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ABSTRACT 

 

During the last years, due to the globalization markets become more and more 

involved in an international level. Cultural diversity in the workplace is something 

common nowadays, it involves countless benefits for the companies and the other 

professional contexts. While simultaneously, it involves conflicts and 

misunderstandings therefore it is more and more required to get people able to deal 

with different cultures. The main purpose of our Thesis is to study the process 

through which an individual becomes able to deal and work with different cultures. 

In other words, we pretend to discover how someone can become culturally 

intelligent.  

  

This thesis has been conducted using the Grounded Theory method. By analyzing 

the data we have collected throughout eight interviews from different culturally 

intelligent people and the data we have obtained by reading literature, we came with 

the idea that the process for becoming culturally intelligent is composed by three 

elements: the first one is related with the individual, the second one is related with 

the interaction of the individual within a multicultural group and the third one is 

related with the benefits and disadvantages that emerged while someone is working 

with different cultures.  
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CHAPTER – I – 
 
 

INTRODUCTION  

 

1.1. Research Context 

During the last century we have witnessed a process in the world called globalization. 

We understand globalization through the economic, political, social, cultural process 

which permits a better economic interrelation between the different countries. The 

main factors of this process are the evolution of technology, the geopolitical 

restructuration after the Cold War and the trade opening. 

 

The effects of the globalization are sensed in many aspects, such as the demography, 

culture, education, politics and the most important field for our research, the 

economy.  Globalization is characterized by many caused economic phenomena. As 

Reich (1998, p.10) argues, these phenomena “include the liberalization and 

deregulation of markets, privatization of assets, retreat of state functions (particularly 

welfare ones), diffusion of technology, cross-national distribution of manufacturing 

production (foreign direct investment), and the integration of capital markets”. In the 

professional world, globalization has many implications. One of them is related with 

the job market. Globalization facilitates the free movement of capital from one country 

to others. Therefore, companies now have the opportunity of hiring employees from 

all around the world. So, nowadays in companies we can find employees from 

different cultures. Enterprises must be able to manage the cultural diversity within 

groups in order to create an efficient and productive teambuilding. For achieving this 

extent, people must be aware of their frame of references and acquaintances, what 

does culture mean? What does cultural diversity imply? 

 

“Culture is that complex whole which includes knowledge, beliefs, arts, morals, law, 

customs and any other capabilities and habits acquired by a human as a member of 

society” (Tylor 1871, p.36). Culture is the overall distinction through which a person 

or a group expresses its humanity and the sense it gives to its existence and 

development. On the one hand, culture can exist under the form of cultural 

community, represented by a group of people sharing identities in common that they 

aim to preserve and develop. On the other hand, culture can also be defined as an 
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identity gathering all the cultural references through which one person defines itself, 

its personality, its way to communicate, its way of life; allowing the distinction from 

one individual to another. Culture is most often related to the concept of diversity, 

according to Oxford Dictionary (2010, p.425), cultural diversity is translated as “the 

existence of a variety of cultural or ethnic groups within a society”. The existence of 

a range of cultural groups is not merely present within a society, due to the 

globalization; it evolves at the same time within companies’ environment. The 

enterprises forming multicultural teams encounter more decisional process based on 

creativity and innovation emerging from different point of views, perspectives and 

backgrounds. Those multicultural teams use their differences as an advantage for 

diversifying the action’s fields, achieving new goals, always supported by a long term 

vision. On the contrary, having multicultural teams is not always easy to manage, in 

fact, it can be seen as a disadvantage in the sense that people have different cultures, 

so different way to communicate and different perceptions. Thus, it might create 

misunderstandings and conflicts, and so decelerate the group, impact on the profit 

of the company. So as to avoid and overcome the plausible conflicts and 

misunderstandings, companies and other fields within professional context have to 

get culturally intelligent people for managing the group and take advantage of the 

differences instead of doing the contrary. 

 

For this purpose, more and more enterprises have realized the positive effects of 

multiculturalism teams and so carry out the actions to exploit all the benefits derived 

from it. Managing cultural diversity properly may become one of the challenges that 

some companies have to face nowadays. To this extent, we have to keep in mind that 

for some companies having multicultural teams is a huge advantage in the strategies 

and for the enterprises’ sustainability, but for others managing multicultural teams 

becomes an inconvenience due to the misunderstandings and conflicts that may often 

occur.  

 

According to Peterson (2004, p.53), “Cultural Intelligence is the ability to exhibit 

certain behaviors, including skills and qualities, which are culturally tuned to the 

attitudes and values of others”. In that sense, cultural intelligence represents the 

competence of managing cultural situations that an individual has acquired 

throughout his existence by travelling to another country, working with or being 

surrounding in the private life by people from different cultures. Being culturally 

intelligent emphasizes the capability of working in different cultural contexts as 

adapting the behavior according to the culture. As a leader, follower or even co-



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

3 

worker, the aim is to build connection through intercultural interactions so as to 

create healthy relationships and reach the goals. Within the workplace as in private 

life, culturally intelligent people are open minded, able to understand different points 

of views and the perception of others.  

 

As taking part in a global context that evolves swiftly, companies recognize the 

necessity of integrating the culture as a strategic element in national and 

international development policies. Structures need people able to “make oneself 

understood and to create a fruitful collaboration in situations where cultural 

differences play a role” (Plum 2007, p.1). In other words, the knowledge of other 

cultures is an added value when we come to work and communicate with peers 

having a different culture than ours. The challenge is to think differently and to 

manage those differences into strength. In this constantly changing economic world, 

where competition is fierce and sustainability of a company is often questioned. 

Cultural issue becomes one of the major development challenges for the years to 

come. Indeed, it turns out to be strategically interesting to review the human resource 

value by integrating culturally intelligent people that dare to use all tools available, 

impregnate all cultures and contexts that surrounds them, for thinking out of the 

box and revisit the leadership. 

 

1.2. Research Questions 

Corbin and Strauss (2008, p.25) define the research question as “a statement that 

identifies the topic area to be studied and tells the reader what there is about this 

particular topic that is for interest to the researcher”. 

 

In our thesis we want to analyze and interpret the concept of Cultural Intelligence. 

At this time, many books and investigation are made in order to learn what Cultural 

Intelligence is, but nevertheless not many of them are focused on the process and the 

stages for becoming culturally intelligent. Our purpose is to study this process from 

the culturally intelligent interviewees’ point of view, the different experiences and 

actions conducted in order to deal and face cultural differences. In addition, all these 

theories about Cultural Intelligence are always focused on leaders’ position, and not 

enough on followers and co-workers’ positions. As a consequence, we have found 

interesting to investigate in these three sides, compare the findings with the literature 

and create our own theory. Moreover, after discussion, we have realized that the 

concept of Cultural Intelligence is not always related with business. So with hindsight 
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we have decided to not only focus on cultural differences within managerial 

companies, but also within other fields, such as associations, sports teams, 

educational systems. We consider those different fields equally interesting for our 

thesis. 

 

Therefore, with our research thesis we want mainly to answer the following question:  
 

 What are the different aspects that the process for becoming a culturally 

intelligent leader, follower or co-worker encompasses? 

 

1.3. Objective and Purpose of the Study: 

The purpose of the research is for, the reader as for ourselves, to get a better 

understanding of the concept of Cultural Intelligence in the workplace, in particular 

within the position of a leader, follower and co-worker. Moreover, we also want to 

highlight the process for an individual so as to acquire the cultural intelligence’s 

proficiency. As we have mentioned before, more and more companies and other fields 

within professional context have started to implement multicultural teams within 

their structures. As a matter of fact, we think that all the investigations and 

observations we will present in this thesis will be useful for all leaders, followers and 

co-workers who would like to manage a multicultural team, to know how to behave 

and find a position in a multicultural group or how to deal with multicultural leaders.  

 

On the one hand, the study will give the leaders information on how to manage 

different people from different cultures, to manage potential conflicts they may 

encounter in the workplace, to adapt the behavior and the communication with a 

multicultural team, to deal with the influence of the cultural differences on the 

leaders’ skills and performance, to create its own leadership style. On the other hand, 

the research will enlighten the followers – co-workers on the way to be integrated, 

finding a position within a multicultural team, and overcoming the 

misunderstanding. Finally, throughout the theories, interviews and observations, we 

would like people reading our thesis able to identify their own level of cultural 

awareness and cultural style so as to enable them to improve their communication 

skills, to analyze and reflect on cultural norms and differences. 
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1.4. Structure of The Thesis: 

Our research project is divided into six parts as the following. The first one is the 

introduction, in which we have stressed the context and explained the overall 

message of our research thesis to make the reader understand the choice of our topic 

and familiarize him with our findings. Moreover, we have defined the purpose, the 

aim of the research and the research questions in order to keep in mind the focus of 

the investigation as the results we want to come up with. The second part highlights 

the theoretical framework that illustrates our subject. Furthermore, we present and 

analyze the main concepts related to our subject. The third part is based on the 

presentation and the explanation of the chosen methodology, followed by the process 

stages for collecting information. Regarding the fourth part, it aims to introduce the 

empirical findings and the conducted interviews of culturally intelligent people. The 

fifth part enhances our own theory made by answering the research questions 

through the data collected. Finally, the sixth part relates the conclusion of our thesis 

and the recommendations given based on the research and discovery we have 

encountered. 
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CHAPTER – II – 
 
 

LITTERATURE REVIEW 

 
This second chapter is devoted to different definitions of the concepts that will be used 

throughout this thesis. Indeed, to delineate our work, we found necessary to conduct 

a non-exhaustive definitional exercise but on precise concepts in order to limit the 

ambiguities inherent in certain concepts. After each synthesis, we will provide the 

perspective in which our research is, with the aim of clarifying the overall direction 

of our work.  

 

 

2.1. Definition and Discussion of Key Concepts 

2.1.1.  Culture 

 

For centuries, many theories have been developed about culture, each took charge of 

developing the concept of culture, to set it on observations and from different 

assumptions. This may simply be due to contextuality concepts and their emergence 

in more or less remote epochs. Indeed, only in social sciences area, the diversity of 

meanings and usages seems infinite, which leaves room for a multitude of definitions 

in the middle of XIXth century by several scientists as anthropologists, sociologists 

or psychologists (Kroeber & Kluckhohn 1952, p.24). So for this reason, it is important 

to do a summary genesis of this notion. This historical perspective aims to capture 

the diversity acceptances and debates the notion aroused. We will limit ourselves to 

the definitions that seem relevant for our thesis. The first who realized its own precise 

and complete definition of this term is Tylor (1871, p.36). According to him, Culture 

and Civilization are a “complex whole which includes knowledge, beliefs, arts, morals, 

law, customs, and any other capabilities and habits acquired by a human as a 

member of society”. He wanted to imply that the concept of culture and civilization 

was linked by the fact that any human being with the ability to live in community 

possessed a culture, socially acquired and globally shared by being part of a group 

forming an entity. Subsequently, Malinowski (1931, p.47) develops the concept of 

cultural anthropology by affirming that culture “includes technical, artefacts, 

production processes, ideas, habits and inherited values”. He argues that all 

components of a society give rise to the formation of a well-balanced system. Culture 
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represents everything that an individual has acquired through the society and all that 

is transmitted during the socialization process. It would be a set of beliefs, customs, 

morals, consumer goods that regulate social groups and any other habit acquired by 

human as a member of the society for which he lives. 

 

The concept of “culture” has long time been overshadowed in entrepreneurial 

management. Hofstede (1994) mentions that in the fifties and sixties, most 

government researchers defined management as an activity based on universal 

principles. This approach has long been conveyed both in the business world but also 

in the academic field, which no doubt was reinforced by the globalization of business 

phenomena, the internationalization of increasingly large companies. Among the 

many definitions that differs from the American anthropologist Kluckhohn (1952, 

p.78), he defines culture as the following: “Culture is the way of thinking, feeling and 

reacting to a human group, mostly acquired and transmitted by symbols, and 

representing its specific identity: it includes concrete objects produced by the group. 

The heart of culture consists of traditional ideas and values attached to it”. This 

anthropological definition highlights the visible elements (dress fashion, arts ...) and 

others who are not, norms and values. Bollinger and Hofstede (1987, p.27) defines 

culture as “the collective programming of the mind breathed in that distinguishes the 

members of a class of men over another”. Meanwhile, Northhouse (2007, p.302), 

defines culture as “the set of learned beliefs, values, rules, standards, symbols that 

are common to a group of people”. 

 

According to Lederach (1995, p.9), culture “represents the knowledge and systems 

created and shared by a number of people to perceive, interpret, express and respond 

to social realities”. Faced with these many definitions, we refer to that Lederach 

(1995). The latter presents culture as a set of knowledge, skills, life skills, on a 

cultural universe. As noted Linton (1977, p.32), “there is no society, or even individual 

uneducated”. Therefore, culture is acquired, learned and internalized. That 

structures and determines the behavior of the individual. Indeed, culture is at the 

same time a function for the social cohesion and the integration of an individual. In 

this sense, culture would need to strengthen the cohesion of a group, to give an 

explanation to what connects and unites humans together, even if that link come 

from a geographical or workplace context. Moreover, culture enables the integration 

of individuals in a group. First, because of the values and standards supported by 

the community that the individual already shares, making a favorable environment 

to the integration; and secondly, the acceptance of a new member by the existing 
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group remains hostile if they are already aware that the individual shares the same 

values and beliefs. 

 

2.1.2.  Cultural diversity 

Diversity is a concept increasingly used both in academia and in the strategic 

direction of the companies. The discourse around the concept of diversity have 

become ubiquitous as whether to specify its boundaries, questioning his 

management in companies or to question its place in our societies (Barth & Falcoz 

2010, p .84). 

 

Interest in the concept has not escaped the field of management science as evidenced 

by the many writings on the latter in particular the last two decades. Beyond the 

analysis of the impact of culture on managerial practices, our research also analyzes 

the role and impact of cultural diversity in a professional context (businesses, 

associations, sports groups and schools) to highlight its effects, whether positive or 

negative. Note that cultural diversity is not the subject of a unanimous definition, 

therefore, at first we will enumerate the different meanings of this notion. Then we 

will identify the origins of cultural diversity in companies. So what do we mean by 

diversity in a professional context? 

 

Corporate diversity refers to the diversity of the staff that is to say, a number of 

attributes related to staff. These attributes can be ethnicity, age, sex, religion, beliefs, 

experience, skills, etc. This thesis focuses on cultural diversity or, more precisely 

ethno cultural diversity. Note that we use the term "cultural diversity" throughout 

our work with the same meaning as the term "ethno cultural diversity". According to 

the simplest definition, it represents the plurality and coexistence of diverse cultures 

within a society. In this sense, the "ethno cultural diversity" represents our thesis 

plurality and coexistence of diverse cultures within a group of individuals. 

 

Cox (1994) defines cultural diversity as a performance in a given system of individuals 

and groups from different cultural affiliation. Cultural diversity refers to the fact that 

groups of people do not share the same interpretation of reality systems and the same 

reference standards, beliefs or values. It also means that two groups may have 

different ways of thinking, acting and reacting (Davel et al 2008, p.430). For example, 

the conflict may be perceived by a group, as a healthy, natural and useful or on the 

contrary as an evil to avoid destructive. According to Schermerhorn et al (2002, p.76), 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

9 

“the diversity of labor resulting from differences in the individuals that compose 

compared to their socio-demographic characteristics such as sex, race, ethno 

cultural, age, sometimes even marital status, family and religious”. Increasingly, 

companies are very interested in this concept and its implications. The growing 

interest of human resource diversification strategies enables businesses to respond 

to customer expectations, improve its image and legitimacy (Cox et al 1991, p.98). 

 

This means that public and private organizations will progressively become 

multicultural entities which manifest the cultural characteristics of its members. 

Therefore, cultural diversity is a major challenge for these organizations. Many 

studies have highlighted the advantages and disadvantages of cultural diversity in 

the workplace (Chevrier 2000; Adler 2002). However, to take advantage of this 

cultural diversity, it is essential to adopt effective intercultural management (Adler 

2002, p.45) which will be based on management strategies to identify and manage 

potential conflicts. 

 

2.1.3. Cultural Intelligence 

Cultural Intelligence is one of the several forms of intelligence that exists. One 

definition of this concept might be the following: “Cultural Intelligence means being 

skilled and flexible about understanding a culture, learning more about it from your 

ongoing interactions with it, and gradually reshaping your thinking to be more 

sympathetic to the culture and developing your behavior to be more skilled and 

appropriate when interacting with others from the culture” (Thomas & Inkson 2009, 

p.16). 

 

Plum (2008) and, Thomas and Inkson (2009) point out three elements that can be 

found in Cultural Intelligence’s concept: the cognitive element, the emotional element 

and the action component. The first one, the cognitive element, includes the 

knowledge “about what culture is and how it varies and affects behavior” (Thomas & 

Inkson 2009, p.41). It involves to be aware of the existence of differences between 

cultures and to know the specific characteristics of your own culture and the one of 

others (Plum 2008, p.27). This is useful to know that the others’ behavior during the 

cultural encounter might not be the same as yours, so it is important to be aware 

and to understand the possible differences that can emerge when you meet someone 

from a different culture than yours. The second component of Cultural Intelligence is 

the emotional component, it means to pay attention to others’ reactions, observations 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

10 

and reflections during the cultural encounter. It will serve to understand what is 

happening in this kind of encounters, why the behavior of the other individuals is 

different from yours, so as to avoid the possible misunderstandings. Furthermore, 

this second component put also forward the predisposition and motivation that 

someone has towards the cultural encounter. The predisposition to learn and the 

curiosity during the cultural meeting will be useful in order to facilitate the next one 

and to not repeat the failures that have been made in the first one (Plum 2008, p.25). 

Moreover, the third component of the concept Cultural Intelligence is the action, the 

cross cultural skills. It is not enough to have knowledge about the culture differences, 

to pay attention and reflect during the cultural encounter; indeed, it is also necessary 

to have a good performance as Thomas and Inkson (2009, p.56) highlight. This 

component entails to put into practice the two other components in a practical way 

and this effect requires some skills as empathy, tolerance, or adaptability (Thomas & 

Inkson 2009, p.60). It means that the three components have to interact between 

each other involving different ways of expression. Thinking and being cautious before 

acting is included in these three elements. Further, it implies to adjust the actions to 

each cultural encounter as each one is unique (ibid, p.61). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.1.3. Components of Cultural Intelligence (CQ) (Thomas & Inkson 2009, p.45) 
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2.1.4. Leaders and Followers – Co-workers culturally intelligent 

After studying what Cultural Intelligence is, we would like to study how leaders and 

followers apply the competence to their daily work. As we have signalled before, 

nowadays most of the professional contexts need culturally intelligent people, so it 

includes both leaders and followers. 

 

Leadership is a complex concept which results difficult to carry out and becomes 

more complicated when it is developed in multicultural environments. As Thomas 

and Inkson (2009, p.109) explain a leadership style that work for one situation does 

not need to be effective in all the other situations. Indeed, the leadership must be 

adapted to each one. That is why a leadership that works and fits with one culture 

may not be effective with others. Culturally Intelligent leaders adapt their leadership 

style to the followers’ culture led. A Culturally Intelligent leader “will be able to provide 

a vision, engage other´s motivation and model behaviour in ways consistent with the 

culture and values of the followers” (ibid, p.125). It is true that a universal style of 

leadership which fits with all the cultures does not exist, but if leaders apply the three 

components of Cultural Intelligence (knowledge, mindfulness and skills) when 

leading, it becomes much easier. The expectations that followers have of the leader 

depend on their cultural backgrounds. That is why Culturally Intelligent leader 

should be able to “find a leadership style that strikes a balance between his or her 

preferred (normal) style, the expectations of followers and the demands of the 

situation” (ibid, p.127). 

 

Not only leaders but followers and co-workers have to be culturally intelligent while 

working with people from other cultures in professional context. They have to work 

in teams, therefore they have to be able to understand each other and simultaneously 

have to be able to understand their leader.  The culture has an influence on the 

working method that each person has, that is why nowadays culturally intelligent 

followers and co-workers are required while working in an international environment. 

 

2.1.5. Intercultural Management 

“Faced the globalization of markets and competition, companies are forced to revise 

their international development strategies” (Barmeyer & Mayrhofer 2009, p.109). In 

a context of globalization, companies realize there are synergies between cultures that 

can lead to increasing the effectiveness of work teams, which tends towards the 

notion of intercultural management. Businesses have the ambition to improve the 
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interaction between carriers of different cultures within teamworks in order to 

minimize the impact of the differences for the good running of the company and 

benefit from the potential resources offered by each culture (Colovic & Mayrhofer 

2008, p.38). 

 

The current situation of diversification of the workforce as well as the globalization of 

the economy promote the development and the increase presence of cultural diversity 

within companies and other professional sectors (associations, sports clubs, 

academic institutions, etc.). According to Dupriez and Solange (2002, p.125), 

“intercultural management is seen as a management form capable of knowing the 

existence of different cultures, to integrate the values on which these crops in the 

exercise of the various functions business and combine the consideration of cultural 

specificities with the overall strategic imperatives”. In general, all organizations facing 

cultural diversity are often in difficult situation to apprehend. It is necessary to 

understand the advantages and the problems that may pose. Whatever the degree of 

interaction, we must consider the existence of cultural differences, because the 

omission or minimization of its impact on the professional institution could generate 

real problems for the management of communities. Therefore, intercultural 

management is related, usually with the idea of managing cultural diversity in order 

to ensure the competitiveness of a company. A multicultural team can be defined as 

“a group of people from diverse cultures, working together and put their experience 

and their vision in the service of the company” (Aoun 2004, p.9). Our research is 

particularly interested in the people working in professional institutions alongside an 

intercultural management. We will analyze and discuss later in the fourth chapter, 

the perception of leaders and followers towards cultural diversity within their 

institution and the organizational measures taken to face that. The objective is to 

clarify the intercultural management and the benefit of integrating culturally 

intelligent individuals within an organization. Cultural differences within a 

workgroup can cause communication problems, understanding of verbal language, 

body or behavior of individuals. The cultural characteristics then influence individual 

behavior and alter interactions between different individuals (Dupriez 2005, p.25). 

 

However, according to Schneider and Barsoux (2002) the creation of multicultural 

teams reduces compliance risks and compliance characteristics pressures of 

teamworks composed of people sharing the same culture. Indeed, a multicultural 

team, due to the diversity of its members, brings round a greater number of ideas 

than a homogeneous group (Adler 1994, p.67). The fact of looking a problem from 
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different perspectives leads to more solution, increasing thereby the efficiency and 

the multicultural group productivity. Based on Bartlett and Ghoshal’s works (1989), 

innovation is one of the major objectives whose multicultural businesses benefit by 

dint of the differences utilization. This intercultural advantage allows the ideas’ 

confrontation of each and the opportunity to explore new tracks. 

 

Individuals who have worked in a multicultural environment have more tolerance 

and openness to different cultures. Gauthey and Xardel (1990, p.95) call these people 

“the intercultural clairvoyants”, representing the individuals open to the outside, able 

to step back regarding their experience and to make assumptions about the behavior 

of strangers they meet. Intercultural management permits to be aware that there is 

a link between structural dynamics and social rationalities, and organizational and 

individual operation. Managing cultural diversity allows to improve the economic 

efficiency of companies and the respect of cultural differences. 

 

2.2. The main studies on cultural differences 

This part deals with different approaches relative to the application of culture on 

management practices. The following sub-parts will provide a picture of the main 

models, which differs from the definition of culture that the author offers as well as 

the approach and the results put forward for his own theory. The theorists’ 

approaches we have chosen are the following: the approach of Geert Hofstede, 

Edward Twitchell Hall, and Fons Trompenaars. We have selected these three theorists 

in order to present the reference models that enable to enlighten the cultural diversity 

and understand some elements from analysis grids. Those patterns will help the 

reader as ourselves to comprehend the outcome from the conducted interviews 

regarding the comparisons between countries criterion by criterion, the 

differentiating criteria and the different cultural dimensions. Indeed, this overall 

explanation will permit to understand first, the reason why some intercultural 

relationships are not working efficiently, and secondly it will give the tools for avoiding 

and overcoming the cultural differences.  

 

2.2.1. The approach of Geert Hofstede 

The interest in other cultures, the understanding of a culture operation exists since 

a long time and it is in the late 20th century that the first studies of cultures were 

performed. In this perspective, many researchers have undertaken research to assess 
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the attitudes and values that could be associated with behavior in a professional 

context. Let's start with one of the first theorists, Geert Hofstede. Between 1967 and 

1970, he became interested in the concept of culture, and then, between 1971 and 

1973, increased its research by submitting 116,000 questionnaires sent to over 72 

countries employees of the American multinational IBM (Bollinger & Hofstede 1987, 

p.13). Subsequently, in 1980, Hofstede published the book “Culture's Consequences” 

longtime referred as the analysis and study source of cultural differences in 

organizations. Despite several criticisms leveled at these studies, as we will show 

later, they are still a source of information and a basis for many researches on the 

concept of culture. Hofstede has always put forward his definition of culture, the 

indicators used for his work and the results obtained. 

 

According to Hofstede, national culture has four dimensions, four dimensions that 

refer to aspects that can be compared with those of other cultures. He considered 

(1987, p. 30) that the thought of individuals is partly conditioned by national cultural 

factors developed from childhood in the home, in the school system, and in a 

professional context. Each learning process is different from one country to another 

and influences behavior, the thinking and the attitude of an individual. Therefore, 

living in a certain environment, the individual acquires a different culture than 

another individual living and operating in a different environment. What Hofstede 

wants to emphasize is the fact that every human being is mentally programmed since 

childhood to react in a certain way according to the situations. However, he says 

(1987, p. 22) that the case of “collective mental programming” can sometimes occur. 

This consists of the meeting of an individual with another individual sharing the same 

social environment. It is this collective phenomenon that will form a group of people 

and allow them thereafter to be distinguished from another group because of their 

collective mental programming. In other words, Hofstede defines culture as the 

representation of several aspects learned and developed throughout our existence. 

Every human being should have developed his own thoughts, feelings and actions 

during his life and career (1994, p.18). Therefore, Hofstede demonstrates that 

differences in cultural terms can lead to differences in perspectives, attitudes and 

behavior of everyone. 

 

For these researches, Hofstede (1987, p.65) conducted quantitative analyzes using a 

questionnaire circulated in several countries so as to highlight the concept of 

“collective mental programming”. To carry out these works, Hofstede interviewed IBM 

company’s employees to analyze each culture in different dimensions. As a 
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multinational company, IBM has employees around the world and therefore different 

cultures impacting on the management and values in the workplace. The goal was to 

compare the different solutions provided by each country on existing and common 

problems. For this, he realized his investigation twice, the first was executed in the 

1967-1969 period during which 60,000 people distributed in 53 countries responded 

to the questionnaire; and the second was conducted between 1971 and 1973 where 

60 000 people from 71 countries responded. The questions in the questionnaire 

focused on four problem areas: 

 

 The social inequality 

 The relationship between the individual and the group 

 The gender social implication 

 The way to control uncertainty and emotions  

The four different areas of problems led Hofstede to identify four “dimensions of 

culture” and rank 53 countries onto indices corresponding to each dimension. The 

four cultural dimensions are as follows (1987, p.81): 

 

 “Power distance”: that results in the perception that the subordinate has of 

the power held by its chief. Generally, this applies to the national culture, that 

is to say to what degree a culture considers the distribution of institutional 

and organizational power (equally or unequally) and the decisions made by the 

holders of power (contested or accepted). 

Table 2.2.1.1 High and Low Power Distance 

High Power Distance Low Power Distance 

 Subordinates and bosses consider 

themselves as unequal and therefore 

inequalities are accepted 

 Subordinates expect precise and direct 

orders from the hierarchy 

 The trappings of power are tolerated 

 Subordinates and bosses consider 

themselves as equal 

 Subordinates expect a participative approach 

from the hierarchy 

 The statutory mobility is high: a subordinate 

can become boss, reversing thereby the radio 

authority 

 The trappings of power are rarely tolerated 
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The concerned countries: 

 Mediterranean countries 

 Asian countries 

 South America countries 

The concerned countries: 

 Oceanic countries 

 Scandinavian countries 

 German countries 

 Anglo-Saxon countries 

 

 “Collectivism versus individualism”: expresses the degree of the society 

functioning. It tends whether towards an individualistic culture, that is to say 

each individual is responsible for himself and his family, without worrying 

about other individuals. Or rather, the society tends to be a collectivist culture, 

that is to say each individual since birth has been educated to take care of 

other people around and to show cohesion. 

Table 2.2.1.2 Collectivism versus Individuaslism  

Individualistic orientation Collectivist orientation 

 The individual is independent of the group 

 The satisfaction of personal interests takes 

precedence over those of the organization 

 Seeks out the individual performance 

 Relations rather frank and direct 

 The conflict between individuals is accepted 

 Separation from professional and personal 

life 

 The individual maintains very strong links of 

dependence with the group 

 Team spirit 

 Interference between professional and 

personal life  

 Relations rather indirect 

 Loyal behaviors  

 

The concerned countries: 

 United States 

 United Kingdom 

 Most of the Europeans countries 

The concerned countries: 

 Asian countries 

 African countries 

 Near and Middle East countries 

 

 

 “Masculinity versus femininity”: describes the values of a culture expressed 

throughout the social kind. Masculine dimensions express a behavior of the 

society focused on the external appearance (assertiveness, acquisition of 

wealth, etc.) highlighting the success, ambition and virility. While the Feminine 

dimension represent a behavior of the society focused on the inner aspect 

(social support, kindness, etc.) highlighting the quality of life, mutual aid and 

sympathy. 
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Table 2.2.1.3 Masculinity versus Femininity  

Masculine dimension Feminine dimension 

Relationships within the family: 

 Father dominant and hard and mother 

submitted 

 Boys must be assertive / Girls must please 

Relationships within the organization: 

 Seek excellence  

 Research of material success 

 Privileged career / Emphasis money 

 

Relationships within the family: 

 Neither parent is dominant 

 Distribution of roles man/woman equality or 

tending towards an egalitarian distribution 

Relationships within the organization: 

 Use of intuition 

 Equality and solidarity value  

 Privileged life quality / Modesty 

The concerned countries: 

 Japan 

 German-speaking countries 

 Caribbean countries of Latin America 

 Italia  

 United Kingdom 

 United States 

The concerned countries: 

 Scandinavian countries 

 Netherlands 

 Latin countries (France, Spain, Portugal, 

Peru, Chili) 

 African countries 

 

 " Uncertainty avoidance ": can be defined as the degree of threat felt by a 

member of a culture from uncertain and ambiguous situations, trying at the 

same time to avoid this situation by setting up a suitable structure. 

Table 2.2.1.4. Uncertainty avoidance 

High uncertainty Low uncertainty 

 Anxious behaviors with respect to foreign 

and unknown 

 Emotive behaviors   

 Aggressive behaviors  

 Desire to structure the institutions, the 

human relations  

 Nonchalant attitude  

 Low level of anxiety 

 Like risk, novelty and the unknown 

 Little expression of emotion 

 Pragmatic view of things 

The concerned countries: 

 South European countries 

 South American countries 

The concerned countries: 

 African countries 

 South East Asian countries 

 Scandinavian countries 

 Anglo-Saxon countries 

 Oceanic countries 
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Subsequently, a fifth and a sixth dimension of cultural differences has been added 

later. The fifth dimension called “Confucian dynamism” (Hofstede 1994, p. 24) 

highlights the long-term orientation versus the short-term orientation, defining the 

degree of importance that a society has on its traditional values. With regard to the 

sixth dimension, “Indulgence versus Restraint” (Hofstede & Minkov 2010), it assesses 

the degree of individuals’ satisfaction in a society regarding their personal desires. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.2.1. The Overall Cultural Dimensions by Hofstede 

 

The cultural dimensions that Hofstede has developed during these years allow to 

understand the behavioral differences of individuals from two different societies 

facing the same situation. That is the same in a professional context, where a set of 

forces and factors affect the operation of an organization and express according to 

the geographical location. According to Iribarne (2012, p.103), the corporate culture 

is a key element to not denigrate in the context of globalization. A culture, whether 

individual or entrepreneurial, must consider the aspects and peculiarities of another 

culture (regional or national) in which it wishes to develop. In the case of a company, 

its culture must be consistent with the historical, geographical, but also social 

context. The implementation in a country, where the local culture is in opposition to 

the company one, is obviously not viable. 
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Moreover, as mentioned above, some reviews have been issued towards the works of 

Hofstede. We felt important to mention them so as to bring new information to these 

works through our interviews’ data collection. On the one hand, the collection period 

of the survey data is now distant and so the temporal validity of the results, which 

would could be questioned as to whether the collected results can be an infinite 

validity or a punctual validity, only for the period from 1968 to 1973 (Warner 1981; 

Baumgartel & Hill 1982; Lowe 1981). In view of this criticism, Hofstede (1994) argues 

that national culture remains in a perceptibly manner the same in time, since the 

roots of any culture are formed by the historical values of a society. 

 

In addition, Hofstede has received criticism regarding the methodology used in the 

IBM company’s employees study. Indeed, he only collected information through 

questionnaires (Smucker 1982; Triandis 1982; Krewaras 1982; Schooler 1983). As 

mentioned Bollinger and Hofstede (1987, p.36), it is recommended to use different 

methodological approaches to emphasize the validity of the research. They also admit 

the fact that they were unable to use a different methodological approach in the case 

of this study and that the questionnaire was the most appropriate method. However, 

the results of the study are comparable with those of others, therefore everyone has 

the opportunity to conduct its own study and draw up its own ascertainment of the 

different cultural dimensions. 

 

2.2.2. The approach of Edward Twitchell Hall 

Edward Twitchell Hall is a renowned American anthropologist and specialist in 

intercultural. From the 60s, he has led works on the cultural differences applied in a 

professional context. After analyzing the results of his work, he came to the 

conclusion that culture dictates the behavior of individuals and that “program our 

actions, our reactions, even our own feelings” (Hall 1976, p.58). Hall has primarily 

focused its researches on the space given to cultural institutions in the companies. 

According to him, “Culture plays the role of an extremely selective screen between 

man and the outside world and in its many aspects, it defines the attention and the 

ignorance fields” (Hall 1976 p.87). At a time of globalization, companies are obliged 

to consider the existing cultural differences and the modifiable communication 

processes of an individualistic culture to a collectivist culture. For this purpose, Hall 

has identified upstream in his books “The Silent Language” (1959) and “The Hidden 

Dimension” (1966), two classic dimensions of the culture. The goal is to help 

managers to apprehend the situations and improve their intercultural 
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communication skills. The anthropologist has then considered the informal rules that 

determine our behavior of unconscious manners. In one of his several works, Hall 

has decided to highlight the different communication styles of each culture by 

positioning one culture over another (Wurtz 2005, p.1). This cultural dimension has 

been observed in three axes: 

 

- Hall (1976, p.105-116) classifies cultures in a high or low context. He 

characterizes the notion of “context” as being a set of information that can provide 

to an individual the meaning of a situation. High Context Cultures represent 

companies using an informal communication, subjective and non-verbal, while in 

contrast, Low Context Cultures define companies with an objective and formal 

communication. To illustrate the point, consider the example of Japanese culture, 

which resorts to narrow information networks. Indeed, Japanese people 

communicate, in their family and professional networks, with a high context 

whereas Americans communicate with a context lower than the average. On the 

one hand, in Low Context Cultures communication is through explicit statements 

in the text and the word of the issuer, the information is thereby explicitly 

highlighted. So as to understand the entire message, the information is 

transmitted orally in order to bring up what was not highlighted in the context. 

This style of communication is mostly used by the cultures of the Scandinavian 

countries and the countries using the German language (Hall & Hall 1990, p.94). 

On the other hand, to properly convey the meaning of the message in High Context 

Cultures, the nonverbal communication is established throughout the use of 

silence, eye movements and gestures (Wurtz 2005, p.5). Nonverbal 

communication has the largest space in a conversation face to face, leaving 

thereby few space to the oral message for transmitting information (Hall 1976 

p.110). Japan and Arab countries are the biggest users of this communication 

style. 

 

Table 2.2.2.1. High and Low context cultures  

High Context Cultures Low Context Cultures 

 An allusion 

 Silences 

 Unsaid 

 Implicit messaging 

 Using the relational capital  

 Delivering explicit messages 

 Be precise 

 Be technical 

 Provide as much information 
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 Progress logically and rationally in the 

argumentation 

The concerned countries: 

 Japan 

 Arabic countries 

 Latin countries 

The concerned countries: 

 German-speaking countries 

 Scandinavian countries 

 Anglo-Saxon countries 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.2.2. Understanding Cultural Differences (Hall & Hall 1990) 

 

 

- Hall (1976) demonstrates that the notion of time and space depends on the 

culture. At this stage, he questioned himself on the influence and impact of the 

culture on the time, putting forwards two concepts of time: “monochrome” and 

“polychrome” (Hall 1986, p.24). The monochrome time can be defined as a time 

frame in which an individual performs one task at a time in a specified time. Hall 

(1986, p.24-71) points out that the countries having a monochromic culture such 

as the United States, United Kingdom, Germany and Sweden, the time is precious 

and it is inconceivable to waste it. Time is organized and cut rigorously so as to 

perform all scheduled tasks, time is a huge resource for these countries so any 

delay is highly unwelcome. Regarding the polychrome time, it's quite the opposite, 

time is not structured and the task scheduling is not an integral part of the 

culture. Indeed, on the African and Asian continent, time is more elastic, 

depending on the individual concerned the time is customizable and adaptable. 
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Table 2.2.2.2. Monochromic and Polychromic Culture  

Monochromic Culture  Polychromic Culture  

 Short-term relationship 

 Emphasis on private property 

 Only one task at a time is carried out 

 Respect of established program 

 Do not like to be disturbed and avoid bother 

 Communication without reference to context 

or by avoiding to refer to it as possible 

 Commitment rather serious as regards time 

limit 

 Low cultural context therefore need 

information: explicit communication 

 Working at a steady and sustained pace 

 Appreciated accuracy 

 Limited adaptability 

 Long-term relationship 

 Several tasks are made at a time 

 Commitment towards people is very 

important 

 Admitted interruptions 

 Program change at the last moment accepted 

 Friends, relatives are privileged  

 High communication cultural context  

 Relative accuracy  

 Individuals tend to be impatient and privilege 

action 

 Good adaptation capacity 

The concerned countries: 

 Asian countries 

 India 

The concerned countries: 

 Mediterranean countries 

 Occidental countries 

 

- Hall (1966, p.101) argues that “the term proxemics is used to define the 

interrelated observations and theories of man's use of space”. During interaction 

and communication between individuals, it can analyze the physical distance that 

separates them. After several observations, Hall has noticed that within a 

company the relations to distance may vary from one culture to another. For 

example, Americans are not comfortable when someone from another culture 

crosses the intimate sphere and gets too close. One individual has recounted a 

situation that happened to him by saying that “these people get so close, you are 

cross-eyed. It really makes me nervous. They put their face so close it feels like 

they're inside you” (Hall 1966, p.118). 

 

In other words, the cultural dimension influences the communication style of each 

individual in relation to the way the person has learned to communicate and transmit 

information using verbal or non-verbal channel. In a fast changing environment, 

being able to communicate and adapt to other cultures has become crucial, especially 

in an economic context. 
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2.2.3. The approach of Fons Trompenaars 

Fons Trompenaars is a consultant and Franco-Dutch author, European specialist in 

cultural issues especially in the field of communication. All started after seven years 

of function in the Shell company as Director of Human Resources, where he began 

to investigate on cultural differences that arise in the workplace. These works led him 

to write with his long-time collaborator Charles Hampden-Turner the book “Riding 

the Waves of Culture: Understanding Cultural Diversity in Business” (1993). Indeed, 

the context of globalization accelerates companies to need this advice and work 

towards standardizing their management methods and impose the same organization 

to foreign subsidiaries. It becomes obvious that some managements cannot be 

applied to certain cultures because of their cultural differences, values, beliefs, and 

that managers are urged to take into account local specifications. So this requires 

upstream to determine the characteristics of the different national cultures in which 

the company wants to locate, take into account its own corporate culture so as to 

establish an appropriate organizational system between the two parties. 

Trompenaars adopts the definition of Schein (1985, p.36) who defines culture as 

being "the way a group of people solve their problems." In this sense, culture offers 

the possibility to a group to communicate and apprehend different problems, it is the 

basis of the meanings that the group built, his vision of seeing things. That is why in 

a globalization context it has become essential for a leader to identify culture’s 

features of a group in order to understand his way of acting, reacting and solving the 

problems it faces. Trompenaars (1993) conducted an analysis on the impact that 

differences in national culture had on management practices. To this end, he has 

explored the main cultural differences identified in professional context depending on 

seven dimensions: 

 

 “Universalism versus Particularism” 

 “Individualism versus Collectivism” 

 “Specific versus Diffuse” 

 “Affective versus Neutral” 

 “Achievement versus Ascription” 

 “Sequential versus Synchronic Time” 

 “Inner versus Outer Directed” 
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Figure 2.2.3. The Dimensions of Cultural Diversity in Professional Context 

 

 

To perform his works, Trompenaars has collected information from 30 companies 

having subsidiaries in more than 50 countries and has formed a database that 

incorporates the results of surveys conducted among 15,000 people. In order to have 

comparable data in each country where companies were involved, he has established 

a sample of at least 100 people with similar experiences and activities. The goal of his 

researches is to enable leaders and followers to know the characteristics of each 

culture, their work-based operation and the way to adapt behavior to the different 

cultures. In other words, the works highlight how to distinguish cultures, how a 

leader is supposed to react in contact of a specific culture, but also how a subordinate 

has to behave if the leader is from a different culture. 

 

A Human being is subjected to three types of problems: his relationship with others, 

managing his time and the way he deals with the outside world. To these three types 

of problems, cultures bring different answers. The purpose of the culture is to guide 

the individuals for dealing with those situations (Trompenaars 1993):  
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 “Universalism versus Particularism”: The universalistic cultures consider a 

solution that solved a problem once must always be applied. In that sense, the 

culture prefers to apply the general norm, rule, and seeking a solution that could 

be used for any problem, whatever the specific cases. On the contrary, the 

particularistic cultures pay more attention to relational obligation and cyclical 

circumstances. Faced with a problem, the particularistic cultures seek an adapted 

solution to a particular situation. 

 

Table 2.2.3.1. Universalism versus Particularism Culture 

Universalistic Culture  Particularistic Culture  

The general rule is applied whatever the 

particular case 

The adapted solution to a specific situation is 

sought  

The concerned countries: 

 United States 

 Denmark 

 Switzerland 

 Netherlands 

 Norway 

 Germany 

 United Kingdom  

The concerned countries: 

 France 

 Spain 

 Italy 

 Morocco 

 Algeria 

 Tunisia 

 Indonesia 

 Russia 

 Venezuela 

 

 “Individualism versus Collectivism”: The individualism is defined as “a 

fundamental orientation towards oneself” whereas the collectivism is specified as 

being “a fundamental orientation towards common goals and objectives” 

(Trompenaars 1993, p.72). The individualists consider that the decisions have to 

be taken by one responsible person that will assume all the consequences. 

Conversely, the collectivists seek a consensus between all the group members 

involved so as to engage the entire team in the decision making. 

 

Table 2.2.3.2. Individualism versus Collectivism Culture 

Culture Individualist Culture Collectivist 

 Decisions are taken by one responsible 

person 

 If any mistakes: the individualist will seek 

and blame the guilty 

 Decisions are taken by the whole team 

 If any mistakes: the collectivist will retain the 

team’s responsibility  



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

26 

The concerned countries: 

 Protestant countries  

The concerned countries: 

 Catholic countries 

 Latin countries 

 Asian countries 

 

 “Specific versus Diffuse”: The part of the personality and private life revealed to 

others in the workplace depends on cultures. Some change their behaviour 

according to the context, while others keep the same attitude anywhere. The 

specific cultures compartmentalize their life, that is to say they make the 

distinction between private and professional life and adapt their personality 

regarding the situation. Conversely, the diffuse cultures do not mark boundaries 

between the different aspects of their live, they act mostly the same way in any 

situation. However, it is certainly preferable to balance the two notions so as to 

think about the individual welfare and to avoid the professional 

misunderstandings. 

 

Table 2.2.3.3. Specific versus Diffuse Culture  

Diffuse Culture  Specific Culture 

 Identical attitudes regardless the situation, 

whether professional or personal 

 Personal contact is important as much or 

further that the professional  

 Adapt attitudes regarding the situation, 

professional and personal 

 The professional relationship is on an 

identified subject and delineated in due time 

The concerned countries: 

 German-speaking countries  

 Italy 

The concerned countries: 

 North-West European countries 

 United States 

 

 “Affective versus Neutral”: Depending on the culture, emotions may be 

demonstrated differently. In certain countries, it is natural to expose feelings while 

for other nationalities this is misperceived. The affective cultures admit the 

subjective attitudes, guided by feelings. The affectives would say that repress the 

feelings impair the judgment. Whereas, the neutral cultures privilege the objective 

attitudes, rationales, dispassionate and prefer to avoid expressing their feelings. 

The neutrals consider that it is not professional to show emotions, especially in 

the workplace. For them, the emotional attitude blames a lack of control and 

objectivity. 
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Table 2.2.3.4 Affective versus Neutral Culture  

Neutral Culture  Affective Culture  

 Neutrality 

 Rationality 

 The exchanges are “dispassionate” 

 Emotions occur rarely 

 Manifestation of emotions 

 Moods exhibition 

 Tone of voice changing depending on 

circumstances 

 Utilization of gestures   

The concerned countries: 

 United States 

 United Kingdom 

 Asian countries 

The concerned countries: 

 Mediterranean countries 

 

 “Achievement versus Ascription”: The social position appears to be different in 

nature depending on social groups. In some cultures, social status is assigned 

based on the age, origin, profession or diplomas. While in other cultures, it is 

acquired by the individual’s achievements, success or actions. The ascription is 

conferred by the state whereas the achievement is the result of an action. 

Nevertheless, according to Trompenaars (1993, p.114), both concepts 

achievement and ascription are developed in every culture, but one after the other. 

Some cultures assign the status from previous achievements made at the 

entrance into the society and then the individuals must acquire their status. 

Others prefer to assign the status based on the results acquisition that will give 

importance to some individuals or projects. 

 

Table 2.2.3.5. Achievement versus Ascription  

Achievement  Ascription  

Results from: 

 Personal business and actions taken by an 

individual 

 Initiatives 

 Personal actions 

Results regarding certain criteria: 

 Age 

 Social origin 

 Diplomas 

 Profession   

The concerned countries: 

 German-speaking countries 

 United-States 

The concerned countries: 

 Thailand  

 Turkey 

 Japan 

 China 
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  “Sequential versus Synchronic Time”: To coordinate their activities and their 

schedules, leaders must reconcile the time approach. In some cultures, time is a 

series of events that pass one by one without mutual influence. The activities are 

organized in successive and reportable sequences. These sequential time cultures 

program the utilization of time and have developed very sophisticated planning 

tools. On the contrary, in the synchronic time culture, the events follow a cycle. 

Every hour of the day is repeated, and the time is organized in cycle: day, week, 

month, season, year, etc. Moreover, the past, present and future are linked 

together to the extent that, for instance, past experience or future expectations 

affect the vision of the present.  

 

Table 2.2.3.6. Sequential versus Synchronic Time  

Sequential Time Culture Synchronic Time Culture 

 Time programming 

 Successive activities 

 Reportable activities 

 Development of planning tools 

 Time conceived as a cycle (day, week, etc.) 

 Behavior adapted to the circumstances 

rather than a calendar 

 Several activities are carried out 

simultaneously  

The concerned countries: 

 Anglo-Saxons countries 

The concerned countries: 

 Southern countries 

 Asian countries 

 

 “Inner versus Outer Directed”: This concept is about the individuals’ attitudes 

towards the environment. Some cultures consider that they can control the 

nature. The members of this culture, called inner directed, are oriented towards 

themselves and conceive the organization as obeying to those who drive it. On the 

contrary, others called outer directed, are more oriented towards the outside and 

think that the human being must accept the environmental laws that are imposed.  

This cultural opposition is reflected in the development strategy of new products. 

Indeed, in the inner directed cultures, the companies put forward on the market 

their latest technology. Whereas in the outer directed cultures, the organizations 

seek first to develop the product requested by customers. It is about adapting 

ourselves to the market demand. Today, these two concepts tend to balance and 

the organizations seek at a time to use the internal resources so as to act on the 

environment but also to take into consideration the clients’ needs (Trompenaars 

1993, p.147). 
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Table 2.2.3.7. Inner versus Outer Directed  

Inner Directed Outer Directed 

 Desire to dominate and control of the nature 

 Culture oriented on itself 

 

 Acceptance of natural laws 

 Desire to live in harmony with the nature  

The concerned countries: 

 Occidental countries 

The concerned countries: 

 Asian countries 

 

2.2.4. Discussion of the approaches 

After researching, reading and understanding the concepts of Hofstede, Hall and 

Trompenaars, we are currently able to take out the most relevant aspects that are 

connected with the concept Cultural Intelligence and that will use it for our own 

theory. Indeed, Hofstede has investigated the individual behavior of two different 

cultures facing the same situation. The dimension “power distance” has hold our 

attention due to the information collected through our interviews made on culturally 

intelligent people working with different cultures, having different backgrounds but 

having the same direction and the same goal to reach. In other words, multicultural 

team represents people coming from different areas while facing the same situation. 

Even if misunderstandings might often come from the interaction between peers 

within the team, it happens sometimes that power distance engenders conflicts and 

so inefficient actions. 

 

Moreover, Hall has focused his researches on the importance given to cultural 

differences within companies. The dimension “high and low contexts” has retained 

our attention regarding the modifiable communication processes that individuals 

have to encounter while being surrounded by different cultures. Indeed, the 

individual has to adapt his way to communicate and behavior, his behavior, to listen 

and understand others in order to get a cohesive and efficient group. Furthermore, 

the dimension “monochromic and polychromic times” is often source of conflicts 

within multicultural team, according to our interviewees, so that is important to be 

aware of this aspect and open minded in order to mix the advantages and 

competences of each individual so as to take advantage of the cultural differences.   

 

Finally, Trompenaars has conducted an analysis on the impact that differences in 

national culture had on management practices. We have hold the dimension 

“sequential versus synchronic time” that will another time put forwards the 
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importance of taking into consideration the notion of delay, as keeping the deadlines 

and having people working the same amount of time is necessary in order to 

accomplish the tasks and keep an organization within the group.  

 

These three dimensions are the main ones that will be related with the data collected 

throughout the interviews made, but at the same time all the dimensions will help us 

to shape our knowledges, our understanding and so create our own perception and 

theory about the concept of Cultural Intelligence. 
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CHAPTER – III – 
 
 

RESEARCH METHODOLOGY 

 
The research methodology can be defined as being “the strategy, the action plan, the 

selection underlying process and application of working techniques specifically 

named methods. It does the link between the choice of methods and 

the expected results” (Crotty 1998, p.3). The previous chapters have allowed to define 

the key concepts and steer our conceptual framework. In this chapter, we will discuss 

the methodology that will serve as a point of departure to our research. Further, we 

will justify the method used and the choice of the study field. Finally, we will present 

in details the analytical tools that we will mobilize in this present 

work. 

 

3.1. Introduction 

According to Arbnor and Bjerke (2009, p.47), the researcher is called “creator of 

knowledge”. With it, they refer to a person, who consciously investigates in order to 

invalidate previous knowledge about one topic, or simply certify this previous 

knowledge or go deeper about that topic (ibid, p.6).  Therefore, for this project we, 

Elvira and Andréa, are considered as “creators of knowledge”. We deliberately enlarge 

the previous knowledge that existed before about Cultural Intelligence in order to 

understand this concept and the process for becoming Culturally Intelligent. 

 

3.2. Why Cultural Intelligence? 

The first step, before creating knowledge about something, is to choose this 

something, the problem that the researcher wants to solve with the investigation. 

During our first meetings, immediately we agree that we wanted to investigate about 

the impact that people’s culture has in organizations. Before taking part in this 

Master Program we did not realize the importance of a person’s culture and the 

impact that the latter has in the personal relationships in the workplace. But after 

spending many months surrounded by people from different countries we have 

noticed that each culture has its own features. Indeed, the understanding of it is not 

always easy and it is something that really attracted our attention as an interesting 

topic for our thesis. As Culture is a wide topic, we had several discussions in order 
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to delve and to find a stimulating subject. After many meetings and conversations 

with the tutors, we have decided to focus on one of the various aspects that the topic 

contains: The Concept of Cultural Intelligence. The first time we heard about this was 

in the fourth course of our Master Program, Consulting and Leading change, and we 

realized that it was connected with the topic we were interested in. Being in contact 

and working with people whose culture is different from ours is not always easy, a lot 

of misunderstandings and problems can emerge, so that is something that we could 

notice during this year within the Master Program. Nowadays, this contact with 

people from different cultures is something difficult to avoid, so why not investigate 

about all the secrets that this concept hides?  We consider important to be aware and 

understand the plausible issues that an individual can encounter in contact with 

different cultures within a professional context. People travel around the world due 

to their professional or personal situation which leads to developing an international 

network. Therefore, would it not be interesting to know how to act in all these 

situations where individuals have to deal or avoid some cultural clashes? As a 

consequence, we have decided to investigate about the concept of Cultural 

Intelligence and how Culturally Intelligent people have became one. 

 

 

3.3. A qualitative research 

Among the two different research approaches such as qualitative and quantitative, 

we have decided to use a qualitative approach for our research. The main difference 

of the qualitative and the quantitative research is, meanwhile in qualitative research 

data consists of words, the quantitative consists of using numbers and statistical 

methods to analyse these latter, as Merrian and Tisdell (2015) suggests. We think 

that a statistical analysis does not fit with our issue at all. We want to hear about 

participant’s stories and experiences and how they interpret them in order to get a 

better understanding about our topic. All these steps can be made through interviews 

by interacting with people who are working with different cultures. Another reason to 

choose the qualitative research is because we want to know more about the context 

of the subjects. The selection of the participants depended on their environment, 

where they developed their activities. We cannot separate the context with their 

experiences. For that we needed to know more about them, their backgrounds and 

interpretations of their reality.  

 

Among all the characteristics of the qualitative research, we should highlight the 

followings: in this approach, the researcher is the primary instrument to collect and 
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analyse the data according to Merrian and Tisdell (2015). “The credibility of 

qualitative methods depends on the skills and rigor of the researcher” (Quinn 2002, 

p.14). The researcher is the one who interview people, observe situations and try to 

analyse all the information collected. During our research, we did not used previously 

made interviews or experiences about Cultural Intelligence (Creswell 2013, p.45). 

 

At the same time this involves the risk of subjectivity and biases from the researcher. 

It is important to localize them in order to “make clear how they may be shaping the 

collection and interpretation of data” (Merrian & Tinsdell 2015, p.16). Qualitative 

approach is an inductive process. Researchers construct their theories and 

hypothesis based on the data they have collected from their interviews and 

observations and from intuitive understandings (Merrian & Tinsdell, 2015, p.21). In 

our case, we construct our theory from the interviews with the participants about 

how can someone become culturally intelligent.  

 

Qualitative research method is a flexible process. Indeed, as Creswell (2013, p.52) 

suggests “questions will change and become more refined during the process of 

research to reflect an increased understanding of the problem”. During the qualitative 

inquiry, researchers might change and adapt the process to the necessities they have 

after beginning the collect of data. It means not only revise the questions asked during 

the interviews, but also the participants, the way we collect data and our perception. 

Moreover, this approach involves fieldwork activities. “Qualitative inquiry means 

going into the field. Get close to the people and circumstances to capture what is 

happening” (Creswell 2013, p.48). During the qualitative research, researchers spend 

a lot of time with the subjects trying to understand what interpretation to make about 

their experiences and how they make sense of their lives (Merrien & Tinsdell, 2015, 

p.34). In the final report of a qualitative research, a combination between the 

experiences and stories told by the participants appears, adding a reflexion of the 

authors’ experiences and the contribution they make to the literature (Creswell 2013, 

p.44). 

Presentation of the Grounded Theory 

Grounded Theory is one of the qualitative approaches. This research method was 

developed and presented in 1967 by Glaser and Strauss in their book “The discovery 

of Grounded Theory”. “The basic theme of our book is the discovery of theory from 

data systematically obtained from social research” (Glaser & Strauss 1967, p.2). With 

it, their purpose was to provide a new research method which consists of generating 
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a theory from the data previously collected. This data is, during all the process, 

gathered and analyzed (Goulding 2002, p.42). It means that at the same time data is 

collected, analyzed and finally used for building up a theory. They stressed the 

importance of generating a theory at the same time the researcher verifies it, contrary 

to the previous research methods, where the data is just collected in order to test 

whether one theory could be applied to the studied phenomenon. Glaser and Strauss 

wanted to present an inductive method and break the logic-deductive methods.  

 

Grounded theory is used to investigate one topic that has been previously studied 

but in which there is not enough knowledge about that or “to provide a fresh slant 

on existing knowledge” (Goulding 2002, p.42). The topic of this project, Cultural 

Intelligence, has been previously studied but with our thesis we want to provide new 

insights. Cultural Intelligence, as we have signaled before, has been studied from the 

leaders’ point of view within companies. With this study we want to go deeper into 

the point of view of leaders but also into the one of followers and co-workers. To this 

extent, we have made the choice to explore this topic in all the different fields that 

professional context aggregates. Theory is generated from the data collected, not from 

other assumptions of other investigations. As Glaser and Strauss (1967, p.45) argue 

“initial decisions are not based on a preconceived theoretical framework” First, it is 

recommended to ignore the literature, in order to not affect the generation of the 

theory as Dey (1999, p.4) suggests. When we began the study, we had little knowledge 

about what Cultural Intelligence was and how to become a Culturally Intelligent 

person due to the course we had in the Master program. By conducting interviews 

and reading literature about the concept of Cultural Intelligence, we are now able to 

define with accuracy our thesis. 

 

In brief, we have generated our theory about Cultural Intelligence based on the data 

we have collected during the interviews with people and the reading through 

literature. Collection of data, in this method, constitutes an important role. According 

to Gubrium and Holstein (2001, p.677) “obtaining rich data provides a solid a solid 

foundation for developing robust theories”. The choice of this method has been made 

for two reasons. The first one is because it is a flexible method, since it is one of the 

qualitative approaches. Grounded Theory allows the researchers to collect data in a 

flexible way. At the same time, data collected is analyzed, as mentioned before. 

Therefore, researchers might change during the process their point of view whether 

they realized that data collected is not useful and so adapt their interviews in order 

to get the data they really need. The second reason to choose Grounded Theory 
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method is because the use of this method is interesting when the topic of the research 

has been previously studied but the researches want to provide a fresh perspective 

of the topic. All the researchers have their own background so the topic of the 

research can be seen from different perspective (Goulding 2002, p.42-55). In the case 

of this study we want to examine from our point of view: as two students who will 

enter next year the job market and want to explore the concept of Cultural Intelligence 

before. The third reason for working with Grounded Theory during this study is that 

it involves an emotional interaction with the participants of our interviews. During 

these interviews, we have the choice to know people’ personal experiences regarding 

multicultural teams and Cultural Intelligence.  

 

3.4. Data Collection 

After identifying, studying and understanding the research method that fits better 

with our topic, we will develop the stages of the data collection. Grounded Theory 

research, unlike the other researches, allows the use of multiple sources of data 

(Goulding 2002, p.56). Arbnor and Bjerke (2009) point out two divisions in the data 

collection’s stages such as primary information and secondary information.  

 

Primary information: 

In this category we find many sources to collect data: interviews, direct observation, 

conversations, experiments, etc. Among of all these alternatives for our investigation, 

we have decided to collect data throughout interviews. During the research interview, 

knowledge is generated from the interactions of the interviewer with the interviewee. 

The interviewer through his questions tries to understand the perspective about the 

phenomena being studied in the research, as Brinkmann and Kvale (2015) explain. 

The first step before beginning an interview should be the choice of the sample. In 

Grounded Theory, it is not exactly like this. Indeed, Grounded theory requires the 

use of a Theoretical Sampling, which “is the process of data collecting for generating 

theory whereby the analyst jointly collects, codes and analyses his data and decides 

what data to collect next” (Glaser & Strauss 1967, p.45). It means that researchers 

do not know the final sample until the research is done. In Grounded Theory, at the 

beginning, interviews are very general, long conversations. It is right after, when new 

concepts and ideas emerge from the conversations, that the researchers get a new 

point of view about the topic they are studying. Categories are created, as we will 

explain later in the Data Analysis’ part, they will serve to guide the researcher in 

which direction to sample the next time, and to narrow the topics of the following 
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interviews by seeking more specific data as Gubrium and Holstein (2001) and Dey 

(2001) explain. 

 

Before beginning the interviews, we have prepared a list of questions that we wanted 

to ask to our participants. While we began with data collecting, we introduce some 

changes regarding the questions. We have deleted some of them because we have 

realized they were not relevant for our study. Simultaneously, the information we 

were obtaining from these questions would not be useful so we have improved some 

of them and added others that worked better with the list of categories we were 

obtaining from the previous interviews. 

 

According to Glass and Strauss (1967), another important point of this theoretical 

sampling is that the researchers cannot make their decisions about theoretical 

samplings with preceding knowledge and ideas about what they are investigating. 

Otherwise, a bias will be introduced and all the research will be conducted under this 

perspective and will not allow the theory to emerge. That is why these authors called 

lack of “theoretical sensitivity”. It is lost when researchers have many preconceived 

ideas and knowledge that do not allow them to “see” further than these ideas, thereby 

so any theory cannot be created. In our case, as we have pointed out before, we began 

the thesis without any preconceived idea about the process for becoming Culturally 

Intelligent. That has allowed us to study the subject under the perspectives of our 

participants and not under a perspective based on our previous knowledges. 

 

During our first discussion about people we would like to have in our list of 

participants, we have decided to contact leaders and followers who were working with 

people from different cultures within companies. But after proposing this idea to our 

tutor, Mikael Lundgren, we thought that it would be better to amplify our sample and 

to not focus only on companies but also to investigate in any fields that are part of 

the professional context. Therefore, we have contacted individuals who were used to 

work and be in contact with people from other cultures in the following fields: 

companies, associations, football teams, and educational systems. Thereby, we have 

divided our participants in two different groups, leaders and followers– co-workers, 

in order to study their different understandings about the concept of Cultural 

Intelligence and their self-process for getting this competence. To this extent, we have 

decided to create two different interview’s guideline, one for the leaders and another 

one for followers – co-workers, so as to observe whether the position of the individual 
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has an influence on the competence’s development. Thereby, the definitive list of our 

interviewees is the following: 

 

Table 3.4. List of the interviewees  

Name of the participants Function Position 

Marcus Andersson 

President of the association 

ESN Kalmar 

Sweden 

Leader 

Iván Cabezudo Serrano Spanish Football Player Co-worker 

Noemí Tejedor Zurdo 
   Assistant in General Electric 

Switzerland 
Follower – Co-worker 

Alexander Ritter 
Manufacturing Manager  

Unilever Germany 
Leader 

Céline Hartenberger 
Audit manager in PwC 

Switzerland 
   Leader/Follower – Co-worker 

Mette Lindgren Helde 
CEO Consultant 

Sweden 
Leader 

Bridget Yen 
Manager Air Hostess  

Malaysia Airlines 
Leader 

Susanne Sandberg 

Head of International  

Business Master Program 

Sweden 

Leader 

 

Regarding the style of the interview, we have decided to use a semi-structured 

interview. According to Brinkmann and Kvale (2015, p.31), the purpose of the semi-

structured interview is to “understand themes of the lived everyday world from the 

subject´s own perspectives”. That is exactly the purpose and aim of our thesis, 

discovering the meaning, the process for becoming a Culturally Intelligent person. 

The information has been gathered through interviewed people who were able to 

share their visions and perceptions about the topic. We have prepared a guideline 

with all the questions we wanted to ask to the different groups. Hence, we have 

prepared one list with questions for the leaders (cf. Appendix A), and another list for 

the followers and co-workers (cf. Appendix B). 
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In the course of the interviews new questions came to mind when they described 

experiences they have had and their thoughts related to Cultural Intelligence. Each 

interviewee shared one personal history with us based on their lives and their 

perceptions about what Culture Intelligence is; therefore, each interview was focused 

in a particular perspective about the topic. Consequently, new questions that came 

to mind during the interviews were different in each interview. Most of these 

interviews were conducted face to face, but when it was impossible due to the non-

availability of the interviewees or the distance, we have conducted the interviews by 

Skype.   

 

Secondary information: 

During the research, besides the primary information, we have used secondary 

information. The use of secondary information means the use of theoretical data that 

have been previously collected by others, with the same purpose or with a different 

purpose than our research. As we have pointed out previously, the best option for the 

researchers to not losing the “theoretical sensitivity” is to begin the research without 

preconceived ideas. While at the end of the research, we feel the necessity to support 

the primary data with the secondary one. The first one was, when discussed about 

what method we should use during this study. At this point, we read books about 

Methodology in order to choose one method that fits with the purpose of our study. 

During the analysis process we have read both literatures about Leadership and 

Followership and Cultural Intelligence. That has provided an opportunity to study 

the data from a different point of view than the interviewees´ one and to get a better 

understanding of the concepts emerging from the data. Arbnor and Bjerke (2009) 

point out two problems that we, as researchers, could face during the use of this 

technique for collecting data. One is compatibility: we are using information that has 

been previously collected for a specific purpose maybe different than ours; therefore, 

this data might not fit with our research and we will have to take this into account. 

The second one is the trustworthiness of the data previously collected. We collect this 

information from books written by scholars of authority, thus we guarantee the 

reliability of this information.  

 

3.5. Data analysis 

After collection of data through interviews, the next step in our study is the analysis 

of this data. Corbin and Strauss (2008, p.64) define analysis as “the act of giving 

meaning to data”. As we have explained before, in Grounded Theory, the collection 
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and analysis of the data are developed at the same time in order to create a theory 

that might contribute to solve the research question. As Corbin and Strauss (2008) 

explain, during the analysis, the researchers build up the theory based on the 

concepts that have emerged from data. With it they may construct many theories 

depending on the interpretation that the researchers give to data. Therefore, analysts 

will need many trials until they come up with the definitive theory.  The question is: 

Which one will be the definitive one?  As Corbin and Strauss emphasize, it will be the 

one that makes the researchers feel conformable with it; the one that reflects what 

the participants have related combined with researcher´s perspective. In our case, we 

might describe as students who will sooner enter in the labour market. Analysis in 

Grounded Theory is divided into three stages: open coding, axial coding and selective 

coding.  

   

3.5.1. Open Coding 

The first step in the analysis of our data is the open coding. Goulding (2002, p.76) 

defines it as “the process of breaking down the data into distinct units of meaning”. 

We began this stage with the transcription of our interviews. After reading several 

times all our interviews, we highlighted the key words and paragraphs that we 

thought would give us interesting information for the creation of our theory. It was a 

meticulous process that supposed analyse the interviews line by line. After that, we 

found that many of these key words, called codes, were often repeated so we group 

all the similarities together so as to form a category. As a consequence, we came up 

with eight different categories that have emerged from the open coding process. These 

categories and their attached codes can be read in the table below: 

 

  self-understanding 

  personality traits 

  involvement within a team 

  managing different cultures 

  communication skills 

  tools to develop Cultural Intelligence 

  overcoming the conflicts  

  benefits of working with several cultures 
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Table 3.5.2. The eight categories and their attached codes 

Self-Understanding Personality Traits 

 Being aware of your own biases 

 Having a good of self-insight  

 Having self-awareness 

 Do not think that your way is the right 

 Need to reflect 

 Working on yourself 

 Do not know anything about anybody 

 Knowing yourself 

 Being self-critic 

 Question yourself 

 Remaining open to any return 

 Reminding the situation 

 Analysing the situation 

 Giving thought 

 Being helpful 

 Seeing other as equal to yourself 

 Respecting the differences 

 Being tolerant 

 Being open 

 Being passionate 

 Treat people equally 

 Being sincere 

 Being generous 

 Not offending people 

 Respecting each other 

 Having a free mind 

Involvement within a team Managing different cultures 

 Adding alternatives 

 Creating contact 

 Supporting people 

 Letting people speak 

 Being communicative  

 Being able to listen 

 Asking questions 

 Creating a high level of confidence 

 Having responsibilities 

 Do not impose your working method 

 Having a common path and goal 

 Observing people interaction 

 Giving information to parties 

 Questioning what happened 

 Giving and requesting feedback 

 Doing regular points 

 Felling supported by the hierarchy 

 Managing different situations 

 Helping the team 

 Creating a nice environment 

 Making people respect yourself 

 Transmitting energy to others 

 Transmitting passion 

 Being an example  

 Encouraging the team 

 Being professional 

 Being responsible 

 Maintaining a good team work 

 Able to lead 

 Having the same purpose 

 Improving oneself 

 Empowering people 

 Adapting the leadership style 

 Creating an atmosphere of cultural  
diversity values 

 Having knowledge 

 Having knowledge on your culture 

 Be curious to any differences 

 Being active in your actions 

 Understanding the differences 

 Looking into people’s behaviour  

 Able to adapt 

 Being aware of your communication 

 Able to readjust the expectations 

 Able to utilize differences in a positive way 

 Being open minding to see the exception 

 Being humble 

 Believing in yourself 

 Having open minded values 

 Putting yourself in people’s place 

 Do not think like your culture 

 Being aware of others’ conception 

 Finding another way of communication 

 Adapt yourself to the country and  
company’s culture 

 Understanding people’s perception 

 Adapting your behaviour  

 Be aware of power distance 

 Supporting people 

 Observing 

 Listening 

 Avoiding misunderstandings 

 Incorporating the differences 

 Being aware of the possible differences 

 Acting tactfully 

 Understanding people’s emotions 
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 Being dedicated to the group 

 Performing and acting professionally 

 Encouraging myself and others  

 Allocating time for dialogue 

 Adjusting the process to get different 
cultures involved 

 Using the same language 

 Respecting people’s customs and habits 

 Observing before acting 

 Being careful 

 Accepting the differences between cultures 

 Dialoguing  

 Facilitating 

 Understanding the situations 

 Acting accordingly with different cultures 

 Planning 

 Balancing the knowledge of the group 

Communication skills  Tools to develop Cultural Intelligence 

 Talking about conflicts 

 Addressing things openly 

 Choosing the best way to communicate 

 Explaining 

 Giving concrete examples 

 Adapting the communication to the  
culture you want to deliver the message 

 Professional backgrounds 

 Born open minded 

 Childhood context 

 Reading about other cultures 

 Learning through education, courses, 
watching movies 

 Talking to people 

 Training communication skills 

 Exposing yourself to intercultural  
encounters and situations 

 Forcing yourself to do actions 

 Challenging yourself 

 Ongoing process 

 Always practising  

 Need to explore 

 Learning process 

 Looking it up 

 Studying the behaviours 

 Having international experiences 

 Working with people from other cultures 

 Exposing to different environment 

 Learning cultures 

 Depending on where you grew up 

 Depending on the habits 

 Living abroad 

 Intercultural friendship 

 Learning English 

 Travelling 

 Exploring 

Overcoming the conflicts Benefice of working with several  
cultures 

 Not avoiding the conflicts 

 Analysing the conflicts within a team 

 Solving the misunderstandings 

 Dialoguing with people 

 Open the boxes 

 Cannot put people into boxes 

 Minimizing conflicts 

 Feeling excited 

 Add level of reflection and learning 

 Colourful energy 

 Funnier 

 Expanding your mind and process 

 Get more human values 

 Love working with other cultures 
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 Managing any misunderstandings 

 Solving problems between customers and  
employees 

 Solving problems between colleagues 

 Providing the best solution regarding the 

situation 

 Speaking the same language 

 Have a rich aspect 

 Discovering practices, foods, music 

 Gratifying 

 Enjoying 
 

 

3.5.2. Axial Coding 

Axial coding is defined by Corbin and Strauss (2008, p.198) as “the act of relating 

concepts/categories to each other”. During the axial coding we have studied the 

possible relations between our eight categories and compared their properties. At the 

end we came up with three main categories that will help in the construction of our 

theory. These three core categories are the followings:  

 

 Cultural Intelligence as a Learning Process 

 Cultural Intelligence as part of Collective Actions 

 Cultural Intelligence as a Balancing Competence 

In the first one, we have grouped the categories related with the individual aspect. 

That is to say, the traits of the personality of culturally intelligent people, the tools 

and activities that people have used and developed in order to get this competence. 

In the second main category, we have grouped all the aspects we found connected 

with the implementation of Cultural Intelligence and the actions put forwards while 

working with different cultures. Finally, the third category encompasses the 

outcomes that culturally intelligent people encounter when using this competence 

and working with several cultures.   

 

3.5.3. Selective Coding 

Selective coding is the last step of the analysis. According to Strauss and Corbin 

(1998, p.161), selective coding is “the process of integrating and refining the theory. 

In integration, categories are organised around a central explanatory concept”. In this 

part, we have constructed our theory based on the relations we found between our 

three main categories (Cultural Intelligence as a Learning Process, Cultural 

Intelligence a part of Collective Actions and Cultural Intelligence as a Balancing 

Competence). Furthermore, we have based our explanation on the main important 

aspects of the literature review combined with our primary data. 
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CHAPTER – IV – 
 
 

FINDINGS’ ANALYSIS 
 

In the latest chapters, we have pointed out the importance of having Culturally 

Intelligent people within companies, associations and in any professional contexts. 

But what it is the process to become Culturally Intelligent? We will discover the 

different aspects throughout the analysis made on the data collected by means of 

interviews. 

 

4.1. Why these three categories? 

As explained in the coding procedure, we first had eight categories that gathered the 

main aspects highlighted throughout the interviews. After reading all the categories 

and their attached codes, we have noticed that most of them were pretty similar and 

could form one main category encompassing each aspect. Indeed, the categories “self-

understanding and personality traits” have created the first main category named 

“Cultural Intelligence as a Learning Process”. Then, the categories “involvement 

within a team, managing different cultures and communication skills” have formed 

the second main category called “Cultural Intelligence as part of Collective Actions”. 

Finally, the categories “tools to develop Cultural Intelligence, overcoming the conflicts 

and benefits of working with several cultures” have created the last main category, 

the third one named “Cultural Intelligence as a Balancing Competence”. 

 

The three main categories that we have built through the coding are the following: 

 

1. Cultural Intelligence as a Learning Process 

2. Cultural Intelligence as part of Collective Actions 

3. Cultural Intelligence as a Balancing Competence 

From our perception and extraction of the information, we are going to give a meaning 

to these categories based on the data collected from our interviewees. We have 

decided to only focus in this part on the interviewees’ perception, interpretation, 

feelings and experiences, as we did not want to bias the judgment. Thus later on, in 

the Chapter V, we will integrate and compare the findings from the literature view 

based on some concept made previously about the notion of Intercultural interaction. 
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The following categories are only based on the self-development of the competence 

and the self-development of the individual. Indeed, after analysing the interviewees’ 

information, we have noticed that the position of an individual, leader or follower, 

within professional context does not interfere or have an influence on the 

competence’s development. The activities used to develop the competence, the way to 

use it in concrete situations and the outcomes that engender remain the same no 

matter the position and the role of the individual. 

 

4.2. Cultural Intelligence as a Learning Process 

The first main category that has emerged from the data collected through the 

interviews is named Cultural Intelligence as a Learning Process, which is intimately 

related to the individual aspect. In this dimension, the reader can distinguish the 

personality traits that facilitate someone in the process to become culturally 

intelligent, to discover the activities that might support the development of this 

competence and the actions for preserving it. 

 

Regarding the personality traits, all of our interviewees agree that being open minded 

is one of the main characteristics that someone has to possess before starting to be 

culturally intelligent. According to Mette Lindgren, all people born open minded, it is 

our family, environment, school, culture who bias our mind. Therefore, for the people 

whose environment did not close their mind or the ones who have relearned to open 

their mind, will have more facilities for becoming culturally intelligent. Furthermore, 

empathy is a very important characteristic that people should have before starting to 

work with people from other cultures, for Noemí Tejedor, Ivan Cabezudo Serrano, 

Celine Hartenberger and Mette Lindgren. For them, being able to put yourself in 

others’ place is a requirement for becoming culturally intelligent. In other words, it 

means to understand others’ feelings and to treat people in a way that they will feel 

supported. Values as tolerance and the respect of each other are for all of our 

interviewees indispensable as well. It includes “to respect the roots, the habits and 

customs of everybody” as Ivan Cabezudo Serrano pointed out during his interview. 

All of interviewees agree that everybody can become culturally intelligent but it is 

something that requires work, development of some activities and tools to achieve it. 

It is true that having some specific personality traits facilitate the process of acquiring 

the competence of Cultural Intelligence as we have signalled before, but it is not 

enough with that. We asked our interviewees which specific actions they have made 

in the past to be able nowadays to work with other cultures.  
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Being exposed to other cultures is, for all interviewees, something crucial if someone 

desires to be able to deal and work with other cultures. It allows people to learn about 

the different cultures and behaviours related with each culture. There are many 

alternatives for that. Live abroad and have international experiences is one of them. 

Most of our interviewees have experimented at least once in their lives. But, as 

Susanne Sandberg, Mette Lindgren and Celine Hartenberger explain, that does not 

necessarily mean be exposed to other cultures. As an example, Susanne Sandberg 

has explained that when she was an exchange student in Iceland, she immediately 

became close with student from her home country, Sweden. She related that because 

of staying with Swedish people, it did not allow her to be in contact with other 

nationalities and with the Icelander culture. On the other hand, exploring during the 

travels is another alternative for developing the capacity of dealing with other 

cultures. Marcus Andersson explains that during his travels he always “do what the 

locals do and eat the local food instead of going to Mc Donald´s. Never stop exploring, 

talk to the local population wherever you go”. Susanne Sandberg agrees with that 

and adds that it is important to not go to the touristic attractions during your travels. 

Otherwise tourists cannot discover and study the local behaviour and its specific 

characteristics. Therefore, it is important to take advantage of all these situations 

which entail having a cultural encounter. Connected with that, Susanne Sandberg 

has explained that she met some students who did not want to work in teams with 

Chinese students due to communication problems, whereas they wanted to work in 

China and thought they will learn in the future how to deal with that culture when 

they will be into the country. They can of course learn the culture later, but it is 

always favourable to learn cultures when there is the opportunity and be prepared 

upstream before starting the work career. Furthermore, read books and watch films 

which describe other cultures is another way to understand and be exposed to 

another culture as Bridget Yen and Marcus Andersson assure.  

 

Noemi Tejedor Zurdo and Mette Lindgren agree that being exposed to different 

cultures is important in order to acquire this competence, but they add that being 

exposed to people with different backgrounds is also important, even if they have the 

same culture that you have. Noemi Tejedor Zurdo explains that by doing it, it will be 

easier to connect with others in the daily work or life, because you learn how to 

behave when you are dealing with people who are different from you, with other 

backgrounds, other experiences, other points of view, etc. According to Mette 

Lindgren, it is useful to “see other people as equal to you” and to gain the necessary 

skills to deal with people from other cultures.  
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Alexander Ritter and Mette Lindgren talked with us about the importance of self-

reflecting in order to become culturally intelligent. Reflect about what happened in a 

cultural encounter, reflect about the self-reactions and people reactions. It is 

necessary to reflect about what went wrong in the encounter, to analyse the situation 

and put self into question so as to not repeat the same mistakes in the next cultural 

encounters as Alexander Ritter explains. According to Mette Lindgren, it might be 

convenient to know in which aspects someone feels uncomfortable during the 

cultural encounters and thus, work on them challenging yourself to repeat these 

situations which suppose stress, strange or nervousness in order to transform them 

in normal situations and to be able to deal with them the next time a cultural 

encounter take place. 

 

4.3. Cultural Intelligence as part of Collective Actions 

The second main category that has emerged from the data collected throughout the 

interviews is called, Cultural Intelligence as part of Collective Actions, which is 

straight related to the intercultural group. In this dimension, the reader can discern 

that the activities and actions made in order to become culturally intelligent will be 

useful in the group’s integration and in the participation of the collective actions. 

These activities and actions will help any individual to deal with different cultures, to 

find the best way for communicating and so being involved as a leader or follower – 

co-worker within a team. 

  

Noemi Tejedor Zurdo put forwards that the group has to be respectful, get to know 

each other from the beginning in order to rapidly establish how people are going to 

work together independently of their cultural background. On the same level, Bridget 

Yen and Ivan Cabezudo Serrano emphasize that no matter what cultures, races and 

environment people are in and where they come from, they all have the same purpose. 

Indeed, Marcus Andersson agrees by adding that in its group “we all come from 

different places, but we all come together for achieving one goal and reaching the goal 

that we all have in common”. The first step by integrating a group is to respect each 

other and understand the other’s culture so as to able to tolerate the differences, to 

perform and act professionally. While dealing with cultural differences, being open 

and helping people in needed is the basis to be integrated into the group.  

 

Susanne Sandberg defines a culturally intelligent person as someone who “has the 

ability to handle and understand different cultures”. If people do not work close to 
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different cultures or are not used to that, it might be more difficult to understand the 

differences and so having issues in the communicating part. Indeed, Noemi Tejedor 

Zurdo adds that people who are really close minded, who do not have any empathy 

or the ability to adapt themselves quickly will have much more difficulties for working 

with other cultures. On the contrary, all interviewees agree by saying that someone 

with emotional intelligence, that is to say empathy, and able to put himself in others’ 

place will quickly understand how an individual from another culture is feeling in a 

particular situation. People who adapt themselves to different persons are people who 

can read the signals transmitted by the surrounding individuals, understand people’s 

background and how they are as an individual. By dealing with different cultures, 

people notice their listening capacity, their ability to adjust their behaviour and adapt 

to the situation. As all interviewees highlight it, a culturally intelligent person acts in 

different ways depending on where the people come from and so knowing the 

specialities and characteristics of the country’s culture help in this process of 

adaptation. For instance, as Alexander Ritter highlights it, in contact with German 

people it is possible to be quite direct, with people from Netherlands it is possible to 

be even more direct. While on the contrary, English people are not direct at all, they 

always take many ways for telling one thing. Noemi Tejedor Zurdo argues that the 

culturally intelligent individual learns how to work and connect with those 

differences, that the challenge while working with a new culture is the time you take 

to learn their conceptions and working style. In other words, Susanne Sandberg 

suggests that it is about how much people are willing to adapt themselves. 

 

Moreover, being tolerant with other people, letting them speak, getting their view out 

are the key words for getting a cohesive group, as Marcus Andersson explains. Being 

aware of the possible differences that may exist between cultures, understanding 

more that people from the same culture are also different allow to handle situation in 

a professional way, to minimize conflicts and to incorporate the differences within the 

team so as to take advantage of them. Mette sustains that culturally intelligent people 

adjust their style, the process to get different cultures involved and that they are 

aware of the different backgrounds of people and the different perceivers, receptors. 

Indeed, the receptors are different depending on where the person grew up and to 

what he has been used. Individuals are aware that the group dynamics are influenced 

by the culture, so the way people behave within a situation is always culturally 

bound, so having a sort of extra layer when working with the group dynamics is 

recommended in order to manage any misunderstandings. In addition, Céline 

Hartenberger and Ivan Cabezudo Serrano agree that people should put themselves 
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in others’ place, not thinking like their culture or even thinking that their way is the 

right one. Indian culture is really different from the Occidental one, so if people tell 

themselves that Indians work differently, that they have another mode of operation, 

it goes much better than if individuals come with the same expectations as if they 

were working with someone from the same culture as them. At a certain time, people 

have to go out of their own culture and should have this reflection about it is not 

because our culture do this actions in this way or have this conception that other 

cultures have the same and will understand our expectations. For instance, Indian 

people never say no, they always say yes, so if a member within a team asks for a 

document for the next morning they would agree but most of the time they won’t do 

it on time. Thus, it can create many conflicts, get the misunderstanding and maybe 

anger of the interlocutor. At some point, it requires people to change their way of 

communicate and instead of asking directly if they can do it, because they will always 

answer yes, it might be better to ask open questions in order to understand if they 

are able to do the work asked on time. It is explicitly a cultural difference, Indian 

people never say no whereas occidental people are really direct, ask close questions, 

that is to say with yes or no as an answer, so the yes is considered as a commitment 

while in Indian culture they communicate differently. As a consequence, learning and 

understanding the differences allow people to adapt their communication. 

 

Indeed, as Bridget Yen sustains the culturally intelligent person is able to understand 

what people say and to adapt the communication according to the culture we want 

to deliver the message. In order to avoid the conflicts that might sometimes come 

from bad communication, addressing messages very openly will help in this situation. 

According to all the interviewees, being able to listen, asking questions, being present 

and curious to what differences, are the key for interacting within a group. Susanne 

Sandberg argues that people need to be quiet thorough when it comes to give 

information, the instructions must be clear, developed and explicit. She adds 

“especially sometimes if people are a bit too quick and want to say somethings 

quickly, it could sound a bit rush, but nobody want to offend anyone, they just want 

things to get done”. Thus, people must be more aware and try to express themselves 

in another way or at least develop more what they mean exactly. For instance, 

Swedish way of communication could be too direct whereas in some cultures people 

speak more between the lines and do not give the answer yes or no directly but 

express it in a long story, such as Indian culture. Céline Hartenberger explains that 

she had to adapt her behaviour, in contact with Americans as they are really direct, 

so she was much more direct as she knew that they did not like to waste time so 
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going straight to the point is essential. Indeed, Bridget Yen and Susanne Sandberg 

support that language is one of the king of the adaptation, that people must adapt 

their language, speak in English, in a language that everybody is able to understand.  

 

Furthermore, a culturally intelligent leader knows the behaviour of the people led so 

as to change and adapt his style according to people’s characteristics. As Alexander 

Ritter sustains, the leaders reflect on who they are, what they want to be and how 

they want to be seen by the people led. Being people focus is one of the skills that 

leaders must have in order to deliver responsibilities, develop the team and each 

individual that will engender a good performance and so the success of the group, as 

Ivan emphasizes. He adds that leaders have “to help as possible because the leader 

is part of the team and if anyone within the group has trouble, it will affect the 

performance of the whole team”. According to Marcus Andersson, leaders lead by 

examples and do not push people to do the tasks, they actually listen to peers. 

Leaders distribute task to other people and give information out to the group so to 

know what is happening. He adds that it is essential to be the leader and not the 

dictator, as “a dictator is someone who tells everyone what to do whereas a leader is 

showing what to do and leading from the front by showing people how to do things”. 

Moreover, Céline Hartenberger highlights that leaders have to make sure that people 

within the group have also to adapt their behaviour to other cultures, and ensure 

that everyone respects each other and respects differences. In the group there is a 

direction, there is a common direction that is given by leaders so that people have a 

common path and a common goal. In order to achieve the goal, Mette Lindgren Helde 

explains that leaders have to get people involved into the group, need to facilitate, 

plan and have a meeting for example, and try to find out what could be the difficulties, 

the conflicts and the opposing ideas or ways. The culturally intelligent leaders allocate 

a good need of time to have a dialogue before starting the decision making process, 

so balance the knowledge of each individual in the group. Furthermore, all 

interviewees argue that leaders and followers – co-workers cannot have all the 

knowledge themselves so they have to take into consideration the knowledge of 

different people and do not expect that they know everything by themselves. Indeed, 

culturally intelligent people know themselves and are humble in the sense they are 

aware that they have to learn, that having and preserving the Cultural Intelligence 

competence is a learning and ongoing process as new situations will always arise. 

Finally, Céline Hartenberger and Susanne Sandberg explain that leaders and 

followers – co-workers have first to observe how people within the team communicate 

with each other and second listen to any return throughout feedbacks. In the sense 
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that remaining open to any return, even negative, allow to change or modify its own 

management. First of all, it seems important that people remind the situation, ask 

themselves why they have reacted in this way, what they could have done differently 

and what they will change. In other words, analyse the situations, give thought and 

put self into question. 

 

4.4. Cultural Intelligence as a Balancing Competence 

We discovered during the analysis of our data that the development of Cultural 

Intelligence competence entails a serial of results as benefit as negative. Indeed, it is 

necessary to be aware of the negative as the positive in order to overcome or even 

avoid the negative aspects that are created while working with different cultures. 

 

The first outcome is that culturally intelligent people need to overcome the 

stereotypes. All of our interviewees admitted having stereotypes before starting to 

work with a culture different than theirs. As we have related in the previous category, 

Alexander Ritter explains in his interview some of this stereotypes. According to him, 

people from Germany and from Netherlands tend to be so direct while 

communicating, whereas people from UK tend to be more indirect and to descript 

when they are speaking, instead of saying directly what they want. At this point, 

Susann Sandberg highlights that Chinese students tend to be quieter and reserved 

than others students. But as long as our interviewees are culturally intelligent, they 

are aware that they have different stereotypes for each culture and these stereotypes 

cannot be applied to all the people from the same culture. Mette Lindgren explains 

that people mind tends to put people into boxes. Culturally intelligent people are able 

to open these boxes and to readjust their expectations about others in each 

encounter. Stereotypes might be useful as a guideline to know how to behave with 

other cultures, as Bridget Yen assumes, but always keeping in mind that personality 

often transcends the culture. About that most of our interviews agree that usually 

the behaviour of people is more related with their personality than their culture. That 

is why, as Noemi Tejedor Zurdo explains that she never follows her stereotypes. In 

her opinion, people should not generalize and believe that all the people from the 

same culture behave exactly in the same way. She found during her daily work 

multiple examples that contradict the stereotypes she used to have about one specific 

culture. For example, she worked during her first year in her company with one girl 

from China who was really opened minded and she could easily express everything, 

which contradicts what she used to believe about the people from China.  
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Mette Lindgren explains how culturally intelligent people would act regarding the 

stereotypes they have. According to her, they have to affront the cultural encounter 

by being opened mind all the time, thinking that they do not know anything about 

anybody and that people should be prepared to find exceptions and to change their 

initial thoughts. None culturally intelligent people can affront the encounter with a 

close mind, which will blind the person and will not allow him to see the exception 

even if the others are behaving in a different way that he expected. 

 

Culturally intelligent people often meet conflicts and misunderstandings as we could 

prove by interviewing our respondents. We noticed that most of the conflicts and 

misunderstandings appear when the people expectations differ from the reality. The 

interviewees related many examples and how they were able to solve them. Noemi 

Tejedor Zurdo explained one conflict she had while working with an Indian person. 

Noemi was creating a new website and the Indian person collaborated with her as a 

consultant but according to her for some Indians it is quite difficult to contradict 

others. Therefore, they had problems to come up with ideas for the project because 

he never corrected Noemi, even if her ideas were not the best ones. She, as a culturally 

intelligent co-worker, solved it through communication. She explained him that his 

role was to be a consultant and so she expected him to bring new ideas and 

recommendations for the project. Furthermore, Susanne Sandberg explained that, as 

a head of two International Programs, she has witnessed many conflicts within the 

team works in the courses. She, as a culturally intelligent leader, solved them with 

team building exercises and workshops about intercultural communication. Thus, it 

is easier for the students to communicate and collaborate within a team, although 

sometimes it is not enough with it, and they still have problems. Therefore, she always 

tries to follow what is happening in the groups and thus, she controls the eventual 

misunderstandings and conflicts that might emerge. In Mette Lindgren´s opinion, “it 

is important to address the conflicts very openly and not to avoid them”. When she 

faces one conflict or misunderstanding in a team, she asks the team’s components to 

analyse the situation together, to describe what happened, what were their 

expectations and their needs. As a consequence, they can all together find out a 

solution. Marcus Andersson, Alexander Ritter and Bridget Yen told us that they solve 

the conflicts in the same way with the group they are responsible of. Alexander 

stresses that overcoming the conflicts is not enough, it is necessary to reflect about 

the situation and so to learn from the situation as it will give tools for avoiding the 

same conflict if happens another time.   
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Despite the conflicts and misunderstanding, our interviewees encounter many 

benefits while working with different cultures and developing the competence of  

Cultural Intelligence. All of our interviewees agree that they definitely prefer working 

in a multicultural team. For Ivan Cabezudo Serrano, it is so gratifying to work with 

people from other cultures, in his football career, because he met people from all 

around the world in the teams he has played in. Marcus Andersson, Mette Lindgren, 

Susanne Sandberg and Celine Hartenberger emphasize that they find multicultural 

teams funnier than teams formed by people from the same culture. They agree that 

this kind of teams always brings a lot of energy, that it is much more excited and 

dynamic. Céline, Marcus, Mette and Susanne always will choose to work in a 

multicultural team.  

 

Another of the many benefits that our interviewees explain is that working with 

different cultures provide in the team several points of views, which is always better 

to have different than just one. Alexander Ritter prefers to have within the team he 

leads a “bit of everything”. As he explains, it is always better to have all kind of 

personalities that allow to bring up a variety of ideas and different styles of working. 

As a matter of fact, each individual in the team will learn from the others new ways 

thinking, perceive and doing things. Susanne Sandberg adds that working with 

different cultures contribute to a lot of ideas and thoughts, allow people to think 

outside of the box and to get new perspectives about the life. Céline Hartenberger 

explained us that for her, working with people from other cultures also arouse to 

discover new styles of life, practices, foods, drinks, etc. In general, discovering new 

outlooks of life.   
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CHAPTER – V – 
 

RESULTS AND DISCUSSION 
 

We will present in this section the analysis of empirical findings and literature review 

obtained throughout the interviews conducted and the literature read. On the one 

hand, we will relate the data collected from the interviews combined with the concepts 

from the literature. On the other hand, we will discuss about the results that will 

create our theory based on the combination of data collected from interviews and 

concepts. 

 
5.1. Analysis theoretical and empirical findings  

During the analysis of our data we found some similarities with the information we 

gathered and the literature related with our topic that we read. Our secondary data, 

that is, the literature we have read related with the topic we are studying in this 

thesis, subscribed what the respondents related to us in many points of the 

interviews. While talking about our interviewees about the concept of Cultural 

Intelligence and what was their perception about that they described it as a When 

our interviewees explained us experiences about conflicts and misunderstandings 

with other cultures within work place, many of them were related. 

 

On the one hand, Hall’s approach is based on research regarding the differences in 

behaviour with respect to the time identified by the respondent. Hall highlights two 

concepts in the analysis of cultural differences influencing the management 

practices. These concepts are the concept of time, called monochrome time and 

polychrome time, and the concept of high and low context. Indeed, all culture do not 

have the same conception of time as we have explained it within the three main 

categories. In “Monochromic culture time is perceived and used in a very linear way. 

There is a road leading from the past to the future. It is a time that can be cut, broken 

down into segments more and finer. Each segment receives a specific project, it is 

intended for a project perfectly determined. Time is perceived, treated as a tangible 

thing. We refer to him as the money: we can spend it, lose it. We use it to set priorities 

(Hall 1990, p.42-43). Some cultures like American culture perceives time as linear 

and sequential (Hall 1984). So there is polychromic people that will be often late to 

meetings for instance, while monochromic people may be more accustomed to 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

54 

punctuality. The people operation in a monochromic context may tend to believe that 

“time is money”, while those in a polychromic context can see the time as an 

opportunity to be with others. Therefore, we understand the discontent in 

collaboration between people and cultures monochromic or polychromic if they do 

not make an effort for finding a mutual understanding and commitment. Moreover, 

Hall identifies high context cultures where the messages are less important than the 

context. In these cultures, such as Japan, most of Asia, Africa, Arab countries and 

generally all Latin countries, it uses less legal documents, the speech is crucial, so 

that the negotiations are much slower. Whereas in the low context cultures, such as 

Europe and the United States business is much slower, so it is necessary to establish 

a personal relationship that permits to create some confidence between the parties. 

In these cultures, the messages convey explicit information and the legal documents 

as seen as essential. Understanding the concept of high and low context cultures can 

be used in negotiations and foster good communication within a professional context. 

Obviously, as seen in the three main categories, a person from a low context culture 

will have much more facility to start building a relationship with someone of the same 

context, which is not necessarily the case with a person from a high cultural context. 

As a consequence, all fields within professional context need culturally intelligent 

people in order to facilitate the creation of relationships between colleagues. 

 

On the other hand, Hofstede’s approach indicates that individuals are conditioned by 

their own cultures. Thus in a multicultural professional context different 

interpretations and actions can occur. As part of our work, we focus on Hofstede’s 

explanations about the influence of culture on management speaking in 

interpersonal relationships, including the report to the authority. Hofstede 

emphasizes that power distance is one of the essential dimensions that characterize 

a culture (Hofstede & Bollinger 1987, p.82). For instance, France and United-States 

are associated with a high power distance, that is to say there is a strong presence of 

authority and few delegation of the superiors’ authority. According to Hofstede, 

culture is formed in several stages such as the family, school, work place and nation. 

As a consequence, in the adulthood, a person acquires as Hofstede calls it “an 

advanced mind control” governing its time perception, the general relationships, the 

work place’s relationships, the communication, etc. The corporate culture is 

generated and sustained by the individuals who composed it. Obviously, as seen in 

the three main categories, it is necessary to take into account the existing features in 

any fields within professional context, so it becomes obvious to get culturally 

intelligent people in order to facilitate the management and collaboration between 
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different cultures. Culturally intelligent people are aware that a particular 

management emphasized in a given country will may not lead to results expected in 

another cultural context and so may create conflicts and misunderstandings. The 

Cultural Intelligence competence will help to avoid and overcome these conflicts and 

will know how to adapt and which management uses in a given culture. 

 

5.2. Discussion of the results: Creation of the Theory 

As long as we use Grounded Theory as a research method, the final purpose of our 

Thesis is to create a Theory which might explain what we want to discover, that is to 

say, the theory that will answer our research question: What are the different aspects 

that the process for becoming a culturally intelligent leader, follower or co-worker 

encompasses? By relating each category to the others, we came up during the axial 

and selective coding to create our theory. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.2. The different aspects of the Cultural Intelligence’s concept 
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These three elements are related to each other and cannot be isolated or only 

developed independently of others. Being Culturally Intelligent requires to take into 

consideration the interaction of the three and their repetition in each cultural 

encounter based on what the person has learnt in the previous encounter.  In effect, 

the different aspects of the process that allow someone to become culturally 

intelligent is the relation existing between the individual aspect of the Cultural 

intelligence (Cultural Intelligence as a Learning Process), how someone develop the 

competence of Cultural Intelligence (Cultural Intelligence as part of Collective Actions) 

and the benefits and disadvantages that culturally intelligent people find during the 

development of this competence (Cultural Intelligence as a balancing competence). 

Everybody has the opportunity to become culturally intelligent, it is only necessary 

to know how to achieve it and to be willing to. 

 

Being culturally intelligent is a complex and learning process that require to know 

first its own culture and itself, to recognize the cultural and individual diversities, to 

locate the differences as the similarities in order to promote the communication and 

the exchanges. Indeed, with the intention of working with different cultures, 

individuals have to know themselves entirely, their culture, their strengths and 

weaknesses, the stereotypes and prejudices they may have before having the wish to 

learn others’ culture. The individual aspect starts with some traits of personality that 

facilitate people to develop the competence of Cultural Intelligence, as we have 

discovered. People who are open minded, empathic and tolerant tend to enjoy being 

with people from other cultures and are more disposed to work with them. Therefore, 

they will have more possibilities for becoming culturally intelligent since they need to 

be able to deal with other cultures. There are many activities that people who desire 

to acquire this competence might carry out such as being exposed to other cultures 

is the most important one. Being exposed suppose that people better understanding 

the differences that exist between cultures, know the specific characteristics that 

cultures have and simultaneously learn how to be more open minded, empathic and 

tolerant. 

 

After working on self, the individual is able to apply what he learned in a professional 

context. The next part of the process for becoming culturally Intelligent is the 

application of the competence within a multicultural team that leads to be involved 

in collective actions, either as a leader or as a follower - co-worker. People working 

within a multicultural team have to adapt their behaviour, actions and 

communication to others in order to create a level of understanding. It is crucial to 
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maintain the cohesion of the group in order to reach the goal and for that members 

have to use their Cultural Intelligence. When people apply Cultural Intelligence they 

are gathering experience that will be used for the next intercultural encounter. 

 

The third part of the process, balancing competence, is constituted by the benefits 

and negative aspects that culturally intelligent people encounter while working with 

different cultures. Benefits are useful for people as a motivation to continue to 

participate in the collective actions and in the process of Cultural Intelligence. At the 

same time, the negative aspects, such as the conflicts and misunderstandings, 

emerging during the intercultural encounter are helpful for the culturally intelligent 

people as long as they are able to take advantage of these conflicts and 

misunderstandings, to learn from the different situations and to avoid these conflicts 

in the next intercultural encounter.  

 

As a conclusion, the process of becoming culturally intelligent is constituted by the 

three latest stages. The different parts of the process are not isolated, they are 

interrelated in the sense that each one depends on the previous one and influences 

the next one. It is not a process that finishes in the last step, there is no start and no 

end, it is a constant learning and ongoing process. Becoming culturally intelligent is 

an ongoing process in which when someone arrives to the third step, immediately he 

is conducted to the first one and the process starts once again. Being culturally 

intelligent can only be achieved by learning, experience and repeating this process 

over and over. By repeating the process and using the past experiences, the individual 

will be abler to deal with the next intercultural encounter and get through this 

process more quickly. 
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CHAPTER – VI – 
 

CONCLUSION AND RECOMMENDATIONS 
 

Cultural diversity has always been constitutive of society and organisations that 

compose it. To this extent, our choice of leading a study about the role of cultural 

diversity within a professional context has permitted to collect the perceptions, the 

knowledges and experiences of people from different position and cultures. Our 

objective along this thesis has been to analyse the different actions that can arouse 

the collaboration between several people coming from different nationalities and to 

create our Cultural Intelligence process. In order to get people aware of Cultural 

Intelligence’s concept and allow them to develop this competence, we have some 

recommendations that would be necessary to take into consideration and to 

implement in the professional fields. 

 

On the one hand, by interviewing our participants, we have realized that most of them 

were not aware that Cultural Intelligence is a competence. They are actually 

culturally intelligent but they are not aware of that. Cultural Intelligence is a tacit 

knowledge, which means it is possible to learn just by experience and so people use 

the competence without noticing that they are already into the process. That is why 

it is difficult to teach and to transmit this competence. We would recommend the 

institutions to discuss about this concept and to do it in two ways. Firstly, education 

systems should implement Cultural Intelligence through International Programs, like 

our Master Program, through lectures and courses which teach the students the 

required skills to deal with other cultures. Thereby, students are prepared before 

starting their job in the labour market and so prepared for all the situations that 

required to deal with other cultures. Some schools are actually accomplishing it, but 

it is not enough as long as the internalization process increases quickly. Secondly, 

we consider that it would be prudent to implement Cultural Intelligence in companies 

too. Most of them offer courses and workshops to their employees when they are sent 

to work in another country different than their own culture, for a short or long period. 

We consider that it is not enough, enterprises should include courses and workshops 

for leaders who lead a multicultural team and for followers and co-workers who are 

in contact with different cultures. Companies should work actively addressing 

intercultural issues, making people feeling comfortable with the diversity and 

celebrating it. Indeed, the institutions such as associations, sports teams, educative 
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systems, companies, etc., should help individuals for becoming culturally intelligent 

throughout the implementation of cultural knowledge as an explicit knowledge.  

 

All of that suppose that people begin to consider Cultural Intelligence as the 

competence, as it actually is. With these actions Cultural Intelligence might become 

an explicit knowledge, easier to teach and transmit, while people will apply it in a 

consciously way. Cultural Intelligence as an explicit knowledge will facilitate the 

process for becoming culturally intelligent.   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

60 

REFERENCES 

 
Adler, NJ 1994, Globalization, government and competitiveness, Canadian Centre for 

Management Development. 

 

Adler, NJ 2002, International dimensions of organizational behaviour, Thompson 

Learning, Mason. 

 

Aoun, J 2004, Managing a multicultural team: making diversity a key to performance, 

ESF edition. 

 

Arbnor, I & Bjerke, B 2009, Methodology for creating Business Knowledge, 3rd edition, 

Sage Publications, Lund. 

 

Barmeyer, C & Mayrhofer, U 2009, Intercultural Management and integration process: 

an analysis of the Renault-Nissan alliance, Management & Future 2/2009 (No. 22). 

 

Barth, I & Falcoz, C 2010, New management perspectives of diversity management 

collection released, Edition Management and Society. 

 

Bartlett, C & Ghoshal, S 1989, Managing Across Borders: the transnational solution, 

Harvard Business School Press. 

 

Bollinger, D & Hofstede, G 1987, Les différences culturelles dans  

le management: Comment chaque pays gère-t-il ses hommes? (International Differences 

in Work-Related Values), Les Éditions d'Organisation, Paris. 

 

Brinkmann, S & Kvale, S 2015, Interviews: Learning the craft of Qualitative Research 

Interviewing, Sage Publications, Thousand Oaks.  

 

Chevrier, S 2000, Le management des équipes interculturelles (The management of 

intercultural teams), Broché.  

 

Colovic, A & Mayrhofer, U 2008, Les stratégies de localisation des firmes 
multinationales : une analyse du secteur automobile (The localization strategies of 
multinational firms : an analysis of the automotive sector), Revue Française de Gestion, 
vol. 34, n° 184, p. 151-165. 
 

Corbin, J & Strauss, A 2008, Basics of qualitative research: techniques and 

procedures for developing the Grounded Theory, 3rd edition, Sage Publications, 

Thousand Oaks. 

 

Cox, T 1994, Cultural Diversity in Organizations: Theory, research and Practice, 

Berret-Koehler Publishers. 

 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

61 

Cox, T, Lobel, S & McLeod, P 1991, Effects of ethnic group cultural differences on 

cooperative and competitive behavior on a group task, Academy of Management 

Journal. 

 

Creswell J, 2013, Qualitative inquiry and research design: choosing among five 

approaches, 3rd edition, Sage Publications, Thousand Oaks.  

 

Crotty, 1998, The foundations of social research, Sage Publications, Thousand Oaks.

  

Davel, E & Dupuis, JP & Chaniat, JF 2008, Gestion en contexte interculturel: 

Approches, problématiques et pratiques (Management in intercultural context: 

Approaches , issues and practices), Les presses de l’université Laval. 

 

Dey, I 1999, Grounding Grounded Theory: Guidelines for Qualitative Inquiry, Academic 

Press, UK. 

 

Dupriez, P 2005, The couple culture and management in a context of transition, 

Economic and Social Editions L'Harmattan. 

 

Gauthey, F & Xardel, D 1990, Le Management Interculturel (Intercultural 

Management), 2nd edition, Presses Universitaires de France, coll. Que sais-je ?, 

nº2535, Paris. 

 

Glaser, B & Strauss, A 1967, The discovery of Grounded Theory, Aldine Transactions, 

Piscataway.  

 

Gubrium, J & Holstein, J 2001, Handbook of Interview Research: Context & Method, 

Sage Publications, Thousand Oaks. 

 

Goulding, C 2002, Grounded Theory: A practical guide for Management, Business and 

Market Researchers, Sage Publications, Surrey. 

 

Hall, E 1966, The Hidden Dimension, Doubleday, New York. 

Hall, E 1976, Beyond Culture, Doubleday, New York. 

Hall, E 1986, The dance of life: The other dimension of time, Doubleday, New York. 

 

Hall, E & Hall, M 1990, Understanding Cultural Differences, Intercultural Press Inc, 

Yarmouth. 

 

Hofstede, G 1987, Culture's Consequences: International Differences in Work Related 

Values, Sage Publications, Beberly Hills. 

Hofstede, G 1994, Cultures and Organizations: Software of the Mind, McGraw-Hill, 

UK. 

Iribarne, P 2012, Managing corporate values in diverse national cultures: the challenge 

of differences, Routledge, New York. 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

62 

Kluckhohn, C 1951, The study of culture’ In Lerner and H.D. Lasswell edition, The 

Policy Sciences, p. 86-101, Stanford University Press, Standford. 

Kroeber, A & Kluckhohn, C 1952, Culture: a critical review of concepts and definitions, 

Vintage Books, New York. 

 

Lederach, J.P 1995, Preparing for peace: Conflict transformation across cultures, 

Syracuse University Press, New York. 

 

Linton, R 1977, Le fondement culturel de la personnalité, Dunob, Paris. 

 

Merrian, S & Tisdell, E 2015, Qualitative research: a guide to design and 

implementation, 4th edn, Jossey-Bass, San Francisco. 

 

Malinowski, B 1931, Encyclopedia of the Social Sciences, Vol. 4, Macmillan, New York. 

 

Northouse, P 2007, Leadership: Theory and Practice, 4th edition, Sage Publications, 

Thousand Oaks. 

 

Parry, K & Bryman, A 2006, Leadership in organizations, in S Clegg, C Hardy, T 

Lawrence & W Nord edition, Handbook of Organiztions Studies, Sage Publications 

 

Pearsall, J & Hanks, P 2010, Oxford Dictionary of English, Oxford University Press. 

 

Peterson, B 2004, Cultural intelligence: A guide to working with people from other 

cultures, Intercultural Press, Yarmouth. 

 

Plum, E 2007, Cultural Intelligence: A concept for bridging and benefiting from cultural 

differences. 

 

Plum, E 2008, Cultural Intelligence: The Art of Leading Cultural Complexity, Libri 

Publishing, London. 

 

Quinn, M 2002, Qualitative Research evaluation methods, 3rd edition, Sage 

Publications, Thousand Oaks. 

 

Reich, 1998, The Myth of the Global Corporation, Princeton University Press. 

Schein, E 1985, Organizational Culture and Leadership, Jossey-Bass, San Francisco. 

Schermerhorn, JR, Hunt, J & Osborn, R 2002, Human behaviour and organization, 

2nd edition, ERPI. 

 

Schneider, S & Barsoux, J 2002, Managing Across Cultures, Prentice Hall, Harlow. 

 

Stogdill, R-M 1950, Leadership, membership and organization, Physiological Bulletin, 

vol.47, no.1, pp.1-14 

 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

63 

Thomas, D & Inkson, K 2009, Cultural Intelligence: Living and Working globally, 

Berrett-Koehler Publishers, San Francisco.  

   

Trompenaars, F & Hampden-Turner, C, 1993, Riding the Waves of Culture: 

Understanding Cultural Diversity in Business. 

 

Tylor, E 1871, Primitive Culture: Researches into the Development of Mythology, 

Philosophy, Religion, Language, Art, and Custom, London. 

 

Würtz, E 2005, A cross-cultural analysis of websites in high-context cultures and low-

context cultures, Journal of Computer-Mediated Communication, article 13. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Cultural Intelligence’s Concept  Soupeaux. A & Martinez. E 

 

64 

Appendix A: Leaders’ Interview Guideline 

 

  What is your professional backgrounds and your current function? 

  How would you define your leadership style? 

  Do you think cultural diversity influence your leadership style? 

  How would you describe a culturally intelligent leader? Would you define you 

as being one of them, and why? 

  How did you become able to deal and work with people from other cultures?  

  Do you think everybody born with this ability or learn the way for developing 

this competence? 

  What has been your biggest/greatest challenge as a culturally intelligent leader 

so far? 

  What is the best multicultural group you have been managing, and why? 

Describe your involvement and your management. 

  How do you overcome the conflicts and misunderstandings when managing 

multicultural teams? Give an example of the most representative. 

  What are the most difficult aspects do you find when you are leading a 

multicultural team instead of a team formed by people from the same culture? 

 Do you adapt your leadership according the group you manage? Could you 

give any examples and make comparisons? 

 According to you, what characterize an authentic and effective leader? 

 Do you think being culturally intelligent is one of the most significant asset 

that a leader must have? 

 Finally, how do you preserve the proficiency of being culturally intelligent? 
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Appendix B: Followers – Co-workers’ 

Interview Guideline 

 

  What is your professional and personal backgrounds regarding cultural 

diversity?  

  What is the nature of your involvement within multicultural groups? 

  Did you encounter some conflicts or misunderstandings while working with 

people from other cultures and how did you overcome? Could you give an 

example of the most representative? 

  What is the best multicultural group you have been working with, and why?  

Describe your involvement, the team spirit and management. 

  According to you, what is the best method for getting a cohesive and efficient 

group? 

  What has been your biggest/greatest challenge as follower - co-worker within 

a multicultural team so far? 

  What do you find the most difficult when you are working with people from 

other cultures? 

  How important the understanding of another culture in the workplace is? 

  How would you describe a culturally intelligent person? 

  In your opinion, what is the major obstacle for having culturally intelligent 

people in all companies, organizations, etc.? 

 Finally, how do you preserve the proficiency of being culturally intelligent? 

 

 

 

 

 

 

 

 

 

 

 

 


