB) (Lindell & 

Whitney, 2001; Podsakoff et al., 2003).

6.4.2 Sample Description
We collected data in China from Chinese respondents working for international 

companies. Testing CQ's relationships with communication effectiveness and 

job satisfaction in a non-Western, monocultural Chinese population adds to 

further comprehension of the effects of CQ. In a first review of the data, we 

deleted respondents who were not Chinese. Next, we deleted respondents with 

more than 10% missing data (Hair, Black, Babin, Anderson, & Tatham, 2010). 

Because we ran the analysis with the statistical program AMOS, we needed a 

complete data set with no missing values; thus, we replaced missing values in 

the several Likert-type scales with the respective mean. Then, we deleted 

respondents with more than two outliers. After these reviews, our final sample 

consisted of 225 valid questionnaires.

All 225 respondents have international work experience. We took the first 

subsample of 91 respondents from Dutch MNEs active in the service sector in 

China; its headquarters are in Shanghai and a few foreign firms are in the Yunnan 

province. The respondents had managerial and professional functions (e.g., 

logistic manager or marketing manager). We took a second subsample of 134 

respondents from among managers studying in MBA programs in Beijing (from 

the Beijing Institute of Technology and Peking University) and in Wuhan (Hubei 

University). The portion coming from the Dutch MNEs was collected online. All
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the other respondents filled in a paper version of the questionnaire (see Appendix 

A). We expect and test equivalence of Internet and paper-and-pencil surveys 

(DeBeuckelaer & Lievens, 2009). T-tests showed that for the most important 

variables, the differences of the means between the online sample and the pa

per-and-pencil sample are not significant: for CQ, p -  .682; for Eff, p = .949; and 

for SAT, p = .122.

Table 6.1 demonstrates the demographic variables of the sample of 225 

Chinese respondents. More male respondents answered the questionnaire (58% 

male vs. 42% female respondents). Respondents have an average age of 33 years. 

Their education levels are rather high: 76.1% have a master’s degree or higher, 

and 99.6 % have a bachelor’s degree or higher. Most respondents (73.5%) are not 

religious. Most respondents (76.1%) have frequent international contacts in 

work. They had limited experience (27%) with traveling at a young age. Thinking 

about working abroad began at a later age; 85% of respondents first thought 

about international work at university or in a later stage.

6.4.3 Measures (for complete overview of the questionnaire, 
see Appendix at the end of this study)

ÜJ.The CQS, developed by Ang et al. (2007), is a 20-item measure with a 

seven-point Likert scale divided over four dimensions. (see Chapter 4 and 5). We 

pre-tested the CQS in a preliminary research with 63 international students at 

the Radboud University Nijmegen. This research indicated thatthe metacognitive 

dimension had weak items. Therefore, to improve the CQS, we added four items 

to the metacognitive dimension of the CQ scale, adapted from Phakiti's (2003) 

metacognitive questionnaire, of which four new items proved to be strong 

enough (e.g., "If I meet with a business partner in another culture, I always try to 

include the person's background and environment to find out about his/ her 

motives"). This resulted in 8 items for Metacognitive CQ (Cronbach alpha= .855) 

and a total of 24 items for the adapted CQS measure (Cronbach’s alpha = .744). 

We named this 24-item CQS, the CQSplus.

Anxiety. Gudykunst and Nishida (2001) measure anxiety using 11 items 

adapted from Stephan and Stephan (1985). Responses were on a seven-point 

Likert scale, ranging from "strongly disagree” to "strongly agree." We adapted 

three items, that provided a high internal consistency, from Gudykunst and 

Nishida (2001) (e.g., "I get anxious around people from other cultures", "When I 

meet someone from another culture I get very nervous," "Travelling in lands 

where I can't read the Street names gives me anxiety”). We chose for three items 

to assure that the questionnaire was not too long.

Cross-cultural communication effectiveness scale. We used a six-item scale to 

measure cross-cultural communication effectiveness (e.g., "How effective are
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Table 6.1. Sample Characteristics

Extemal Variables Mean/ Frequency s.d./ Percentage

Age 33.5 years 5.2 years

Gender (male/female) 131/94 58%/42%

Education
1 = high school or lower 0 0
2 = technical vocational 1 0.4
3 = bachelor's degree 53 23.6
4= master’s degree/ MBA 160 71.1
5 = PhD 11 4.9
6= others 0 0

Frequency foreign interaction
1 = no, never 6 2.7
2 = sometimes 48 21.3
3 = often 103 45.8
4 = all the time 68 30.2

Time abroad
1 = less than 3 months 40 24.1
2 = 3-6 months 14 8.4
3 = 6-12 months 11 6.6
4 = 1-3 years 31 18.7
5 = 3-5 years 11 6.6
6 = more than 5 years 20 12.0
Missing 39 23.5

First thought about working 
internationally 
1 = never 12 5.3
2 = primaiy school 5 2.2
3 = secondary school 14 6.2
4 = at university 92 40.9
5 = during first years of work 32 14.2
6 = later 70 31.1

Religion
1 = no religion 160 73.3
2 = Buddhist 39 17.3
3 = other religion 15 6.7
Missing 6 2.7

Work experience 10.40 years 5.25 years
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you in understanding colleagues/ clients/ salespeople from another culture?”). 

We measured the dependent variable effective cross-cultural communication 

using six statements in which respondents assessed their ability to express 

themselves to foreigners and understand foreigners from three perspectives: 

self, colleague, and boss. We adapted the statements from Hammer, Gudykunst, 

and Wiseman (1978). Respondents chose from a seven point Likert scale (1 = 

"very ineffective," and 7 = "very effective").

Job satisfaction scale. We measured job satisfaction with global integrative 

questions rather than using a faceted job satisfaction construct with several 

dimensions of the job. The job satisfaction scale consists of three items (e.g., "I 

would recommend friends to work for my department”; "In general, I like 

working here"; "All in all I am satisfied with my job"), which are adapted from the 

Brayfield and Rothe (1951) scale and were also used by Mitchell, Holtom, Lee, 

Sablynski, and Erez (2001). Participants responded on a seven-point Likert scale 

(1= "strongly disagree," and 7= "strongly agree").

Social desirability. To enhance validity, we checked for bias with the 

Marlow-Crowne social desirability scale (SDS). The original instrument is a 

33-item scale developed by Crowne and Marlow (1960) whose purpose is to 

reveal respondents’ self-perception and impression management (Leiter & 

Beretvas, 2005). To improve feasibility of the scale in different contexts, several 

shorter versions of the scale were developed (e.g. Strahan & Gerbasi, 1972; Loo 

& Thorpe, 2000). The SDS score is a measure for validity: If all questions of the 

scale (after recoding the negatively formulated ones) are answered positively, 

the validity of the overall questionnaire may be doubtful (Huang, Liao, & Chang, 

1998; Van de Mortel, 2008). Because the questionnaire used in the current study 

contains items on competencies and performance, there is a risk that respondents 

gave inaccurate answers to conform to societal norms, to build up a positive 

self-image, or to please the researcher. As a result, false relationships may be 

found. In this SDS scale, five items present statements about culturally accepted 

and expected behavior, and five items present statements that demonstrate 

disapproved behavior. The response pattern demonstrates the need for approval 

in self-assessing circumstances (Crowne & Marlow, 1960; Leiter & Beretvas, 

2005). The TIPI SDS is a short version of the SDS; it makes use of 10 statements 

with true or false answer categories. When administration time is limited and 

an attendant drop in reliability is tolerable, the short 10-item version of the SDS 

is acceptable and even preferable (Fischer & Fick, 1993; Strahan & Gerbasi, 

1972). In this study, we used the TIPI SDS scale.

Demographic variables. To control for demographic variables, the last part of 

the questionnaire included 19 questions, such as age, gender, education, work 

experience, and personal background factors about the department, the
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industry, the company, work experience at home and abroad, contact frequency 

when abroad, intercultural interaction frequency in the job, living status when 

living abroad, travel experience, and initial thoughts about working internation- 

ally. The answer format was partially open (6 items), closed [11 items), and 

partially closed (2 items). I included one marker-variable (“I always get excited 

when visiting a concert") to detect CMB (Lindell & Whitney, 2001).

The CQS and the SDS were already available in Chinese. All the other scales 

and extra items were translated from English into Chinese. Of the three 

assessment methods to evaluate translations that Sinaiko & Brislin [1973) 

suggest, I opted to use the translation-back-translation method [for a further 

description of this method, see Beaton, Bombardier, Guillemin, & Ferraz, 2000; 

Brislin, 1970). Different independent native Chinese master’s degree students 

who are fluent in English performed the translation and back-translation.

6.5 Results

6.5.1 Measurement Model Analysis
We calculated the internal consistency of the different scales using the reliability 

coefficients [RCs), reported in Table 6.2. The effectiveness scale RC is .86. RC of 

the satisfaction scale is .78. The CQSplus scale (CQS supplemented with four 

metacognitive items) has an RC of .87. The four dimensions separately have RCs 

of .64 (MC CQ), .81 (COG CQ), .70 (MOT CQ), and .72 (BEH CQ). The anxiety scale 

has an RC of .76. All items left had weights greater than .5, demonstrating 

convergent validity. All factor loadings (28 loadings) are greater than .5; 16 

factors load between .5 and .7, and 12 factors load greater than .7.

To examine discriminant validity, we ran CFA, which shows good 

measurement fit (CMIN= 336,492; CMIN/ DF= 1,476, CFI= .948, RMSEA= .046). 

Next, we compare the four-dimensional model of CQ with the two dimensional 

model. After constraining all covariances to 1, model fit becomes bad (DMIN= 

617,839; DMIN/ DF= 2,501; CFI= .823; RMSEA= .082). The F-test (delta chi-square 

= 281.347 and delta DF= 19; delta chi square/ delta DF = 281/ 19= 14.7 with a 

p-value of .05) demonstratesdiscriminantvalidity between the latent constructs. 

So, a four-dimensional model of CQ is better.

In order to test convergent validity, we examine the factor loadings of the CQ 

dimensions in Table 6.3. We note that they are high (.65-.97). Because of these 

high factor loadings of the CQ dimensions and because some correlations (see 

Table 6.4) between CQ dimensions are higher than the square root of the 

corresponding AVEs (MOT-BEH, MOT-MC) or very close to it (BEH-MC), we 

decided to use a second-order construct for the CQSplus (see Figure 6.2).
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Table 6.2. Construct Items with Factor Loadings (Standardized Regression 

Weights) and Construct Reliabilities

Items of the Constructs in 
the Questionnaire

Standardized Regression 
Weights/ Factor Loadings

Construct Reliability

PEsl .57 .86

PEcl .56 .86

PEs2 .78 .86

Pec2 .89 .86

PEb2 .89 .86

SAT1 .79 .78

SAT2 .77 .78

SAT5 .63 .78

M0T1 .64 .70

M0T2 .69 .70

M0T3 .66 .70

C0G1 .78 .81

C0G3 .88 .81

C0G4 .66 .81

C0G6 .55 .81

BEH3 .66 .72

BEH4 .81 .72

BEH5 .55 .72

MC4 .53 .64

MC5 .69 .64

MC7 .60 .64

LOC2 .80 .76

L0C6 .81 .76

LOC7 .53 .76

CQmot .97 .87

CQcog .65 .87

CQbeh .68 .87

CQmc .83 .87
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This study shows the importance of the CQ construct in explaining behavior 

in cross- cultural interactions. If we make use of the CQ dimensions separately, 

we find a powerful effect of MOT CQ on the dependent variables. However, the CQ 

dimensions correlate moderately high with each other; so there is convergent 

validity, but discriminant validity is not high enough (see Table 6.3). Because of 

this outcome, the second-order construct was used. This is in line with earlier 

findings of research from Lee and Sukoco (2010), which use CQ as an integrated 

construct.

Table 6.3. Overview of the Correlations Between the Constructs

Eff SAT MOT COG BEH MC LOC CQ

Eff .75*
SAT .34 .73
MOT .61 .43 .66
COG .42 .34 .58 .73
BEH .29 .20 .63 .50 .69
MC .30 .29 .81 .58 .79 .61
LOC -.29 .04 -.51 -.25 -.27 -.38 .73
CQ .54 .41 -.47 .79

Notes: The AVEs are shown on the diagonal in italics.

6.5.2 Structural Model
Our structural model (see Figure 6.2) shows a second-order cultural intelligence 

variable CQ as an independent variable, a mediating variable anxiety, two 

dependent variables communication effectiveness and job satisfaction, and 

three control variables, age, interaction frequency, and social desirability. Model 

fit is good (x2 = 428,161; CMIN/ DF= 1,487; CFI= .936, and RMSEA= .047). Social 

desirability measure is significant for all items, except two items of communication 

effectiveness, PEsl and PEs2 (p = .282, p = .318).

We test our hypothesis 1 to 4b with the help of regression analysis. For an 

overview of all standardized regression coefficients, see Table 6.4.

Test of hypotheses
Hypothesis 1 predicted that A higher level of CQ influences communication 
effectiveness positively. The results which are graphically represented in Figure

6.2 indicate that CQ has a significant impact on communication effectiveness 

(.327, p <, .001). Therefore, Hypothesis 1 is well supported. As expected CQ
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influences communication effectiveness positively.

Hypothesis 2 predicted that A higher level of CQ influences the level of job 
satisfaction positively. Figure 6.2 indicates that the impact of CQ on the level of 

job satisfaction is .537 (p < .001), in support of Hypothesis 2. As expected, CQ 

relates positively to job satisfaction.

Hypothesis 3 predicted that A higher level of CQ leads to a reduction of the 
level of anxiety. Figure 6.2 indicates thatthe influence of CQ on the level of anxiety 

experienced by sojourners is -.539 [p < .001). This supports Hypothesis 3, 

meaning that CQ has a negative influence on the level of anxiety: a higher level of 

CQ goes together with a lower level of anxiety.

Hypothesis 4a predicted that A higher level of anxiety leads to a lower level of 
communication effectiveness. This hypothesis could not be supported. The 

regression weight is very small and nonsignificant {p = .908). This study did not 

find any influence of anxiety on the effectiveness of communication.

Hypothesis 4b predicted that >4 higher level of anxiety leads to a lower level of 
job satisfaction. Figure 6.2 showsapositiveinfluenceofanxiety on job satisfaction 

with a regression weight of .300 (p < .01). Therefore, Hypothesis 4b is rejected. 

Nevertheless, we find an unexpected significant positive relationship between 

anxiety and job satisfaction. We expected that enduring exposure to anxiety 

would have a decreasing influence on job satisfaction; however, we do find the 

opposite relationship, anxiety influencing job satisfaction positively.

6.5.3 Control Variables
Some of the demographic variables, such as contact frequency, length of time 

spent abroad, and status of living when living abroad, showed too many missing 

values and were not used. Other demographic variables such as age, gender, 

frequency of interaction with foreign nationals, first thinking about working in- 

ternationally, and the extent to which one has traveled when being young, did 

not have missing variables and were ready for use.

Age as a control factor has a positive influence on anxiety; standardized 

regression weight is .146 (p < .05). This means that older managers or 

professionals have more problems with ambiguity and stress than younger 

employees. A possible explanation is that the older-generation Chinese managers 

tend not to speak foreign languages very well and were raised in an era of 

communism without signs of capitalistic economic reforms. The younger- 

generation Chinese learned English at primary school (Yajun, 2003) and from 

television, the Internet, and Facebook. Implications from this generational gap 

are that human resources should give attention to training of foreign languages 

and organizing short cross-cultural assignments for this older generation of 

employees.
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Figure 6.2 AMOS model with regression coefficients

..........- relations between control variables and endogenous/ exogenous variables

-----relations between second order construct and endogenous /  exogenous variables

-----relations between CQ dimensions and second order CQ construct

Interaction frequency measures the intensity of interaction with foreigners 

within the multinational company. For this control factor, we find a significant 

standardized regression weight on anxiety of -.203 [p < .004). The standardized 

regression weights of interaction with the other CQ dimensions (MOT, COG, BEH, 

and MC) are high: .939, .744, .853, and .921, respectively with p-values of .001, 

.005, .005, and .005, respectively. Interaction also loads positively on job 

satisfaction (.287, p < .01) and communication effectiveness (.238, p < .001) and 

plays an important role in developing cultural intelligence and reducing anxiety. 

Interaction is a precondition for final cross-cultural adjustment. Gender had no 

significant effect (p = .151). We test for common method bias simultaneously in 

two ways. We relate the unconstrained measurement model to the unobserved 

marker-variable (item Exited: "I get very excited when visiting a concert”). After 

relating the unobserved marker variable to all items in the measurement model 

and after running CFA, we observe non-significant regression weights (.102-216) 

for all marker-item relations. At the same time, as part of decomposition, next to
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the CMB marker unobserved factor, we relate the social desirability observed 

factor to all the items in the measurement model. After running CFA, we do not 

find improvement (even a decrease) of measurement fit (CMIN/DF = 1,837; CFI = 

.916; NFI = .839; RMSEA = .061). This decrease is significant (p < 0.000). We find 

nonsignificant regression weights for the CMB marker variable but mostly 

significant regression weights for the social desirability variable (except 

regression weights between social desirability and MC7, MC5, BEH4, BEH3, and 

COG6). The standardized factor loadings for the items do not change much after 

testing for CMB and social desirability (Podsakoff et al., 2003). Therefore, we 

conclude that there is no significant CMB for this measurement model; however, 

we do find significant social desirability in some of the measures. Therefore, we 

control for social desirability.

6.6 Discussion

From the structural model, we can conclude that CQ has a positive influence on 

cross-cultural interactions (for an overview of all standardized regression 

coefficients, see Table 6.4). In addition, CQ influences the effectiveness of 

communication processes positively. Because communication is a key process in 

developing understanding and adjustment between people of different cultures, 

any ability to enhance this process is important and should be nurtured. 

Confirmation of Hypothesis 2 implies that CQ relates positively to job satisfaction. 

This is an important outcome because job satisfaction functions as a driver to 

continue and sustain communication in cross-cultural interactions.

Cross-cultural interactions can create feelings of uncertainty and anxiety 

because there is not enough information to predict the reactions on behavior in 

a cross-cultural interaction and the unfamiliar cultural codes raise the level of 

anxiety. In these instances, CQ enables a person to better predict culturally new 

situations and suppress the need to make early judgments. The level of tolerance 

toward ambiguity can be raised, reducing stress and feelings of threat or anxiety. 

This study confirms (see Figure 6.2) that CQ has a decreasing effect on anxiety, 

while it increases communication effectiveness and job satisfaction. Therefore, 

cultural intelligence is an important facilitator in cross-cultural interactions. 

There is a neglible effect between anxiety and communication effectiveness: itis 

very small and not significant (-.005, p = .908). We found a positive relation 

between anxiety and job satisfaction.

Uncertainty avoidance creates anxiety (Gudykunst & Nishida, 2001). Because 

uncertainty avoidance is much smaller in China, compared with Japan (Hofstede, 

2001), we may expect the level of anxiety to be lower for the Chinese sample in
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Table 6.4. Standardized Regression Weights of the Relationships within the 

Structural Model after CFA with Significance Levels

Relations Standardized
Regression
Coefficients

p-Values

ANX *- CQ -.455 ***

ANX *- Interact -.203 .004

ANX «- LnAge .146 .028

SAT «- ANX .416 ***

Effect *- CQ .563 ***

SAT <- CQ .630 ***

MOT «- CQ .939 ***

COG «- CQ .744 ***

BEH — CQ .853 **#

MC *- CQ .921 ***

SAT <— Interact .278 ***

Effect«- Interact .238 ***

MOT «- Interact .220 ***

COG «- Interact .154 .011

BEH «- Interact .098 .102

AMC ■*- Interact .100 .106

***p s .001.

this study than for the Japanese sample used in Gudykunst and Nishida's (2001) 

study. The low level of uncertainty avoidance in China may have a moderating 

effect on the relationship between anxiety and job satisfaction. We may also 

assume that job satisfaction for the Chinese sample in this study is rather high 

because working for a multinational company guarantees good payments and 

higher status. This, however, does notyet explain the positive linear character of 

the relationship between anxiety and job satisfaction. However, we may speculate 

that for the Chinese respondents, the higher the anxiety for or fear of the 

unknown, the higher the satisfaction because the ability to master this fear or 

anxiety gives an extra satisfaction boost.

Anxiety is a feeling with a complex double meaning. On the one hand, it is not 

a good advisor when searching for appropriate answers in a cross-cultural 

interaction because it may bias perception and hamper effective communication. 

On the other hand, anxiety makes people feel alert and thriving, stimulating a 

person to act in complex situations. Anxiety is a trigger to feel involved, it raises
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the level of adrenaline in the body, and it stimulates the usage of our senses 

intensively. It enhances curiosity (Tuan, 1979). This motivates people to 

communicate effectively with strangers [Gudykunst, 2005). Gudykunst and 

Hammer [1987) add anxiety reduction processes to the uncertainty reduction 

theory to explain intercultural adaptation. They use this extended uncertainty 

reduction theory to explain intergroup interaction and communication 

effectiveness, termed anxiety/ uncertainty managementtheory. For adventurous 

people, a certain level of ambiguity and uncertainty may give a positive tension 

of excitement leading to a higher concentration and effectiveness. A level of 

anxiety that is too high makes people so uneasy that they do not want to 

communicate with others. A level of ambiguity and uncertainty that is too low 

may in some cases lead to boredom and a lower level of concentration; people 

may become overconfident. This reasoning leads us to predict that anxiety, 

between certain threshold levels, will relate to communication effectiveness 

(negatively, meaning if anxiety decreases effectiveness increases while below 

the minimum threshold and above the maximum threshold anxiety does not 

relate to communication effectiveness; managing anxiety is then not possible; 

communication is blocked.

Anxiety in cross-cultural interaction can be reduced by interacting more 

frequently. This is an important finding with implications for management 

practice. As interaction frequency negatively relates to anxiety and positively to 

CQ, it is important that in order to become more effective, employees need to 

expose themselves to interaction with foreign employees. Organizations should 

stimulate and facilitate interaction of their employees with representatives of 

other cultures. This implies that for international assignments, housing and 

working facilities should be organized in such a way that ghetto forming is 

prevented. Acculturation training could stimulate this by reducing barriers for 

cross-cultural interaction. This is not only true for expatriates; also host country 

nationals working together with expatriates benefit from acculturation training 

with regard to the expatriate's culture. The benefit will be larger if cultural 

distance is larger.

6.7 Limitations

Like most studies, this study contains some clear limitations that need to be 

discussed (Chang et al., 2010).

This research was conducted in a one country sample in Asia. Chinese 

managers working for international organizations in China were approached. 

The translation of the CQS and the TIPI scale were already available. The other
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scales or items were translated into Chinese according to appropriate 

procedures. Because we had no control on the already available translations, 

there could be some flaws into these translations. We collected the data in one 

country only. Data from more countries would have contributed to the strength 

of the findings. Furthermore, we collected data concerning dependent and 

independent variables from the same respondent. Collecting these data from 

different respondents (e.g. manager and supervisor, or manager and subordinate) 

would probably have increased the validity of the findings (Podsakoff et al., 

2003). However, this is not a very common option in this specific study. 

Guaranteeing anonymity is hardly possible when the ratings of the independent 

variables coming from a group of managers has to be matched with the answers 

of their superiors. Giving up anonymity was not a realistic option in this research. 

Besides, a number of respondents was approached via executive MBA programs 

in Chinese universities. To match these executives with their superiors would 

have demanded extraordinary efforts. The gain in number of respondents who 

can answer anonymously outweighs the loss of methodological purity (Chang et 

al., 2010). Another possible limitation is that the CQS scale consists of items that 

are very close in meaning and that these items cannot be distinguished 

appropriately in the Chinese language.

6.7.1 Further Research
We conducted the study in this chapter in China. Most research thus far 

conducted on the CQS was conducted in the United States and in some Asian 

countries (e.g. Singapore). Research making use of European, South-American, 

or African samples would be welcome. This research is a one country study. To 

enable comparative research, more and different country samples should be 

included in future research.

In this study we made use of several control variables, such as education, 

gender, age, time abroad, contact frequency, and interaction frequency. Some of 

these control variables were influential indeed. Interaction frequency 

significantly influenced the dependent variables and reduced anxiety. Other 

variables discussed by Peltokorpi (2008) such as position in the organization, 

employment contract, function or role, type of assignment are interesting and 

may bring new insights after using them as control variables.

Further research with regard to anxiety is necessary. Anxiety is a normal 

feeling in interaction and communication, let alone in cross-cultural interaction 

and communication. Low and high levels of anxiety seem to work counterpro- 

ductively. A certain level of anxiety is a precondition however: it stimulates 

curiosity and concentration. The conditions and the levels under which anxiety 

is not harmful need further research.
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6.8 Conclusion

The study in this chapter contributes to further development of CQ, especially 

with regard to outcome variables such as performance and job satisfaction. To a 

great extent, CQ is a key variable supporting employees working in international 

organizations. Not only expatriates can benefit from developing CQ, but also 

host country employees who come into contact with foreign cultures regularly. 

This large group is often neglected in international research; because they are 

working in their home country it is assumed that they do not have any adjustment 

problems. However, this group also feels tensions when working in a corporate 

culture influenced by the country where the headquarters is located and that is 

distant from their home culture. The combination of anxiety and job satisfaction 

at the same time among the respondents in this study can be explained in that 

these host country employees are highly motivated to work for a foreign 

company because it gives them incentives in the form of status and (higher) 

salary but at the same time feel the tension and anxiety to work with foreign 

managers as a result of intercultural communication barriers. Getting a grip on 

this group's communication effectiveness and well-being contributes to the 

performance of these multinational firms.
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7.1 Introduction

In this final chapter, I present an overview of the answers presented in Chapter 

2-6 to the five subquestions, posed in Chapter 1 of this study. I provide some 

overall conclusions regarding the understanding and development of a GMC 

construct and measurement instrument. To structure this chapter, I first recall 

my research aims as introduced in Chapter 1, reflect briefly on them and then 

answer the five research questions. Secondly, in the discussion part, I discuss 

the further development of the CQ construct and its dimensionality and describe 

the embeddedness of CQ theory in two important studies, one in international 

management and one in sociology. Finally, the limitations of this study, future 

research recommendations, and some reflection on research methods conclude 

this chapter.

7.2 Research aims and research questions

My main reason for doing this study was to get insight into GMCs. Although a 

great deal has been written on this topic, there has so far been no thorough 

overview distinguishing the various constructs; in addition, there is a lack of 

empirical research with regard to the existing constructs. My second aim was to 

explore and develop an instrument for measuring these GMCs. Again, there were 

some instruments before 2007; however, at the beginning of this research most 

of them were neither carefully scrutinized nor thoroughly tested. CQ was a 

relatively new (promising) construct at that time.

The central question of this research is this: How can we define GMCs in 

terms of organizational behavior aptitudes, the KSAOs, with an aim of developing 

a theory, by testing a measurement scale for these global management 

competencies in diverse samples and cultures? The answer to this central 

question can be found by answering the five subquestions presented in Chapter 1.

The first subquestion is: How can GMCs be defined and how can their 

constituent elements and their antecedents be described? Chapter 2 explores 

the different constructs that represent or come close to the broader GMC concept. 

After an initial exploration, we selected four constructs on criteria such as 

representation in academic journals, testing rigor, and relatedness to the GMC 

concept. We analyzed and compared these four constructs, global mindset, 

cultural competence, intercultural sensitivity, and cultural intelligence (CQ). 

Common among the four constructs is that they describe the ability to be 

sensitive to and cope with cultural differences. This was expressed in attitude 

and behavior (for global mindset); in skills (for cultural competence); in
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knowledge, motivation, behavior, and learning (in CQ); and in personality 

(cultural sensitivity). The constructs differ in that some are static (global 

mindset and cultural sensitivity), while others are more dynamic (cultural 

competence and cultural intelligence). Another difference is the focus on 

intrapersonal features (e.g., attitude, personality) in some constructs (global 

mindset and cultural sensitivity) versus a focus on interaction behavior features 

in others (cultural competence and cultural intelligence). A third difference 

involves the relationship with performance; multiple dimensions of performance 

can be related to the construct, such as job-related outcomes and effective social 

interactions (e.g. in CQ studies). After describing the differences among the four 

constructs, we propose a final overall GMC model. This model fulfills, to our 

belief, the need for an up-to-date GMC framework that includes not only 

intrapersonal aptitudes, such as knowledge and skills, but also interaction 

aptitudes, such as behavior. The GMC model takes a ‘doing’ perspective in the 

feature of processing and in 'learning’ rather than a being perspective, reflected 

in a behavioral component. Moreover, it is dynamic, in that we include a 

processing mode, reflecting a continuously active processing, evaluation, and 

adaptation of knowledge and motivation of the individual. Finally, the model has 

both a cultural component (i.e., how to cope with cultural complexity) and a 

strategie component (i.e., how to cope with strategie complexity). When we 

compare the GMC model with the four constructs described previously, we 

conclude that most elements used are derived from the global mindset and the 

cultural intelligence construct. The cultural intelligence construct (Early & Ang,

2003) has four dimensions: metacognition, knowledge of cultures, motivation to 

learn about cultures, and behavioral repertoires that are effective across 

countries; these are all represented into the GMC model. From the global mindset 

construct, we include the dimensions of cultural complexity and strategie 

complexity. We include the dominant component of the intercultural sensitivity 

construct, personality, in our model as an antecedent; although it influences 

GMC, it is not part of the GMC model itself. In summary, we find predominantly 

that the components of cultural intelligence and, to a much smaller extent, 

components of global mindset deliver the building blocks for a coherent and 

dynamic theoretical model of GMC. The components are expressed in basic 

organizational behavior elements that make measurement possible.

The second subquestion is this: What instruments measuring global management 

competencies are available and which instruments are most promising?

Chapter 3 presents an overview of the quantitative instruments currently 

used to measure global management competencies. Not all instruments are 

included in this overview, because some are not available for academie research; 

they are used commercially by consultancy firms, which are a constraint for
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testing their validity and thus inhibits further development. Qualitative research 

formed in many cases the beginning of the scale development process, when 

interviews were taken to inductively develop key terms to be used as variables 

or items in the instruments. We observe a trend in the instrument development 

over the past two decades. From the early 1990s until the early 2000s, research 

instruments often represented more passive aspects, such as attitudes and 

personality traits (e.g., the global mindset scale of Rhinesmith [1991]; Srinivas’s 

[1995] instrument of global mindset, multicultural personality questionnaire 

[Van der Zee & Van Oudenhoven, 2001]), focusingonthebeingside ofrespondents. 

Later instruments developed from 2002 onward (i.e., the Cultural Intelligence 

Scale and Cultural Competences Scale) focus on behavioral, more active aspects 

of competent behavior, such as motivation and behavior, often linked to 

performance. Individual employees in network and transnational organizations 

tend to have more autonomy in their work (Podolny & Page, 1998) but at the 

same time need to make their contribution more explicit. Given this reality, 

future instruments will be required to measure behavioral outcomes, intended 

effort level, and degree of learning, related to performance, rather than 

measuring intention to act or desired attitudes. Byram’s (1997) suggestion to 

use portfolios in which employees record critical incidents from their own 

experience and explain how they reacted to these incidents forms an example of 

a qualitative instrument expressing this active and dynamic aspect. In the 

overview of instruments in Chapter 3, inclusion of a qualitative measurement 

instrument is missing. Although we focus in this study only on the development 

of quantitative measurement instruments, we recommend that complementary 

qualitative measurement instruments measuring tacit aspects of GMC be 

developed. In Chapter 4, we focus on the further development of the GMC, 

focusing on the most prominent instrument: the cultural intelligence scale.

The third subquestion is this: To what extent is cultural intelligence meeting 

its promises in terms of psychometric properties?

Chapter 4 shows the results of a CQ study with a sample of 308 Chinese 

students with substantial international experience. In contrast to earlier 

research (Ang et al., 2007), we do not find a convincing answer on the 

discriminant validity tests of the four-dimensional CQ scale. At the same time, 

we find high correlations between the CQ dimensions, showing strong convergent 

validity. In line with other scholars (Ward et al., 2009), we propose that CQ is a 

two-dimensional construct. The two dimensions are defined as internalized 

cultural knowledge (ICK) and effective cultural flexibility (ECF) with 12 items 

in total. Although further research is necessary, discriminant validity was again 

rather low in subsequent samples used for Chapters 5 and 6 of this study. Because 

the formulation of the items of the CQS is sometimes rather similar (e.g., "I know
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the rules of other languages," "I am conscious of the cultural knowledge 1 apply 

to cross-cultural interactions"), it is doubtful that respondents can make clear 

distinctions between the items in the first two dimensions and the items in the 

third and fourth dimension of the CQS. The first new dimension represents an 

inner cognitive capacity of cultural knowledge, and the second new dimension is 

external and more action focused, a driver for putting effort and expression to 

other people. Ours is not the only research that indicates that fewer dimensions 

should be part of the CQS; Thomas et al. (2008) also assumes a lower number of 

dimensions (three) in their CQ construct. More research with different samples 

from communities from other parts of the world will further shed light on the 

dimensional nature of the CQ construct.

Chapter 4 also investigates the effect of the control variables on the 

measurement model investigated. The control variable respondents' time spent 

abroad has an impact on the inner cognitive dimension but less so on the outside 

more actively focused dimension. Furthermore, we demonstrate that earlier 

cultural experience in combination with frequent interaction with hostnationals 

is important for the development of CQ in organizations. This has implications 

for the preparation and development of employees working across cultures. 

Companies should facilitate opportunities to interact when employees are sent 

abroad or participate in global assignments. Interaction is key to CQ development. 

A final notable conclusion is that CQ is gender related. Female respondents 

showed higher scores on both CQ dimensions. Women are more effective in 

cross-cultural communication, though this effect is moderated by CQ: Because 

of their higher CQ, women probably communicate more effectively. This builds 

further on the gender-related emotional intelligence research, which shows that 

women also score higher on emotional intelligence (Brackett, Mayer, & Warner,

2004).

The fourth subquestion is this: To what extent does the cultural intelligence 

scale (CQS) show measurement equivalence? The call for measurement 

equivalence of instruments used across groups becomes louder (Vandenburg & 

Lance, 2007), due to the accelerating use of instruments across various groups, 

such as gender, age, corporate culture, national cultures, and different ethnicities. 

Chapter 5 addresses this question by measuring the extent to which the CQ 

instrument is equivalent (measuring in the same way) across national cultures. 

In this study, we make use of a Chinese sample and a Dutch sample of students 

with extensive international experience. We find measurement equivalence in 

the CQS; however, only 13 items show this equivalence. Although measurement 

equivalence is a methodological issue that has received attention in academic 

journals (Podsakoff et al., 2003), it is still hardly used in cross-cultural studies 

today. Globalization of business may give the impression of convergence in the
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way to do business; however, reality indicates that, despite the use of modern 

communication methods, misunderstandings are still common in business 

(Marschan-Piekkari, Welch, & Welch, 1999). The use of universal questionnaires 

in international business research runs the risk of ignoring the chances for bias 

and misunderstanding of outcomes. Including measurement invariance testing 

reduces these chances.

The measurement equivalence discussion directly involves the emic-etic 

discussion. The items that are equivalent across the two samples in Chapter 5 

are etic items; they have the same meaning in the two samples of different 

cultural groups (e.g., "I have the necessary knowledge to distinguish between 

cultures"). In contrast, an emic item ("I know the rules for expressing nonverbal 

behaviors in other cultures") is not invariant across cultures and had to be 

deleted from our final scale. It is valid in some countries, not in others. Referring 

to the high-context/low-context distinction Hall (1976) introducés, we argue 

that in low-context cultures, the difference between verbal and nonverbal 

behavior is clear: verbal language is more formal and makes use of explicit 

statements, while nonverbal language consists of more vaguely expressed 

statements that have an implicit informal character, relying on gestures, 

secondary language, and paralinguistic features of speech. For representatives 

of high-context cultures, the distinction between verbal and nonverbal behavior 

is fuzzier, and as such, these representatives will interpret this item differently. 

More testing of items of the CQS will contribute to its extension and refinement 

(Whetten, 2009). Leung (2009,10) suggests that it is "entirely possible that emic 

research can lead to the creation of novel etic theories, which, in turn, highlight 

new areas for emic inquiry." Testing the CQS in different national samples will 

contribute to further development.

The fifth subquestion is this: to what extent does cultural intelligence 

influence cross-cultural communication effectiveness and job satisfaction and 

what is the role of anxiety? This question is answered by testing these variables 

in a large sample of Chinese local managers working for foreign enterprises in 

China? In Chapter 6, we include the CQSplus, adapted from Ang et al. (2007), in 

the questionnaire. As anxiety is playing an important role in cross-cultural and 

global interactions, an adapted anxiety scale is included in this research. We use 

three items that all specify feelings of anxiety and nervousness when interacting 

locally (with local people of a foreign culture). The three items together form a 

strong scale that introducés a new variable, anxiety, to the model.

We tested the CQ construct as part of the research in Chapters 4 and 5. 

Because metacognition items in particular were perceived as weak, we decided 

to add four more metacognitive items to the CQ scale, which then consisted of 24 

items (the CQSplus). The answer to the fifth research question contributes to
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theory development with regard to CQ. Chapter 6 addresses the relationship 

between CQ and performance in cross-cultural interactions. Two aspects of 

performance in these cross-cultural interactions are used as dependent 

variables: the effectiveness of the communication processes and the perceived 

job satisfaction of those participating in these cross-cultural interactions. The 

influence of CQ on the two dependent variables is positive and significant. This 

is a valuable outcome; it shows the importance of CQ for employees’ effectiveness 

for those who regularly participate in cross-cultural interactions: CQ enables 

these employees to be effective in the most important process within a 

cross-cultural interaction, the communication process. Supporting an employee 

to improve his or her communication performance is an important step in the 

improvement of effectiveness of cross-cultural interactions.

In addition, Chapter 6 shows the importance of the relationship between CQ 

and job satisfaction. Job satisfaction is an important dependent variable for 

people working internationally. It makes them want to stay in the organization. 

It reduces staff turnover and helps the employer retain global talent. This will 

positively contribute to the competitive position of the organization. Another 

important effect is the negative relationship of CQ with anxiety. Anxiety or 

stress is a common phenomenon when people communicate; in cross-cultural 

communication, there is more anxiety due to unfamiliarity with the other 

person’s norms and habits. We find that CQ reduces the level of anxiety and so 

contributes to cultural effectiveness.

The role of anxiety is not yet completely clear. In this study of 225 Chinese 

managers in foreign multinationals in China, anxiety has a positive relationship 

with job satisfaction. Although not expected, we can explain this relationship 

with the help of the Anxiety and Uncertainty Management (Gudykunst, 2005) 

theory, which states that anxiety may not only have negative outcomes. Anxiety 

is perceived as producing the adrenaline that activates a person's energy and 

alertness levels. This alertness helps to increase concentration and can so 

enhance performance. In addition, some people seem to like such a high 

concentration level because it can improve their performance and bring them in 

a certain flow (Csikszentmihalyi, 1990). For the Chinese host managers, working 

in the foreign MNE is attractive because these jobs have the high status of these 

foreign (international) firms, a higher salary, and greater learning opportunities. 

Overcoming the tensions and stress connected to working in these foreign MNEs 

brings with it a strong feeling of satisfaction about their job. The more anxiety in 

this process, the stronger job satisfaction will be after overcoming this anxiety 

barrier. Anxiety should of course not exceed a maximum (threshold) level, 

described by Tesser (1980) as catastrophe point.
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7.2.1 Summary of theoretical contributions
Here, I briefly summarize the most important theoretical findings in this 

dissertation.

a) This study sheds light on the composition of constructs representing Global 

Management Competencies (GMC). By defining the elements of these GMC 

constructs and describe them in the form of behavioral aptitudes or 

knowledge, skills, abilities, and other personal characteristics (KSAOs), this 

study makes clear which elements are trainable and which elements are 

more immutable. This makes the model more transparent and practically 

useful (see Chapter 2).

b) By constructing an overview of the various instruments measuring GMC 

and evaluating their qualities it becomes clear which instruments have gone 

through a critical review process and which have not. There are many 

instruments (for an overview, see Chapter 3) and a few have been tested 

critically. We test the Cultural Intelligence Scale (CQS) in Chapter 4,5, and 6.

c) Instead of a four-dimensional model, Cultural Intelligence (CQ) is better 

represented by a two-dimensional model. This is confirmed in Chapter 4 

and 5. As the discriminant validity between the four CQ dimensions was too 

low, two new dimensions, Internalized Cultural Knowledge (ICK), and Effective 

Cultural Flexibility (ECF) were developed. In Chapter 6, discriminant validity 

was also low, which stimulated the use of CQ as a second order construct.

d) The CQS shows measurement equivalence, though only for a number of 

items. This implies that the CQS can be partially used across cultures. New 

items can be developed, as for example in Chapter 6 (the metacognitive CQ 

dimension). Four new items were developed. This resulted in the extended 

CQS, which is defined as the CQSplus.

e) Cultural intelligence has a direct influence on performance; CQ influences 

communication effectiveness and job satisfaction.

f) Cultural intelligence tends to reduce anxiety. Intercultural interactions are 

often accompanied by ambiguity and uncertainty, so feelings of anxiety 

emerge. Anxiety is known to influence performance indicators in a negative 

way, but we found an unexpected positive correlation between anxiety and 

job satisfaction. The influence on communication effectiveness was not 

found to be significant.

g) International experience has a positive influence on CQ among Chinese 

students (Chapter 3); a longer stay abroad positively influences CQ. For 

Dutch students, we found the same relationship, but to a lesser degree. 

Staying abroad increases CQ; however, after a certain period of time (more 

than 3 years), the influence on CQ development diminishes.
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h) Educational level has no influence on CQ (Chapter 3). It seems that CQ is a 
tacit kind of knowledge that is developed by experience and not so much by 
formal training.

i) Contact frequency contributes strongly to the development of CQ and more 
frequent contacts have a positive influence on CQ development (Chapter 4 
and 5).

j) Interaction frequency and international experience contribute to higher CQ 
but also to communication effectiveness and job satisfaction (Chapter 6). 
This supports the ‘contact theory' (Allport, 1954), which claims that individuals 
from cultures where people have more contact with each other display more 
mutual acceptance and adjust more easily. We could not prove that this is 
especially true for those individuals with an open mindset, as our personality 
scale did not show any significant results.

1) Gender influences communication effectiveness positively (Chapter 3); this 
is illustrated by the fact that female Chinese students tend to develop CQ 
more easily than Chinese male students. This is important for international 
management practice, where opportunities for female leaders are still 
limited.

7.3 Discussion

In this section, I elaborate on the conclusions of this study and the implications 
for the further development of the Cultural Intelligence (CQ) construct. Then, I 
embed the development of CQ in two important international management 
theories.

7.3.1 CQ maturation
Current research indicates that the development of Global Management 
Competencies (GMC) is important for international business today. Because 
exposure to international competition is a reality for many small and large 
companies, GMC and more specifically CQ has become an essential part of the 
required basic capabilities of managers and employees. In other words, it is an 
extension to the toolkit of the competencies that managers in international 
business need today. A measurement instrument, such as the CQS (see Chapter 4 
and 5), can support organizations in measuring the level of CQ and so help them 
in selection processes and support managers in evaluating and improving their 
own development.

A second construct representing GMC and referred to in this study (Chapter
2 and 3), the global mindset construct (Arora et al., 2004; Kefalas & Neuland,
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1997) lacked explanatory power due to a failing scale and thus was not further 
included in this study (see reflection on research process, paragraph 7.4.3). The 
global mindset construct is notable as one of the coordinating processes in the 
transnational organization (Evans, 2002). Despite a large number of publications 
in the 1990s and 2000s, empirical research showing evidence of the usefulness 
of the global mindset scale is scarce. Although research by Javidan (2007) on 
global mindset may fill this gap, the scales used in that study are not publicly 
available for academic research. Solving this omission will contribute to further 
understanding of the global mindset construct and its relation to the CQ 
construct.

This study contributes to development of theory with regard to CQ. The 
outcomes of Chapter 6 provide evidence for the role of CQ as a catalyst in the 
process of cross-cultural communication. As communication is central to any 
cross-cultural interaction, CQ is one of the key abilities that needs to be 
developed. Besides, it stimulates job satisfaction. Contributing to both effective 
communication and job satisfaction makes CQ an important competence for 
today’s firms. This legitimates future research to further develop CQ and the 
CQS. But, before making use of the CQS, more research needs to be done to 
further enhance its validity and reliability. From this study it becomes clear that 
the dimensional nature is not yet clear: is CQ best represented by the four 
dimensions developed by Earley and Ang (2003) or by a two-dimensional model 
as concluded in this study? To what extent does CQ cover the entire GMC concept 
or do we need a combination of constructs?

Building further on the dimensionality of the CQS, more research needs to 
be done with regard to the exact meaning of the metacognitive dimension. This 
key dimension needs to be further explored (see also Blasco et al., 2012) and as 
shown in this study (Chapter 5 and 6), more items need to be developed, tested, 
and included (if good enough) to increase its reliability. Comparison with the 
mindfulness dimension, as defined by Thomas (2006) and Thomas et al.’s 
recently developed assessment tooi including metacognition (Thomas et al., 
2012) might enhance the strength of this dimension. Another point of discussion 
concerns the motivational CQ dimension. As CQ is considered to be an ability, the 
role of motivation, as the willingness to put effort into something, seems to be of 
another order, as suggested by Thomas (2006). In addition, research showed 
there is room for personal (e.g. personality) factors that may explain the 
motivation to build cultural competence such as openness (Van der Zee & Van 
Oudenhoven, 2000), inquisitiveness (Rhinesmith, 1991), or curiosity (Srinivas, 
1995). These factors closely relate to ‘motivation to explore the unknown’. 
Further research on motivational CQ and its relation to personality factors is 
needed.
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Another question concerns the criterion and outcome variables of CQ. CQ is 
an important competency contributing to success of international assignees. To 
what extent is CQ a necessary skill for someone sent abroad or can CQ be 
developed while on an international assignment. Caligiuri et al. (2009) expected 
an increase in the number of international assignees and discussed possible 
ways for selecting individuals for these assignments. What is different according 
to them is that you are not so much preparing individuals for a job content but 
more for a job context. Proven qualities in a domestic environment may not work 
in an international environment. For predicting individual success in an 
international environment it was found that psychological and bio-data type 
indicators play an important role for expatriate adjustment and performance 
(Caligiuri et al., 2009).

Another interesting question is: to whom is the development of CQ 
important? Is that only to expatriates or international sojourners? In this 
dissertation we measure CQ for international students from two countries and 
for host country Chinese managers working for foreign multinationals. This 
latter group of host country nationals is an important group as they will soon 
take over responsibilities of expatriates, thus reducing costs. However, as a 
stakeholder they are often overlooked (Toh & Denisi, 2003). More attention for 
this group is welcome (Sinangil & Ones, 1997). Research on host country 
nationals with regard to cross-cultural interaction in multinationals to my 
knowledge is very limited. In this research, we explicitly focus on this group of 
managers for whom internationalization is key and central to their interest.
Not so much professional qualities are key for selection for international 
assignments, it is the attitude towards diversity, tolerance for ambiguity and 
international experience, and feeling comfortable in an environment not 
speaking the host language that are essential for selection. Adjustment is an 
important condition for behaving effectively in a foreign situation. As a criterion 
variable it can function as a dependent or as an intermediate variable.

Dependent variables in this dissertation
In this study we formulated communication effectiveness and job satisfaction as 
examples of performance. According to Mol and colleagues (Mol, Born, & Van der 
Molen, 2005) many expatriate-related research refers to expatriate effectiveness 
as a dependent variable, while not explicating this term very well. They claim 
that many of the dependent variables used in cross-cultural expatriate research 
are in fact mediators or moderators between on one hand predictors of expatriate 
success and on the other hand performance, such as adjustment (Takeuchi, Yun, 
& Russell, 2002) or adaptation (Yavas, 2001). In some of the overview articles on 
expatriate adjustment (Osman-Gani & Rockstuhl, 2009; Peltokorpi, 2008;
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Shaffer et al., 1999; Tsang, 2001), it is assumed that the dependent variable 
equalizes expatriate effectiveness. Only some studies (Hechanova et al., 2003) 
make a distinction between adjustment on one hand as a mediator and 
performance as the dependent variable. Mol et al. (2005) propose to critically 
define proper performance criteria for expatriate selection and training 
practices. They further discuss to what extent it would be possible to use 
performance criteria from domestic job environments in situations of expatriate 
performance. What is missing in domestic performance measures for the 
expatriate environment is the complexity and dynamism of the cross-cultural 
environment (Sinangil & Ones, 1997). Mol et al. (2005) discuss research by 
Pulakos et al. (2000, 2002) who define ‘adaptive performance’ as a promising 
example of a dependent variable representing the job performance subdomain. 
In this dissertation, I focus not so much on the expatriates working in foreign 
multinationals in China but on host country managers in these foreign 
multinationals in China. Although this group of managers is different from 
expatriates, who work in a foreign national culture, these host country managers 
are assumed to finally take over the expatriate's job. These host country 
nationals work in corporate cultures often strongly influenced by the home 
country culture of the multinational and as such also experience cultural 
differences. These host country managers too, need to develop competencies to 
be effective in a cross-cultural environment and as such the same performance 
variables can be used for this group. In this dissertation, I use two dependent 
variables, communication effectiveness and job satisfaction. Taking the eight 
dimensions of the adaptive performance construct of Pulakos et al. (2000) as a 
starting point, communication effectiveness belongs to the dimension 
'demonstrating cultural adaptability’. Job Satisfaction is perceived by Hechanova 
et al. (2003) as a secondary outcome resulting from ‘adjustment’ which is 
described as a primary outcome. Although 'job satisfaction’ is a secondary order 
construct it is not a clear performance measure; in future research, a more 
complete expatriate performance variable could be used by integrating also the 
other seven dimensions of Pulakos’ dimensional model (2000).

Independent variables
Many predictor variables have been used in expatriate research, mostly to predict 
expatriate adjustment, such as prior international experience, predeparture 
knowledge, language competency, self-efficacy, extroversion, association with 
locals, social support (Tsang, 2001), job factors, such as role clarity, role 
discretion, role conflict, and role novelty, organizational support, such as 
logistical support, non-work factors, such as culture novelty, spouse adjustment, 
and individual factors, such as achievement and social self-efficacy (Shaffer et
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al., 1999). Peltokorpi (2008) mentions personality, language proficiency, cultural 
distance, gender of the expatriate, type of expatriate or employment contract as 
predictor variables for adjustment of expatriates. What is missing in these 
overview articles about predictors, intermediate variables and dependent 
variables with regard to cross-cultural effectiveness of expatriates is the construct 
of cultural intelligence. This construct has shown to be related to a range of 
dependent variables, amongst others ‘adjustment’ and 'performance’ (see Chapter 
4). Cultural intelligence can be perceived as a second order construct having 
explanatory power for adjustment, behavior and performance in cross-cultural 
interactions. In this dissertation, I make use of predictor variables such as gender, 
international experience, contact frequency. I also made use of the personality 
variable as a predictor but this variable showed bad results (see paragraph 7.4.3). 
Another concept that can be related to cultural intelligence and used as a predictor 
variable is 'institutional distance'. Salomon and Wu (2012) distinguish formal 
institutional distance that refers to differences between the formal institutions 
between countries and informal institutional distance which refers to differences 
in cultural values between countries. The latter is defined as cultural distance by 
the authors. This is the difference between home-country institutions and values 
and the host-country institutions and values. Institutional distance increases a 
liability of foreignness for the foreign firm and reduces social legitimacy of the 
foreign firm. Foreign firms can imitate behavior of domestic firms to decrease 
liability of foreignness and increase social legitimacy. Another option to overcome 
liability of foreignness is to observe behavior of other firms from the home country 
already settled in the host country and so learn how and what to adapt This makes 
pure imitation of domestic firms less necessary, leaving more room to differentiate 
themselves better from local firms. The development of cultural intelligence 
among managers of foreign firms helps these managers better understand the 
adaptation problems in the host country and so increase their competitive position 
within this foreign market.

Mediating variables
As suggested by Hechanova et al. (2003) and Tsang (2001), adjustment is a 
mediating variable between predictors on one side and performance indicators 
on the other side. For adjustment most researchers use Black and Stephans (1989) 
model of general adjustment, work adjustment, and interaction adjustment, 
although this model lacks clarity, due to overlap between the three dimensions 
(Hippler & Caligiuri, 2009).

What is missing in the discussion so far, is research describing the relation 
between cultural intelligence and its predictors such as personality, cultural 
distance, the role and position of the individual in the firm (expressing power),
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type of assignment, employment contract on one hand, and research describing 
the influence of cultural intelligence on performance variables, such as adaptive 
performance and effectiveness of behavior as the dependent variables on the 
other hand.

7.3.2 CQ-related theories
The development of CQ fits well into the internationalization theory of Bartlett 
and Ghoshal (1989), which proposed a new business configuration, the 
transnational organization, a configuration that forms the final stage in the 
development process of the multinational firm. "The transnational was supposed 
to be able to simultaneously achieve global efficiency, national responsiveness, 
and the ability to develop and exploit knowledge on a worldwide basis" (Ghoshal 
& Bartlett, 1998, 65). As a theoretical model (a configuration or a kind of 
blueprint) it was supposed to meet the future requirements of firms exposed to 
a complex and dynamic environment. It's not only global strategie dilemmas that 
need to be covered; cross-cultural dilemmas also require a strategie answer 
(Hampden-Hirner & Trompenaars, 2006). Dealing with these dilemmas inevitably 
involves ambiguity. Managing a complex organization in an ambiguous environment 
requires the development of a transnational mentality, a mindset that "equilibrates 
integration and responsiveness" (Luo, 2002, 192). Furthermore, coordination of 
such a complex organization is only possible through a portfolio of processes 
rather than through a hierarchical structure, and by shaping people’s attitudes 
across the globe (Ghoshal & Bartlett, 1997). CQ is an essential part of this 
portfolio of processes. It enables people to accept a certain degree of ambiguity 
and deal with dilemmas in an appropriate way. CQ supports the creation of a 
‘transnational mentality’.

Bartlett and Ghoshal (1989) describe three types of managers in transnational 
companies: the operational entrepreneur, who creates new business operations; 
the senior country manager, who develops competencies and makes resources 
available to employees; and top managers, who institutionalize cultural values 
and make strategie deeisions. All three types of managers benefit from CQ: the 
operational managers in developing new products and exploring new markets 
with the help of cultural knowledge, the senior country managers by reconciling 
cultural values as input for their coaching process using motivational and 
behavioral CQ, and top management in creating an inclusive corporate culture 
that makes use of cognitive and metacognitive CQ. Evans (2002) builds further 
on the theory advanced by Bartlett and Ghoshal (1989), defining a specific role 
for strategie HRM in developing the coordination mechanisms for the 
transnational organization. Based on face-to-face relationships, Evans (2002) 
mentions global leadership programs, the use of global teams, global mindset,
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and the development of a corporate culture as the most im portant processes. For 
most of these coordination processes CQ is an im portant and necessary ability, 
in the first place for the face-to-face relationships where effective communication 
is of the utmost importance. Furthermore, CQ is important for global leadership 
and global teams, in the form of behavioral CQ, and metacognitive CQ. And 
finally, for developing an appropriate corporate culture, cognitive CQ, and 
metacognitive CQ are needed.

In addition to embedding CQ in economic or international management 
theories, as in Bartlett and Ghosal (1989) ‘s theory, the development of GMCs -  
and more specifically CQ -  can also be embedded in sociological theories, such as 
Inglehartand Baker’s value study (2000). Inglehartand Baker (2000) developed 
a framework that models the economic development of the western world in 
three phases, relating each phase to dominant values. These authors distinguish 
a 'traditional phase’ with an agricultural economy and what I refer to as 
‘theocentric’ values (where religion is the main criterion for making decisions), 
a 'modern phase' with growing industrialization and modern values, and a 
‘postmodern phase’ with postmodern values. The different types of intelligence 
described in Chapter 3 and 4 can be aligned with two of these three phases. 
During the traditional phase, reasoning involved a central position for God. The 
central values of Christianity dominated decision-making logic, a sort of 
'theocentric’ intelligence. The modern phase, which is dominated by modernization 
and industrialization, made room for the scientific reasoning and rational 
intelligence that replaced theocentric thinking. Scientific research was brought 
into the factory, helping to increase the efficiency of the manufacturing process 
and rational intelligence dominated societal development. Postmodernism, the 
third phase in Inglehart and Baker’s (2000) framework, with a focus on multiple 
perspectives on reality and scope for individualistic expression, supports the 
development of emotional intelligence and cultural intelligence. These two new 
intelligences shape the mindset that is required to manage novel flatter 
organization structures, such as the network organization and the transnational 
organization, offering autonomy to employees and requiring the ability to 
operate in a diverse range of cultures and cope with multiple perspectives.

7.4 Limitations and future research

In this section, I first discuss limitations of this research, then secondly discuss 
generalizability, thirdly reflect on the research process, fourthly describe the 
role of qualitative research with regard to CQ and finally describe suggestions 
for future research.
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7.4.1 Limitations
From a methodological viewpoint, doing research in another culture such as 
China or among Chinese respondents, as described in Chapters 4 -6 ,  increases 
research complexity.

For this study I used quantitative research methods. I conducted two surveys, 
one survey with Chinese and Dutch students and one survey with Chinese 
managers. This study focused on the further development of a quantitative 
instrument. Scale testing and scale development were of primary interest.

To ensure that different language interpretations did not cause bias, we 
translated and back-translated the CQS into Dutch and used the CQS, which had 
already been translated into Chinese (Ang et al., 2007). By using Brislin’s (1970) 
translation/back-translation procedure, we can be confident that we did 
everything we could to prevent language causing bias. This helped improve the 
quality of the translated questionnaire and, as such, contributed to the 
equivalence of the key concepts. However, we cannot exclude bias completely, 
because each language has different options for expressing the subtle nuances in 
the various CQ items. In Chapter 5, the equivalence of the concepts used was 
evaluated; I concluded that some items from the CQS are etic, while others are 
emic. Further research at the item level will help to discover more etic items. In 
addition, qualitative research (Kwanjai, 2010) can be useful in the search for 
new items.

Although I tested the different measures used for our study in China in a 
preliminary sample of international business students in my home university, 
more pretesting among Chinese managers would have been welcome as 
preparation for the study in Chapter 6.

An important limitation of our research in Chapter 4 and 6 is that we 
acquired the data both about the independent as well as the dependent variables 
from the same sources at the same time in one survey, possibly leading to 
common method variance (CMV) (Chang et al., 2010) or self-generated validity 
(Feldman & Lynch, 1988). Chang et al. (2010) distinguish several strategies to 
reduce CMV, some of which should be implemented before the data are 
collectected (ex ante) and some afterwards (ex poste). As described in Chapter 4 
and Chapter 6, we did as much as we can to eliminate CMV, by designing a 
questionnaire with different scale end points, by counterbalancing the order of 
the scales in the questionnaire, by assuring anonymity and confidentiality, and 
by demanding the respondents to answer the questions as honestly as possible 
(Chang et al., 2010). The more obvious solution in Chapter 6, to use other 
resources of information for the different key variables (measure independent 
variables, like CQ scale answers from the manager and measure performance 
scale answers from the supervisor of this manager) was simply not possible. In
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the Chinese culture, with its relatively high power distance and collectivistic 
culture, collecting data from the supervisor and the subordinate manager, would 
have caused problems regarding the independency of the respondents. A high 
level of conformity would have prevented the subordinate managers from 
answering honestly to the survey questions. To guarantee anonymity we have 
decided to make use of self-report questionnaires. However, we tested for common 
method bias afterwards in two ways: we used Harman’s single-factor test (Podsakoff 
et al., 2003) in Chapter 4 and 6, and a marker's variable (Lindell & Whitney (2001) in 
Chapter 6; we further tested for social desirability in both chapters.

Another limitation comes from the use of students in the studies in Chapters 
4 and 5. Notwithstanding the fact that the respondents were mature students 
who had studied and lived abroad, which made them more equipped to interpret 
the questions with regard to cultural experiences, generalization beyond the 
students' level is difficult. Finally, in Chapter 6, we relied on Chinese host country 
managers working in foreign multinationals in China, which may limit the gen- 
eralizability of the findings outside China.

As research involving CQ increases, further CQ related research separating 
measurement of the dependent and the independent variables, such as 
performance and cultural intelligence, and collecting answers from different 
groups of respondents will improve the validity of the results. Although Dutch 
respondents are included in this research, CQ related research in European, 
African, and Latin-American countries is still scarce and should be encouraged.

7.4.2 Generalizability
The studies in this dissertation fill a gap in the CQ research so far. In the first 
place, we answer to the call for including samples of different countries into the 
CQ research and to include samples of managers with mature work experience. 
In the study in Chapter 3, we make use of a large sample of Chinese students 
with intensive experience living abroad. Due to the large size of the sample, 
generalization to the Chinese population of students studying abroad is possible; 
however as the sample is a snowball sample we must be careful. As two students 
coming from the same region in China, used their personal network of fellow 
Chinese students studying abroad, the sample may show bias specifically 
towards this Chinese region. This effect is neutralized to some extent because 
also students were recruited via online overseas communities. In comparison to 
the Dutch student sample used in Chapter 5, the students from the Chinese 
sample stayed on average for a longer period overseas, increasing their ability to 
answer the CQ related questions more appropriately. For the Dutch sample used 
in Chapter 5, the average period living overseas is much shorter, limiting their 
ability to provide appropriate answers to the CQS. Nevertheless, including this
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European sample is a positive contribution to CQ research as so far only one 
other European (Rockstuhl et al., 2011) sample has been reported. The outcomes 
of the studies in Chapter 4  and 5 show that CQ is not perceived as a four-dimen- 
sional model; only two dimensions are distinguished by the respondents, As the 
distinction between the dimensions is not always crystal clear and understanding 
the subtle differences requires careful reading, the two-dimensionality of the 
CQ construct in Chapter 4 and 5 may be a result of less experience of the student 
respondents. Although many of the students in the sample follow management 
studies we cannot generalize the outcomes to the business field. Contrary to the 
samples used in Chapter 4 and 5, the sample used in the study in Chapter 6 
consists of respondents with mature work experience. This enables generalization 
to a population of Chinese managers working for Western multinationals in the 
more developed Eastern part of China.

7.4.3 Reflection on the research process
In our research process, initially two GMC constructs were selected: cultural 
intelligence and global mindset (GM). As cultural intelligence is perceived as the 
most promising construct, we developed CQ further in Chapter 4 and 5. The 
second selected construct with its scale, the global mindset scale (GMQ) (Arora 
et al., 2004) measures the ability to cope with global strategie dilemmas by 
managers working in an international environment. The GMQ is a cognitive 
scale. In Chapter 6, we aimed to contribute to theory development of the CQ 
construct by investigating the relationship between CQ and performance while 
including global mindset as an intermediate variable and personality as an 
antecedent. Research into the relationship between cultural intelligence and 
global mindset is scarce (Levy et al., 2007). Insight in this relationship may 
enhance understanding of the role of the cognitive and meta-cognitive dimension 
in the CQ model in relation to the more cognitive GM construct. When pre-testing 
the GMQ, with 'conceptualization' and ‘contextualization’ as the two dimensions, 
developed by Kefalas and Neuland (1998) and further tested by Arora et al. 
(2004), only 15 items of the original 40  item scale loaded strong enough. Making 
use of th esel5  items of the global mindset scale in our research among Chinese 
managers, this shortened version of the Global Mindset scale showed non-sig- 
nififcant outcomes and bad loadings on the items too, except for 6 items. Of these 
6 items, three items of the contextualization dimension loaded strongest and 
together formed a (short) scale describing feelings of anxiety (with a high 
Cronbach alpha). This new scale was named ‘anxiety’ as the three items all 
referred to feelings of anxiety after being confronted with cross-cultural 
differences. This measurement scale ‘anxiety' showed strong relationships with 
the other variables in the conceptual model.
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The three items together forming the anxiety scale showed close sim ilarity 
to three of the items of the anxiety scale, as developed by Gudykunst and Nishida 
(2001). Although their anxiety scale consisted of 11 items, we decided to 
continue with the three item scale and named it ‘short anxiety’ or SA scale. This 
SA scale showed a Reliability coëfficiënt of .76. Further investigation showed an 
interesting (however not unexpected) relationship between CQ and anxiety and 
an unexpected relationship between anxiety and job satisfaction.

Personality is perceived as an important antecedent of cultural competencies 
(Caligiuri & Tarique, 2009). More insight in its influence is welcome. Earlier 
research with regard to expatriate adjustment claimed an important role for 
personality as an antecedent (Ang et al., 2006; Caligiuri, 2000; Caligiuri et al., 
2009; Oolders et al., 2008; Ones & Viswesvaran, 1999;Thomas, 2006; Thomas et 
al., 2008). To include personality as an antecedent to cultural intelligence, the 
10 item TIPI scale (Gosling et al., 2003), a short version of the Big Five scale was 
used as a measure. The analysis of the testing results of the conceptual model 
that included personality as an antecedent, showed non-significant outcomes 
for the personality scale; this may be explained by the choice of the very short 
TIPI scale although this was promised to have a strong enough validity and 
reliability (Gosling, 2006). The personality construct was omitted from the 
model, due to bad model fit. The model that included the intermediate variable 
'global mindset' and the antecedent 'personality’ showed bad fittoo. Furthermore 
the Cronbach alpha’s for the GMQ and the personality scale were far below the 
threshold level. As a result, in Chapter 6, research question 5 is answered by 
investigating the relationship between the independent variable CQ and the 
dependent variables communication effectiveness and job satisfaction.

7.4.4 The Role of Qualitative Research
In this research my aim was to improve an existing quantitative instrument by 
doing research in different samples of respondents, students from China and the 
Netherlands and managers from China. Lookingback, I would like to reflect briefly 
on the value of quantitative model instruments. As we know from literature, the 
explanatory power of quantitative instruments varies. In this study we found 
significant relationships between the central construct Cultural Intelligence and 
performance measures such as communication effectiveness and job satisfaction. 
These findings teil us that CQ is important. Measuring CQ or improving CQ among 
employees and managers makes sense. It helps people to get insight in their 
abilities to cope with cross-cultural interactions and it provides people with 
information about how to become more effective. Alternatives to measuring CQ 
only in a quantitative way are available, such as the use of assessment centers 
where intercultural interactions can be simulated and evaluated. Observation can
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be used to collect information about behavior and can be evaluated. In-depth 
interviews provide valuable insights too. A combination of these methods will 
enhance the quality of the final judgment with regard to recruiting and selecting 
new employees and advising employees for management development tracks. 
This study focused on the development of a quantitative measure; next steps can 
take a more qualitative perspective to complement this study.

To prepare data collection for the research described in the final study in 
Chapter 6 , 1 made use of the lessons of Stening and Zhang (2007) to gain a deep 
understanding of the Chinese culture by visiting and teaching at universities in 
Beijing and Wuhan. To prepare for my visit to these Chinese universities, 1 
learned some elementary Chinese from my Chinese students. The unusual voice 
tone and the very different rhythm of the Chinese language helped me grasp 
some paraverbal language skills. In addition, I achieved insight into the Chinese 
culture by doing interviews with Chinese managers and professionals in a range 
of multinational companies in Shanghai. In particular, my interview with a 
Chinese manager, who had lived for 10 years in Australia and who suffered 
tremendously from reverse culture shock, was enlightening. His experiences in 
Australia had turned him into a religious person and he became used to long 
vacations and other western habits. This was not appreciated by his family and 
peers after returning to China. Social pressure was put on him to change "back 
to normal". Looking back on this research journey that brought me in China, I 
may have underestimated the process of interviewing Chinese respondents. 
Compared with the interviews with Dutch managers and professionals, there is 
a clear difference in the length of the transcribed interviews. Dutch respondents 
were very willingly to talk about their experiences, their motivations, and their 
decisions. The Chinese respondents, except for the Chinese manager who lived 
in Australia, answered much more to the point with less elaboration in expressing 
motives, convictions, and personal thoughts. In addition to my inexperience, this 
may also be due to the position of the interviewed employees within the 
organization. Whereas the Dutch managers were often country managers or 
mature professionals, the Chinese respondents were mostly first line supervisors 
or younger consultants with less working experience working for a Dutch 
multinational. This less powerful hierarchical position may have led to a feeling 
of greater dependency on their Dutch ‘bosses’ and less autonomy to speak up 
freely. This attitude was not visible from the Chinese manager with Australian 
work experience. The insight gained from these interviews notwithstanding, I 
do not include analysis of the interviews in this study. Further research with 
regard to the em ic-etic nature of the items in the CQS may make use of the 
interview material and extend the discussion started in Chapter 5 on the 
development of a larger number of etic items.
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7,4.5 Future Research
As we saw in the reflection in paragraph 7.4.3 which described the Iack of results 
with the personality scale as an antecedent, further research with personality, 
such as the Big Five construct or the MPQ scale is welcome. Especially, because 
the role of personality seems to be important but is still not completely clear. In 
the same reflection we saw that the global mindset scale has disappointing 
results. Including the global mindset scale which has a cognitive character as an 
intermediate variable could shed light on the role of cognition and metacognition. 
Finally, control variables that show the influence of employment contract (self 
initiated or organization initiated), the country of origin of the international 
assignee (host country national or parent country national or third country 
national) brings knowledge about new forms of international assignees.

CQ builds on the assumption of equality between culturally diverse people. 
In the development of the CQ construct there was no room for power and power 
differences. In that sense, CQ was developed as a neutral construct. The absence 
of the power dimension in CQ research so far can be perceived as an omission. 
Power is a complex phenomenon, yet, it is a key part of workplace reality, 
especially within labor relationships: in manager-subordinate relationships, in 
relationships with professionals, with colleagues, and in the relationship 
between the HR department and the line management of the organization. 
Power could be brought into our conceptual research model as a moderating 
variable. So far, research on power as a variable in the relation between CQ and 
cross-cultural adjustment is very limited (Festing & Maletzky, 2011). Studying 
host country managers instead of home country expatriates influences feelings 
of dependency, which may positively or negatively impact communication 
effectiveness or job satisfaction. Future research, both qualitative and 
quantitative may include this power dimension in its conceptual framework. On 
a macro scale, CQ can also play a role in de-emphasizing the traditional Western- 
dominated perspectives in international business. Development of CQ may 
enhance understanding of the mechanisms that sustain or even enforce 
perceptions of inequality between peoples (or civilizations).

Speculating about the future need for instruments that can be used to 
measure GMC, we may assume that the younger generation of future managers 
will more easily learn the ingredients to participate globally, because of the 
increased use of English, basic computer and internet skills, learning through 
social networks such as Facebook, and a positive attitude to travel. As a result, it 
may be expected that the level of CQ will gradually increase among younger 
generations in many countries; however, we should not underestimate the 
differences in meaning behind apparently (superficially) similar behavior and 
the probable variation in CQ level among these future managers. Despite the
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availability of technological innovations that facilitate gaining online knowledge, 
sharing thoughts, motivations, and behavioral repertoires, the metacognitive 
part of cultural intelligence cannot be easily replaced by technology. The ability to 
reflect and self-monitor will be increasingly important in future work environments. 
It would be interesting to do future comparative research between younger 
generation employees and older generation employees.

Another topic that is gaining ground in international business research is 
the increasing importance of ethics in international and global management 
decisions. Because ethical dilemmas are strongly value laden, interpretations 
will inevitably be context-specific. Ethical reflection is important with regard to 
exploitation of labor, in labor relations, in participation issues, in diversity 
questions, and in the wide variety of labor contracts. This is not only true for 
W estern economies. As emerging economies grow stronger, larger parts of the 
world will face these ethical dilemmas. Ethical decision-making demands new 
competencies; perhaps the concept of 'ethical intelligence' has a chance to be 
introduced in future research. CQ offers scope for an ethical component within 
its metacognitive dimension.

7.4.6 Epilogue
Working on this research has been very inspiring to me. I have had the chance to 
dive deeper in the subject of different cultures and different identities. I have 
experienced what it is to do research among different cultural groups and the 
complexity of doing research across borders. I hope to have contributed to the 
further development of the CQS, which I believe can be of great help to managers 
and employees in general, in helping them understand the processes involved in 
effectively communicating during cross-cultural interactions. In a broader 
perspective, the CQS can be of help not only during interactions between people 
from different cultures, but between any groups that share unique values or 
different identities, such as ethnicities, sub-regional groups within a country, 
and different language or dialect groups. In my own experience in early 
childhood, understanding the mechanisms that play a role when interacting 
with 'others’, the 'stranger' (in my case the 'Limburger’) would have benefitted 
me at the time. Looking back on my early interactions, I expect they have 
positively contributed to my own cultural intelligence development.
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Appendix: English Version: GMC Questionnaire

Introduction
This survey was designed to investigate cross-cultural and global strategie 
behavior among people with experiences of working internationally, and/or 
living in a foreign country. This survey is part of the research of professor Joost 
Bücker at the Radboud University in Nijmegen, The Netherlands. As this survey 
is distributed only among a limited group of individuals your response is very 
important to us. The results of this research are important for the understanding 
of how to develop management competencies in the global arena.

The questions are formulated with great care. Your honest responses are important 
for making sure that the responses actually reflect your beliefs. The survey 
format helps you to answer the questions quickly. It should take you 10 to 15 
minutes to complete the questionnaire. The provided information will be very 
valuable for our research into ‘Global Management Competencies'.
You responses will be treated confidentially. Your answers together with the 
other respondent’s answers will be used only for statistical analysis. If you are 
interested in the outcome of the research, please send a mail to: J.Bucker@fm.ru.nl 

Before answering the questions, please be advised to read each statement 
carefully and select the response that best describes you.

Please respond to all questions quickly and carefully. Your first impression 
is usually your most accurate response. There is no "right" or "wrong" answer. 
Thank you in advance for your support.

Joost Bücker

mailto:J.Bucker@fm.ru.nl


Part la : Cross-cultural effectiveness and satisfaction

How effective do you perceive yourself as to the following activities?

1. How effective are you in understanding colleagues/ clients/ sales people from 
another culture?

2. How effective in understanding colleagues do you think you are, as perceived by your 
colleagues?

3. How effective in understanding colleagues/ clients/ sales people do you think you 
are, as perceived by your boss?

4. How effective were you in expressing your opinion to people from other cultures?

5. How effective were you in expressing your opinion to people from other cultures, 
as perceived by your colleagues?

6. How effective were you in expressing your opinion to people from other cultures, 
as perceived by your boss?



Part lb: Satisfaction

To what extent do you agree with the following statements?

t/s o  5/5
s €

O Sf g
f *n»

7. All in all I am satisfied with my job.

8. I would recommend friends to work for my department.

9. In general, I don't like my job.

10. I am always very excited when going to a classic concert?

11. In general, I like working here.



Part 2: Global Management Behavior

Read each statement and select the response that best describes your capabilities.

1. I am conscious of the cultural knowledge I use when interacting with people with 
different cultural backgrounds.

2. I know the legal and economic systems of other cultures.

3. I enjoy interacting with people from different cultures.

4. I change my verbal behavior (e.g., accent, tone) when a cross-cultural interaction 
requires it.

5. I adjust my cultural knowledge as I interactwithpeople from a culture thatis unfamiliar 
to me.

6. I know the rules (e.g., vocabulary, grammar) of other languages.

7. I am confldent that 1 can socialize with locals in a culture that is unfamiliar to me.

8. I use pause and silence differently to suit different cross-cultural situations.



Part 2: Continued

9. I am conscious of the cultural knowledge I apply to cross-cultural interactions.

10. I know the cultural values and religious beliefs of other cultures.

11. If I visit another culture for my business I try to use all my senses, my ears, my eyes, 
my nose, my hand to grasp about what is behind this peculiar culture.

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

13. When I have a discussion about a certain problem with a colleague or client from another 
culture I look at the problem from my perspective and the other person's perspective.

14. I vary the rate (or tempo) of my speaking when a cross-cultural situation requires it.

15. Ifl meet with a business partner in another culture, I always try to include the person's 
background and environment to find out about his/ her motives.

16. 1 check the accuracy of my cultural knowledge as I interact with people from different 
cultures.

17. After having met people from other cultures I tend to enlarge my knowledge base 
stored in my memory.



18. I know the marriage systems of other cultures.

19. I enjoy living in cultures that are unfamiliar to me.

20. I change my nonverbal behavior when a cross-cultural situation requires it.

21. I know the arts and crafts of other cultures.

22. I am confident that I can get accustomed to the shopping conditions ln a different 
culture.

23. I alter my facial expressions when a cross-cultural interaction requires it.

24. 1 know the rules for expressing nonverbal behaviors in other cultures.
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Part 3. Personality

Here are a number of personality traits that may or may not apply to you. Please 
write a number next to each statem ent to indicate the extent to which you agree 
or disagree with that statement. You should rate the extent to which the pair of 
traits applies to you, even if one characteristic applies more strongly than the 
other.

1. Strongly Disagree 2. Disagree 3. Slightly Disagree 4. Neither Agree nor Disagree 5. Slightly Agree

6. Agree 7. Strongly Agree

I see myself as:
1. Extraverted, enthusiastic
2. Critical, quarrelsome
3. Dependable, self-disciplined
4. Anxious, easily upset
5. Open to new experiences, complex
6. Reserved, quiet
7. Sympathetic, warm
8. Disorganized, careless
9. Calm, emotionally stable
10. Conventional, Creative



Part 4. Transnational strategie attitude/ global mind-set

Read each statement and select the response that you think is best fitting.

V)
oa<JQ

D

1. I enjoy trying food from other countries

2. I think it is necessary today to develop strategie alliances with organizations around 
the globe

3. I get anxious around people from other cultures

4. 1 get veiy curious when I meet somebody from another country

5. We really live in a global village

6. I enjoy reading foreign books or watching foreign movies

7. I find the idea of working with a person from another culture unappealing

8. I believe life is a balance of contradictory forces that are to be appreciated, pondered, 
and managed



Part 4. Continued
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9. When I meet someone from another culture I get veiy nervous

10. I think it is necessary today to develop strategie alliances with organizations around 
the globe

11. I feel comfortable with change, surprise, and ambiguity

12. I become impatient when people from other cultures seem to take a long time to do 
something

13. I have a lot of empathy for people who struggle to speak my own language

14. Contradictors are time wasters that must be eliminated

15. I have no time for somebody trying to paint a broader, bigger picture
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Part 5: Personal Information:

Listed below are a number of statem ents. Read each item and decide whether 
the statem ent is true or false as it pertains to you personally.

True

False

1. I never hesitate to go out of my way to help someone in trouble.

2. I have never intensely disliked anyone.

3. There have been times when I was quite jealous of the good fortune of 
others.

4. I would never think of letting someone else be punished for my wrong 
doings.

5. 1 sometimes feel resentful when I don't get my way.

6. There have been times when I feit like rebelling against people in 
authority even though I knew they were right.

7. I am always courteous, even to people who are disagreeable.

8. When I don’t  know something I don't at all mind admitting it.

9. I can remember “playing sick” to get out of something.

10. I am sometimes irritated by people who ask favors of me.

Part 6: Personal information

1. What isyour nationattty? 

| { Chinese (mainland) J Chinese (Hong Kong] Taiwan Singapore 

I J  other  

2. What isyour gender?  male female

3. What isyour age? ...........years
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4. What is the highest level of education you have completed?

] high school or lower __technical/vocational diploma, _ f bachelor

P i  m aster of science/ arts or MBA , j  PhD . | other..................................

5. What is your religion even ifyou are not currently practicing?

No religion at all ! Muslim Protestant Catholic s Hindu 

Buddhist ) ijew ish Any other religion:...................................

6. Have you everlived outside your home country? 

i yes no (if answer is no, go to question 11)

7. How long have you lived outside your home country in total?
(Do not include holiday time)

less than 3 months 3-6 months ! six months to 1 year 11-3 years 

3-5 years ( T  more than 5 years

8. What is the country you have lived/studied/worked outside your 
home country?

9. How were you living outside your home country the last time you 
lived abroad?

; alone J  with partner/spouse (same nationality) M  with partner/spouse 

(different nationality)! i with family/relatives/friend(s)/other students 

(same nationalities) (*) I with family/relatives/friend(s)/other students 

(different nationalities) (**) [_ both (*) and (**) j  others

10. When you were living abroad, what was your frequency to contact with 
foreigners and foreign cultures?

seldom _ j  occasionally!__| often |__j all the time

11. When didyou first think about working for an international company?

never i I primary school secondary school at university 

during the first years of my working life _ j  later
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12. How many years o f working experience do you have? 

 .year(s]

13. How often do you interact (by phone, e-mail or face-to-face) with foreign  
contacts in your work?

i n o __| never |__s som etim es__; often |__! all the time

14. In which organization do you work now?

15. How many years are you working inyour last organization?

.............................................. year(s]

16. In what department do you work?

17. In what sector do you work?

) ! Profit, serv ice, i Profit, manufacturing f Non-profit/government/ NGO 

I other

18. Did you travel (alone or with family) outside China when you were in 
primary school or secondary/ high school?

No never Sometimes J Regularly Often

19. Do you study at this moment in a part-time MBA program or a similar 
part-time program?

F... No Yes

Thank you for your participation
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Summary

The globalization of business has brought an intensification of cross-cultural 
interaction. Performing effectively in a global environment asks for the 
development of skills and competencies to choose for the proper behavioral 
scenarios that help build up relationships with business partners, clients, 
suppliers, and colleagues. In this study, we describe these skills and global 
management competencies in the form of knowledge, skills, abilities and other 
personality factors resulting in a conceptual model shown in the second chapter. 
Several constructs, finding its roots in international management and 
cross-cultural psychology, are used as a fundament for this model. In the third 
chapter, we first collect and compare a large number of instruments all 
measuring global management competencies and select two instruments, the 
global mindset scale, and the cultural intelligence scale, to focus on. In chapter
4, the validity of the cultural intelligence scale in a Chinese sample is rigorously 
tested to come to the conclusion that the four dimensional scale can be better 
represented by a two dimensional scale with less items and a few newly 
developed ones. The CQS has been used in several countries, such as the U.S., 
Singapore, China, and Iran in single and mixed country studies. However, it was 
only tested once for measurement equivalence (Ang et al., 2007). To enable the 
use of the cultural intelligence scale across borders, in Chapter 5, this scale is 
tested for measurement equivalence in two samples, one Dutch sample of 
students with experience studying and living abroad and a sample of Chinese 
students having lived and studied abroad. Again, only a selection of the items 
loading on a two-dimensional scale is found to be equivalent across these two 
cultures. Chapter 6, contributes to further theoretical development of the CQ 
construct. Data are collected among Chinese managers working in foreign 
multinationals in China. Analysis shows confirmation of the influence of the CQ 
construct on communication effectiveness and job satisfaction. Next, the results 
in Chapter 6 show that CQ is increasing the tolerance for ambiguity and anxiety. 
These conclusions are im portant for international business. It shows that not 
only for expatriates but for anyone participating in cross-cultural interaction in 
business, the development of CQ contributes to a more effective performance. 
As organizations of all sorts and sizes are pushed and pulled into the interna
tionalization process today, development of a broader range of employees is 
necessary to enhance cross-cultural understanding. This may finally result in 
sustainable competitive advantage. In the last chapter, Chapter 1, final conclusions 
are provided and recommendations for further research are given. CQ is shown 
to be embedded in some broader economic and sociological theories and 
speculations on some future developments with regard to CQ are given.
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Samenvatting

Deze dissertatie draagt bij aan de ontwikkeling van het begrip 'global management 
competencies’ (GMC) en aan de ontwikkeling van één van de instrumenten 
waarmee GMC gemeten wordt. Deze GMC maken het mogelijk om mensen en 
processen in internationale organisaties effectief aan te sturen. In de inleiding, 
hoofdstuk 1, wordt ingegaan op de gevolgen van globalisering voor organisaties, 
met name op de ontwikkeling van vaardigheden (competenties) van managers 
en medewerkers. Het begrip 'vreemdeling’ wordt geïntroduceerd. Dit begrip 
staat symbool voor de positie van de 'ander', de vertegenwoordiger van andere 
nationale culturen, iemand die tegelijkertijd ver van ons af en dichtbij ons 
staat. Het opbouwen van een relatie met deze ‘vreemdeling’, vereist specifieke 
vaardigheden. Deze vaardigheden (competenties) kunnen worden aangeleerd 
en er kan selectie op plaatsvinden. In deze studie staat theorievorming met 
betrekking tot GMC centraal. Daarnaast wordt ingegaan op het meten van 
GMC en op de validiteit en betrouwbaarheid van het GMC meetinstrument. In 
hoofdstuk 2 wordt het conceptueel model ontwikkeld voor het begrip GMC met 
daarin de belangrijkste elementen uit de ‘Organizational Behavior’ (OB) 
subdiscipline, zoals kennis, vaardigheden, intelligentie en persoonlijkheidsei
genschappen. Deze elementen zijn reeds gedefinieerd in de OB literatuur en ze 
zijn meetbaar. Dit maakt het conceptueel model tot een bruikbaar model om 
bestaande meetinstrumenten met bijbehorende vragenlijsten te beoordelen. In 
hoofdstuk 3 wordt een overzicht gegeven van die bestaande meetinstrumenten 
met betrekking to t 'global management competencies’. Twee instrumenten 
springen eruit, omdat ze dicht bij het conceptuele model staan: de 'cultural 
intelligence scale’ (CQS) en de 'global mindset scale’ (GMS). Dit laatste instrument 
vanwege de aandacht voor strategische dilemma's binnen organisaties als gevolg 
van globalisering. Dit instrum ent neem ik echter, in tegenstelling tot de CQS, 
niet mee in de testvervolgonderzoeken. De CQS vormt vanwege haar dynamische 
en complete karakter het uitgangspunt voor nader test en ontwikkelonderzoek. 
In hoofdstuk 4 wordt in een steekproef onder 308 Chinese studenten, die 
geruime tijd in het buitenland gestudeerd en gewoond hebben, de CQS getest. 
Wat blijkt is dat de CQS niet bestaat uit vier dimensies zoals verondersteld door 
Ang et al, (2007), maar uit twee dimensies met een kleiner aantal items (12 in 
plaats van 20). Deze dimensies worden omschreven als 'internalized cultural 
knowledge’ en 'effective cultural flexibility’. Tevens blijkt dat in deze steekproef 
vrouwelijke studenten hoger scoren op culturele intelligentie dan mannelijke 
studenten. Dit verklaart de hoger gevonden scores op cross-culturele communi- 
catie-effectiviteit voor vrouwelijke studenten in dit onderzoek. Het niveau van 
onderwijs genoten door de respondent blijkt geen invloed te hebben op de
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ontwikkeling van CQ, hetgeen betekent dat CQ meer een soort ‘tacit knowledge’ 
is dat aangeleerd wordt door ervaring en minder door formele scholing. Ook 
blijken contact-frequentie met 'locals' (lokale collega’s en personen buiten het 
werk) en tijd doorgebracht in het buitenland, een positieve invloed op de 
ontwikkeling van CQ te hebben. De CQS is ondertussen in diverse internationale 
onderzoeken getest, in de Verenigde Staten, in Singapore, in Iran en diverse 
andere landen. Met uitzondering van een eerste onderzoek door Ang et al. 
(2007) blijkt dat in geen van deze vervolgonderzoeken in andere culturen 
'measurement equivalence' gemeten wordt. In hoofdstuk 5 wordt ‘measurement 
equivalence’ (het meten van gelijkwaardige begrippen in de verschillende 
culturen die betrokken zijn in het onderzoek) wel onderzocht voor de CQS. 
Hiertoe wordt de CQS in een tweede steekproef maar nu onder Nederlandse 
studenten (299), met minimaal drie maanden buitenlandervaring, opnieuw 
getest. Ook in dit onderzoek blijkt het huidige vier dimensionale model niet te 
voldoen en wordt het alternatieve tweedimensionale model met minder items 
gebruikt. In hoofdstuk 6 vindt theorieontwikkeling plaats met betrekking tot 
het CQ model. Onderzoek is gedaan onder 225 Chinese managers werkend voor 
buitenlandse multinationals in China (zogenaamde ‘local managers in host 
country subsidiary’). De resultaten van dit onderzoek ondersteunen de 
veronderstelling dat CQ een positieve invloed heeft op zowel communicatie- 
effectiviteit als op arbeidstevredenheid van de respondenten. Daarnaast heeft 
CQ een negatieve invloed op 'anxiety’ (angst); culturele intelligentie leidt tot 
angstreductie bij deze Chinese respondenten. Culturele intelligentie blijkt dus 
niet alleen voor ‘expatriates’ van belang maar ook voor de lokale (in dit geval 
Chinese) managers in de (in dit onderzoek meestal westerse) multinationale 
ondernemingen in China. Geslacht blijkt in dit laatste onderzoek geen invloed te 
hebben op CQ. Leeftijd heeft wel invloed, namelijk een negatieve invloed op 
culturele intelligentie. Oudere werknemers (en managers) in China hebben 
een grote achterstand, zowel in Engelse taalvaardigheid als in communicatie
vaardigheid met niet-Chinese collega's. Voor hen is taalontwikkeling maar ook 
cultuurtraining van groot belang. Ook blijkt dat er een sterke invloed uitgaat van 
de mate van interactie tussen de Chinese managers en de niet-Chinese collega’s 
op de ontwikkeling van culturele intelligentie. Dit betekent dat uitzending 
(expatriation) van werknemers naar het buitenland op zichzelf niet voldoende is 
om culturele intelligentie te ontwikkelen. Dit wordt echter wel in de literatuur 
gesuggereerd. Een belangrijke voorwaarde is dat er voldoende interactie 
plaatsvindt met lokale collega's of personen buiten het werk met een andere 
culturele achtergrond. Het wonen in westerse of monoculturele enclaves of 
‘compounds’ werkt daarom veelal remmend op de ontwikkeling van culturele 
intelligentie.
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Als laatste wordt er een onverwachte samenhang gevonden tussen de variabele 
'anxiety’ (angst) en arbeidstevredenheid. Een grotere mate van 'anxiety’ of 
angst blijkt samen te gaan met een hogere mate van tevredenheid op het werk. 
Dit onverwachte en met eerdere conclusies tegenstrijdige resultaat is moeilijk 
te verklaren. De Chinese managers (werkend in China voor buitenlandse 
multinationale ondernemingen) voelen mogelijk enerzijds onzekerheid en angst 
als gevolg van het werken voor niet-Chinese managers en collega’s. Anderzijds 
blijken deze Chinese managers tevreden te zijn met hun werk: de mogelijkheid 
to t leren, het hogere salaris, de hogere status van hun werk bij de westerse 
multinationale ondernemingen en het kunnen aangaan van grotere uitdagingen, 
wegen blijkbaar (ruimschoots) op tegen de tegelijkertijd toegenomen onzekerheid 
en angst. Het regelmatig overwinnen van deze ‘anxiety’ of angst leidt mogelijk 
tot een steeds toenemende mate van arbeidstevredenheid.

In het laatste hoofdstuk, hoofdstuk 7, worden de uitkomsten van het onderzoek 
samengevat en vindt reflectie plaats op zowel de uitkomsten als op het onder
zoeksproces. Ook worden er aanbevelingen voor vervolgonderzoek gedaan, 
naar bijvoorbeeld de invloed van persoonlijkheid als antecedent op culturele 
intelligentie en naar andere vormen van prestatie als afhankelijke (uitkomst) 
variabele.
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Op basis van proefschrift:
De duur van de uitzending van 'expatriates' heeft nauwelijks invloed op de 
ontwikkeling van culturele intelligentie.

Vrouwelijke studenten hebben een hogere culturele intelligentie dan mannelijke 
studenten.

Naast de 'expatriate' heeft ook de lokale 'host' manager baat bij de ontwikkeling van 
culturele intelligentie.

Onderwijsniveau heeft nauwelijks invloed op de ontwikkeling van culturele 
intelligentie.

Culturele intelligentie verlaagt het stress niveau bij internationale managers. 

Culturele intelligentie leidt tot groter werkplezier.

Interactie met 'locals' is de motor achter de ontwikkeling van culturele intelligentie.

Erasmus studenten belemmeren eigen ontwikkeling van culturele intelligentie door 
internationale 'getto' vorming in hun huisvesting.

Stellingen niet gerelateerd aan proefschrift:
Het feminisme heeft destijds de kans laten lopen de militaire dienstplicht ook voor 
vrouwen op de agenda te zetten.

Met de keuken verdwijnt de ziel uit de verzorgingshuizen voor ouderen.

Het positieve resultaat van de invoering van bladblazers voor 
plantsoenmedewerkers is een verhoogde status.

Tattoos zijn ook voor academici geen taboe meer.

Wilders' haat tegen buitenlanders is gebaseerd op negatieve sublimatie van 
Limburgs oud zeer tegen alles wat van "boven' komt.

De prijs van de plofkip weerspiegelt de mate van respect voor dit dier.
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