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Abstract

The complexity of relationships in a multicultural workplace poses significant challenges for managing cross-cultural
environments, including teams, mergers, and partnerships. Scholars and practitioners actively explore the unique skills
required for effective multicultural management, particularly by examining a manager's multi-intelligence quotient.

This study seeks to address the research question: How do a manager's Intelligence (1Q), cultural (CQ), and Emotional
(EQ) quotients contribute to effective global management and an organization's overall performance?

In addition, a conceptual framework has been developed to create a structured research process to understand the traits
of skilled and effective global managers. This framework also addresses existing theoretical gaps, such as inconsistencies
and ambiguous findings regarding the relationship between a manager's intelligence quotients and their effectiveness in
navigating cultural diversity challenges.

This research aims to enhance the validity of existing literature while addressing the pressing need for a comprehensive
theory. Furthermore, the framework could deepen practitioners' understanding of the advantages of the relationship
between effective management and managers' intelligence in cross-cultural contexts.

In conclusion, knowledgeable managers can foster positive outcomes for international organizations by effectively
motivating and guiding their teams and promoting organizational growth. To excel in this role, they should possess three

essential intelligence skills: 10, EQ, and CQ.
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1. Introduction

"The integrated essence of the manager is in the three elements of
management: business management, management of managers,
and management of employees and work" (Drucker, P. F, 1994).

Globalization has significantly impacted the business environ-
ment, leading to developments in leadership paradigms and the
foundational elements of organizational management, organiza-
tional structure, strategy, and finance. One critical change in the
cultural landscape has resulted in significant differences and the
emergence of multicultural challenges in management positions.

It is not enough for the leader to get a good education and a high IQ
score. The new leader must be able to influence a culture and meet

a higher standard of essential abilities, such as influencing people,
connecting with people, building teams to provide customer
services, and retaining employees. This requires a talented
manager.

Industrial and occupational psychologists use intelligence tests
(individuals and groups) to assess the intellectual abilities of
leaders. Intelligence is a great advantage, especially in challenging
jobs that require keen people to perform them. It is not less
important to be able to use dimensions to predict performance in a
wide variety of real-life environments.

To be effective, global managers must exhibit global capabilities
in multiculturalism. Researchers are concerned that ventures' high
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failure rates are often linked to the dynamic and complex business
environment that presents significant managerial challenges,
mainly due to cultural diversity in the workplace.

Businesses operating in different countries or regions face
challenges and opportunities associated with various cultures,
which adjoin those experienced by domestic companies. These
cultural differences influence various organizational aspects,
including communication, negotiation, leadership, and employee
management. Additionally, in terms of consumers and marketing
behavior, failure to adapt to local preferences can lead to difficulties
in sales. Consequently, top management must develop specific
skills to succeed in the global business environment. They must
improve their understanding of the complex relationships between
proficient skills and global business management.

Scholars have proposed considering two additional pertinent forms
of intelligence- cultural and emotional intelligence—that may
predict global managers' effectiveness. Both forms of intelligence
set a framework for understanding and managing cross-cultural
leadership and interpersonal relationships. They indicated that the
factors impact leadership competence in navigating organizational
cultural differences by facilitating the assessment and development
of manager's multicultural intelligence and emotional acumen.

While previous research has predominantly concentrated on
domestic business management, future studies must ascertain
whether these findings apply to international business contexts.
Furthermore, several researchers underscore the necessity of
developing new measurement tools designed explicitly for
assessing global leadership skills.

Finally, much of the current organizational strategy focuses on
analyzing attitudes rather than examining the characteristics
of multiculturalism and their impact on management. Future
research should investigate the social and cultural attributes
that may influence leadership and management effectiveness in
diverse environments. However, how leaders and managers can
identify, develop, and implement these capabilities to benefit
global organizations remains ambiguous. There is an urgent need
for a comprehensive theory that explains the interrelationships
among intelligence quotient, emotional intelligence, and
cultural intelligence, as well as their connection to management
effectiveness.

The theoretical framework (see Figure I) is grounded in a
comprehensive review of academic literature and insights from
practitioners. It outlines a research process to address the traits
of skilled and effective global managers with high intellectual,
cultural, and emotional intelligence levels. Additionally, this
framework aspires to enrich existing literature by providing further
data and qualitative support for prior research findings.

2. Literature Review
2.1. Efficient Cross-Cultural Management
In the contemporary, intricate, and diverse global business

landscape, effective management necessitates a profound
comprehension of human behavior and social intelligence. Leaders
must be sensitive to each team member's mood and motivations
to exert a meaningful positive influence within the organization.
Accordingly, leaders must possess specific competencies,
including the capacity to navigate intercultural interactions,
engage in effective networking, exhibit flexibility, and manage
teams within varying cultural contexts [1-6].

For a global organization to thrive, it is essential to have competent
leaders or managers who possess an awareness of various
intelligences pertinent to effective global management [4,6].
Such leaders must adeptly collaborate at both local and global
management levels and be equipped to confront diverse economic,
political, and cultural challenges. They must adopt a multicultural
framework and respond flexibly to local demands while embracing
cultural diversity [7,8]. To cultivate teams founded on trust and
respect, leaders should establish robust structures, processes,
authorities, and a culture responsive to social, geographic, and
organizational complexities [6,9].

Management responsibilities can be classified into twelve distinct
roles under four primary categories: assignment, social interaction,
organizational modification, and external relations. The
assignment category emphasizes efficiently utilizing personnel,
equipment, and resources to attain organizational objectives.
Social interaction encompasses team members' development,
support, recognition, empowerment, and training. Organizational
modification involves envisioning and facilitating change and
innovation, promoting intellectual stimulation, encouraging
risk-taking, and fostering organizational learning. The external
relations category involves cultivating connections with the
external environment, which includes networking, monitoring
external factors to identify potential risks and opportunities, and
representing the organization [10-12]. Each component enables
a global organization to thrive in diverse environments—a risk-
taking culture enabling a learning organization to adapt to new
challenges and opportunities. Managers must lead by example,
demonstrating agility in thought and action and promoting a
mindset focused on continuous improvement and innovation.
External Factors: The relationship between an organization and its
external environment is essential for success. This aspect highlights
the manager's role in networking and building relationships that
can lead to new business opportunities. Additionally, managers
must vigilantly monitor external factors that pose risks or present
opportunities. This includes staying updated on market trends,
competitor strategies, and changes in regulatory landscapes, as
well as effectively representing the organization in various forums.
Managers are vital in driving organizational transformation within
a diverse global context. They provide targeted training to build
trust, promote teamwork, and create structures that embrace social,
geographic, and cultural complexities [4,9,13].

Recent scholarly literature underscores that multiculturalism
in international business presents challenges and opportunities.
Notable challenges include communication barriers, stereotypes
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and biases, conflicts from divergent beliefs and values, and
compliance with legal and regulatory frameworks [13]. Conversely,
opportunities for global enterprises encompass enhanced creativity,
diverse perspectives, improved problem-solving and decision-
making capabilities, and increased employee commitment [13].

Ongoing research regarding the competencies of effective
global leaders continues to expose a gap in empirical studies.
Despite an expanding understanding of theoretical constructions,
leadership effectiveness remains vague, with insufficiently defined
determinants [5].

2.2. Cross-Cultural Differences

Cross-cultural interactions are frequently involved in work-
related situations, such as long-term assignments overseas.
When people transition from the known to the unknown, they
experience challenges in a cross-cultural environment, such as
language, communication, and interaction difficulties. As a result,
cultural misunderstandings arise due to a need for more emotional
awareness and understanding of the expected behaviors [13,14,15].

A critical factor in organizational management and the
effectiveness of leaders is "National Culture." This concept shapes
the perceptions of both leaders and employees regarding their
immediate environment [15].

The differences between cultures arise from distinct backgrounds.
As children grow, they begin to shape their understanding of the
culture around them, learning to navigate the norms present at home
and within their families and friends. This cultural understanding
enables them to function effectively within their society [16,17]. It
establishes certain assumptions,

beliefs, norms, and attitudes that affect how individuals interpret
their reality and behavior, thus influencing their understanding of
the foundational principles within their society.

Workplace cultures can vary significantly in attitudes, behaviors,
communication styles, organizational goals, deadlines, and
budgetary considerations. Furthermore, these cultural differences
in behaviors and attitudes can lead to employee misunderstandings.

Professional literature is mainly based on famous theories
regarding national cultural critical influence on the cross-cultural
principle. First, Hofstede (1980, 2001), whose theory is based
on five foundations of the cross-cultural idea: Power distance,
Uncertainty avoidance, Individuality vs. Collectivism, Masculinity
vs. Femininity, and Long/Short-term orientation. Power distances
show how a specific society observes the basic phenomenon of
power inequality in public.

Uncertainty Avoidance- This shows that the cultural public
approaches change, risk, innovation, and more. Individuality
vs. collectivism- How a specific society relates to a fundamental
phenomenon of the relationship between the individual and
society. Masculinity vs. Femininity- How a society relates the

gender dilemma. Long/Short-term orientation- Cultures with long-
term orientations focus on the future and reject short-term success
in favor of success in the long term; they also emphasize qualities
of persistence, perseverance, saving, and long-term planning.

Short-term, differently, is focused on the short-run success or
pleasure and emphasizes the present time. [14,15].

The second theory, GLOBE (2004), developed the theory to include
nine more detailed dimensions of national culture that impact
individual behavior. The first four are like Hofstede's theory, and
the other five are more specific to Hofstede's factors, such as Future
orientation, Gender agility, Orientation to Performance, Individual
orientation, and Assertiveness [14,15].

Kunos and Karima (2019) assert that practitioners acquainted with
these theories could effectively address staff conflicts and establish
collaboration in their multicultural workplace. Reminding,
effective leadership role, i.e., confront and succeed despite the
different culture's perceptions, norms, beliefs, and attitudes toward
work [14]. If not correctly handled, it might raise confusion and
hinder successful implementation in the organization. Leaders
should be culturally and socially sensitive and promote creative
motivation through managerial manipulation [7,15,17].

2.3. Intelligence Quotient (1Q).

IQmeasures an individual's abilities using numbers and best predicts
which leaders and employees will learn the most as they progress
on the job. The score is determined by many factors, including
special knowledge, memories, understanding visualizations,
vocabulary abilities, and perceptual ability. In predicting success at
work, the more professional and complex the job is, the higher the
accuracy [18,19]. There are two groups of intelligence tests: tests
for groups in which large numbers of contestants can be tested
simultaneously. Moreover, individual tests, especially when there
is some uncertainty about the subject, and it is essential to see how
the subject tries to solve test items. The manager's intelligence
abilities are measured by the 1Q (features such as analytical,
logical, and reasoning ability). The importance of IQ increases due
to its ability to help identify personal cognitive abilities, and more
than that, this ability develops through appropriate preparation,
calculated inference, and thinking and treatment of the specific
subject. Murtaza et al.'s (2020, p. 8) findings show that individuals
with a high IQ have better problem- solving abilities and perform
their duties better.

It also helps organizations choose a suitable manager for them.
However, individuals with a high score do not necessarily mean
that the organization will prosper under his management. A high
IQ does not necessarily predict the ability to influence culture, a
way to connect with people, build teams, provide good service to
customers, and retain them, as is expected of such a manager [6].

2.4. Cultural Quotient (CQ)
An individual's ability to function effectively in unfamiliar settings
of cultural multiplicity [20]. It is a concept based on four areas:
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meta-cognitive, cognitive, motivational, and behavioral. Meta-
cognitive- the individual's cultural perception through intercultural
interactions and involving high-level perceptual strategies.
Cognitive means knowledge with a sophisticated mental perception
of a cultural environment that gives an individual a starting point
to anticipate and understand a cultural system with a social pattern
within the culture. Motivational- an ability to direct attention
towards learning situations of various cultures. Behavioral- a
capacity to display verbal and non-verbal appropriateness when
interacting with people from diverse cultures [21].

It is a powerful competence for predicting the performance of
management tasks in an intra- cultural environment, a collection
of personal characteristics that allow the global leader to change.
Effective leaders must overcome difficulties of cultural adjustment
and reach a better cultural adaptation to diverse cultures in the
workplace [6]. Moreover, he must have the motivation to translate
the acquired knowledge and produce a cultural strategy for his
behavior (to present verbal and non-verbal actions in interaction
with various cultures individuals). He ought to understand and
manipulate any unfamiliar culture, adjust his behavior, and design
a constructive collaboration of diverse cultural settings [22,23,6].

Lima and his colleagues (2016) designed and presented a valuable
and valid measurement scale for CQ assessment. The scale is based
on twenty-one items regarding five factors of global organization:
leadership behavior, adaptability, development and learning,
organizational intentionality, and organizational inclusion. For
example, in (1) leadership, "the organization provides the leaders
with cross-cultural training." (2) In the structural factor, "the
organization knows how to solve cultural differences relating to
the organizational expectations." [24].

2.5. Emotional Quotient (EQ).

The ability to control one's mood through self-awareness, improve
it through self-management, grasp its influence through empathy,
and behave to raise one's morale and that of others by managing
relationships [25,6].

Emotional intelligence (EQ) encompasses the ability to navigate
personal and social dimensions, further delineated into five
key areas: personal awareness, personal regulation, personal
motivation, empathy, and social ability [26]. Personal awareness
involves recognizing one's own emotions, while self-regulation
pertains to the capacity to manage those emotions in a way that
fosters positive outcomes. Self-motivation refers to the ability
to harness enthusiasm to drive constructive actions. Empathy
is characterized by actively listening to others, and social skills
encompass the competencies necessary for building and sustaining
relationships [26].

Research indicates that a leader's emotional intelligence
significantly impacts their effectiveness in decision-making,
particularly under challenging or complex circumstances [27,6].
Furthermore, professionals observe that emotional intelligence
and cognitive intelligence exhibit similar characteristics. Both

contribute to an individual's ability to communicate effectively,
maintain emotional control in various situations, and exhibit
greater behavioral flexibility compared to individuals with lower
levels of emotional intelligence [3]. As emotional intelligence
improves, individuals demonstrate enhanced adaptability in
workplace settings, societal interactions, and other environments
[28,3].

The literature provides essential measurement instruments for
evaluating emotional intelligence, including the Emotional Quotient
Inventory developed by Bar-On in 1997, which encompasses
fifteen items such as self-awareness, social responsibility, and
optimism, and Schutte et al.'s (1998) Emotional Intelligence Scale,
featuring thirty-three items related to EQ [29]. For instance, items
include (1) "I am aware when my feelings change" and (2) "I help
individuals to feel better when they are distressed."”

Leaders and managers with high levels of emotional intelligence
are positioned to positively impact their organizations, fostering
competitive advantage and promoting organizational growth.
Their remarkable abilities to motivate, guide, and enhance the
capabilities of their subordinates are pivotal to overall success.

2.6. 1Q, CQ, and EQ Interrelationship

IQ, CQ, and EQ are the most significant competencies for
multicultural leadership in the global business environment.
They also comprise important tracks in training multicultural
management and developing organizational performance [27].

The literature assumes that CQ and EQ have, on the one hand,
distinctive components; on the other hand, they have overlapping
skills, such as an ability to interpret cues, openness to experience,
and appropriate behavior (Crowne, 2009). More than that, in
cross-cultural circumstances, individuals need to interact with
others effectively. Several examples showed that CQ and EQ are
complements, i.e., a human being with emotional intelligence
perceives at the same time what differentiates the different people,
and a person with cultural intelligence can infer what is expected
and determine the non-universal traits [28,10,20].

Cognitive Intelligence (CQ) and Emotional Intelligence (EQ) play
a significant role in leadership, particularly in decision-making
processes related to three essential skills: external relationships,
cross-cultural adaptation, and negotiation. Consequently, both
forms of intelligence are critical for navigating cultural diversity.

While EQ complements Intellectual Quotient (IQ) in fostering
high-quality interpersonal relationships, CQ emerges as another
vital component of intelligence that enhances understanding of
diversity when engaging in multicultural environments.

CQ is recognized as a sociocultural and individualistic dynamic
that manifests within cultural diversity. Although EQ is inherently
linked to cultural contexts, being culturally adhesive, it is, in
contrast, not inherently bound to any specific culture and is
characterized by a set of general traits applicable to diverse
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situations. Emotional intelligence emphasizes a leader's capability
to interact effectively with others while remaining attuned to their
own emotions and those of others. In contrast, CQ emphasizes the
leader's effectiveness in engaging with individuals from different
cultural backgrounds.

In his article in Forbs, the president of Marchant Fleet Company
in South America notes that managers must integrate 1Q and EQ
into their competency pool. Kim (2020) also adds that integrating
the two is relevant to all areas of life. However, there is still much
room for researchers and practitioners to investigate the dynamic
business environment and the relationship between EQ and IQ and
firm performance.

A study conducted by Kim in 2020 examined the relationship
between EQ, IQ, and corporate performance, with a particular
focus on executives within Vietnamese corporations. The findings
indicated that emotional intelligence and cognitive ability positively

contribute to organizational performance. Furthermore, the study
revealed that managers exhibiting higher levels of EQ and IQ are
more likely to drive enhanced company performance. Notably,
emotional intelligence's impact on organizational performance
was more significant among male managers than their female
counterparts. Additionally, younger managers with elevated levels
of EQ and 1Q were shown to exert a more significant influence
on company performance than their older counterparts. These
insights imply that organizations should prioritize emotional
intelligence and managerial competencies in hiring and human
resource management practices.

Research exploring the interrelationships among 1Q, CQ, and EQ
is still in its early stages, with a prevalence of limited findings
necessitating further investigation. Moreover, these dimensions'
collective contributions and benefits to global organizations
remain unclear.

Figure 1: Conceptual Model " Efficient Multicultural Management ".
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3. Conceptual Framework

This study delves into the concepts and theories presented by
scholars and practitioners regarding multicultural organizational
management and the challenges associated with diversity that
impact managers' competencies. Cultural diversity is intricately
linked to emotional and cultural sensitivity. The study is structured
to summarize the theoretical foundations and culminates in
proposing a suitable solution

The framework comprises five key constructs: cross-cultural
management, cultural diversity, cognitive intelligence, cultural
intelligence (CQ), and emotional intelligence (EQ).

The concept of effective cross-cultural management is anchored
into twelve distinct roles under four primary categories:
assignment, social interaction, organizational modification,
and external relations. The assignment category emphasizes
efficiently utilizing personnel, equipment, and resources to attain
organizational objectives. Social interaction encompasses team
members' development, support, recognition, empowerment,
and training. Organizational modification involves envisioning
and facilitating change and innovation, promoting intellectual
stimulation, encouraging risk-taking, and fostering organizational
learning. The external relations category involves cultivating
connections with the external environment, which includes
networking and monitoring external factors to identify potential
risks and opportunities and representing the organization.

Cross-cultural Differences- Cultural interactions often occur
in work-related situations, especially during long-term overseas
assignments. Individuals face challenges adapting to unfamiliar
environments, such as language barriers and social interaction
difficulties, leading to misunderstandings due to a lack of emotional
awareness. The literature identifies differences in five cultural
dimensions—" Power distance," "Individualism vs. Collectivism,"
"Masculinity vs.

Femininity," "Uncertainty avoidance," and "Long-term vs. Short-
term orientation"—that shape cultural interactions.

The intelligence quotient is critical to success, providing cognitive
capabilities and problem- solving skills. The effects of a high IQ on
a leader enable them to effectively execute strategic plans, analyze
data, recognize patterns, make informed decisions, solve complex
problems, identify challenges, and manage innovative solutions.

Cultural Quotient- A persona skill that operates efficiently in
various cultures by involving a set of behaviors using skills like
language, flexibility, and interpersonal qualities. It is a concept
that includes the following four terms: Meta-cognition, cognition,
motivation, and behavior.

Emotional Quotient helps a person control his mood through
self-awareness, modify it through self-management, grasp its
influence through empathy, and behave to raise one's morale and
that of others by managing relationships. EQ is ability in two main

aspects, personal and social, and in five dimensions: personal
awareness, personal regulation, personal motivation, empathy, and
social ability.

4. Future Research

The conceptual framework is firmly grounded in extensive and
well-established research literature. However, there is a pressing
need for more empirical studies to validate and strengthen its
reliability regarding the effectiveness of international managers
in cross- cultural organizations. This framework highlights the
significant impact of three key intellectual skills. At the same time,
it invites future researchers to delve into additional intelligence
factors crucial for success in global management across diverse
cultural contexts. Exploring the effects of various management
styles and the role of training and professional development can
deepen our understanding of this field and contribute to creating
more effective management practices in intercultural organizations.

5. Conclusions

International management requires leaders who excel in two
crucial areas: business management, which encompasses global
competencies in strategy, operations, marketing, and research
and development, and expertise in managing human resources
within multicultural environments. To function effectively in this
role, such leaders must develop a unique skill set that sets them
apart from domestic leaders and enables them to navigate the
complexities and unpredictability of the global business landscape.
High-level intelligence managers can drive positive outcomes for
international organizations by effectively motivating and guiding
their teams and promoting organizational growth. They should
possess three essential intelligence skills:

1. Intelligence Quotient (IQ) — the ability to analyze and tackle

problems effectively.

2. Cultural Quotient (CQ) — the capacity to adapt and thrive in
diverse cultural settings.

3. Emotional Sensitivity — This includes personal and social skills
that enable them to understand and manage their emotions and
those of others.

Establishing a clear conceptual framework that links emotional and
cultural intelligence to a leader's personality and effectiveness as
an international manager is vital. Given the current confusion and
gaps in the literature concerning the relationship between personal
intelligence and managerial effectiveness, especially in global
contexts, there is an urgent need for more empirical research in
cross-cultural organizational management.

The proposed theoretical framework from the literature review
offers a solid investigative approach to exploring the traits of
skilled and effective global leaders with high CQ and EQ. From
a practical standpoint, this framework can provide valuable
insights for organizational leadership, helping to clarify the
personal competencies necessary for successful global leadership.
Moreover, organizations can utilize this framework as a training
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model to foster future leadership and staff development.

References

1.

10.

11.

12.

13.

14.

15.

16.

17.

Rockstuhl, T., Seiler, S., Ang, S., Van Dyne, L., & Annen,
H. (2011). Beyond general intelligence (IQ) and emotional
intelligence (EQ): The role of cultural intelligence (CQ)
on cross-border leadership effectiveness in a globalized
world. Journal of Social Issues, 67(4), 825-840.

Rockstuhl, T., Seiler, S., Ang, S., Van Dyne, L., & Annen,
H. (2011). Beyond general intelligence (IQ) and emotional
intelligence (EQ): The role of cultural intelligence (CQ)
on cross-border leadership effectiveness in a globalized
world. Journal of Social Issues, 67(4), 825-840.

Cabral, A. M. R, Carvalho, F. M. P., & Ferreira, J. A. V.
(2020). The effect of emotional and cultural intelligences on
networks’ behaviors in international SMEs: Evidence from
Portugal. Behavioral Sciences, 10(11), 163.

Shankar, S. (2021). Leadership Skills in Global and Multi-
Cultural Organizations. International Journal of Research
and Analytical Reviews. Vol. 8, Issue 1, 25-31.

Rickley, M., & Stackhouse, M. (2022). Global leadership
effectiveness: A multilevel review and exploration of the
construct domain. Advances in global leadership, 14, 87-123.
Heath, K., Martin, L., & Shahisaman, L. (2017). Global
leadership competence: The intelligence quotient of a modern
leader. Journal of Leadership Education, 16(3), 134-145.
Byiringiro, O., & Awuor, A. R, (2023). Multicultural
Leadership: A Literature Review. Pan- Africa Journal of
Education and Social Science (PAJES), Vol. 4, No, 2, 42-52,
2023

Ashraf, A., Sahini, N. (2022, April). A review on the impact of
cultural intelligence on cross border leadership effectiveness.
Conference Paper April 2022

Caligiuri, P. (2006). Developing global leaders. Human
Resource Management Review, 16(2), 219-228.

Alon, 1., & Higgins, J. M. (2005). Global leadership success
through emotional and cultural intelligences. Business
horizons, 48(6), 501-512.

Yukl, G. (2012). Effective leadership behavior: What we
know and what questions need more attention. Academy of
Management perspectives, 26(4), 66-85.

Yukl, G., Gordon, A., & Taber, T. (2002). A hierarchical
taxonomy of leadership behavior: Integrating a half century
of behavior research. Journal of leadership & organizational
studies, 9(1), 15-32.

Christofer, I. (December 2022). The Impact of Multi-Cultural
on International Business.

Kariman, S. (2019) INFLUENCE OF NATIONAL
CULTURE ON THE GLOBAL LEADERSHIP IN THE
MULTICULTURAL ORGANIZATION.

Jani¢ijevi¢, N. (2019). The impact of national culture on
leadership. Economic Themes, 57(2), 127-144.

Kawar, T. 1. (2012). Cross-cultural differences in
management. International Journal of Business and Social
Science, 3(6), 105-111.

Singh, D. (2014). Managing cross-cultural diversity: Issues

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

and challenges in global organizations. Journal of Mechanical
and Civil Engineering, 3, 43-50.

Deary, J. I. (2007). Intelligence: A Very Short Introduction,
Oxford University Press.

Murtza, M. H., Gill, S. A., Aslam, H. D., & Noor, A. (2021).
Intelligence quotient, job satisfaction, and job performance:
The moderating role of personality type. Journal of Public
Affairs, 21(3), e2318.

Earley, P. C., & Mosakowski, E. (2004). Cultural
intelligence. Harvard business review, 8§2(10), 139-146.

Ang, S., Van Dyne, L., & Koh, C. (2006). Personality correlates
of the four-factor model of cultural intelligence. Group &
organization management, 31(1), 100-123.

Ahmad, S., & Saidalavi, K. (2019). Cultural intelligence and
leadership effectiveness in global workplaces. International
Journal on Leadership, 7(1), 1.

Lin, Y. C., Chen, A. S. Y., & Song, Y. C. (2012). Does your
intelligence help to survive in a foreign jungle? The effects
of cultural intelligence and emotional intelligence on cross-
cultural adjustment. International Journal of intercultural
relations, 36(4), 541-552.

Keegan, B. P. (October 2023). How Leaders Engage IQ & EQ.
Forbs.

Gorji, M., & Ghareseflo, H. (2011). The survey of relationship
between cultural intelligence and emotional intelligence with
employee’s performance. In 2011 International Conference
on E-business, Management and Economics (pp. 175-180).
Goleman, D. (1995). Emotional Intelligence, New York, NY,
England.

Bratiani, C., & Paiuc, D. (2023). Emotional and Cultural
Intelligence: A comparative analysis between the United
States of America and Romania. Management &Marketing,
Vol.18, No. 2, 91-112

Karroubi, M., Hadinejad, A., & Mahmoudzadeh, S. M. (2014).
A study on relationship between cultural intelligence and
cross-cultural adjustment in tour management. Management
Science Letters, 4(6), 1233-1244.

Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D.
J., Cooper, J. T., Golden, C. J., & Dornheim, L. (1998).
Development and validation of a measure of emotional
intelligence. Personality and individual differences, 25(2),
167-177.

Garamvolgyi, J., & Rudnak, I. (2023). Exploring the
relationship between cultural intelligence (CQ) and
management competencies (MC). Sustainability, 15(7), 5735.
Janakavalli, C. (March 2014). Cultural Intelligence: A
Roadhead in Intelligence. Journal of Educational Research &
Extension Vol.5(1) 2014. ISSN 0973-6190

Kim, H. T. (2020). Linking managers’ emotional intelligence,
cognitive ability and firm performance: Insights from
Vietnamese firms. Cogent Business & Management, 7(1),
1829272.

Lima, J. E., West, G. B., Winston, B. E., & Wood, J. A.
(2016). Measuring organizational cultural intelligence: The
development and validation of a scale. International Journal
of Cross Cultural Management, 16(1), 9-31.

J Huma Soci Scie, 2025

Volume 8 | Issue 5 | 7


https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.1540-4560.2011.01730.x
https://www.mdpi.com/2076-328X/10/11/163
https://www.mdpi.com/2076-328X/10/11/163
https://www.mdpi.com/2076-328X/10/11/163
https://www.mdpi.com/2076-328X/10/11/163
http://www.ijrar.org
http://www.ijrar.org
http://www.ijrar.org
https://www.emerald.com/insight/content/doi/10.1108/S1535-120320220000014004
https://www.emerald.com/insight/content/doi/10.1108/S1535-120320220000014004
https://www.emerald.com/insight/content/doi/10.1108/S1535-120320220000014004
https://scholar.archive.org/work/wb3kgn5ecjehlgcvie24yxkmgu/access/wayback/https:/journalofleadershiped.org/wp-content/uploads/2019/02/16_3_Heath.pdf
https://scholar.archive.org/work/wb3kgn5ecjehlgcvie24yxkmgu/access/wayback/https:/journalofleadershiped.org/wp-content/uploads/2019/02/16_3_Heath.pdf
https://scholar.archive.org/work/wb3kgn5ecjehlgcvie24yxkmgu/access/wayback/https:/journalofleadershiped.org/wp-content/uploads/2019/02/16_3_Heath.pdf
https://scholar.archive.org/work/wb3kgn5ecjehlgcvie24yxkmgu/access/wayback/https:/journalofleadershiped.org/wp-content/uploads/2019/02/16_3_Heath.pdf
https://www.researchgate.net/publication/35977789495
https://www.researchgate.net/publication/35977789495
https://www.researchgate.net/publication/35977789495
https://www.researchgate.net/publication/35977789495
https://www.researchgate.net/publication/35977789495
http://doi:10.10.16/j.bushor.2005.04.003
http://doi:10.10.16/j.bushor.2005.04.003
http://doi:10.10.16/j.bushor.2005.04.003
http://dx.doi.org/10.5465/amp.2012.0088
http://dx.doi.org/10.5465/amp.2012.0088
http://dx.doi.org/10.5465/amp.2012.0088
https://journals.sagepub.com/doi/abs/10.1177/107179190200900102
https://journals.sagepub.com/doi/abs/10.1177/107179190200900102
https://journals.sagepub.com/doi/abs/10.1177/107179190200900102
https://journals.sagepub.com/doi/abs/10.1177/107179190200900102
https://doi.org/10.15388/VIGISC.2023.4
https://doi.org/10.15388/VIGISC.2023.4
https://w.w.w.researchgate.net/publication/336444715
https://w.w.w.researchgate.net/publication/336444715
https://w.w.w.researchgate.net/publication/336444715
http://10.2478/themes-2019-0008
http://10.2478/themes-2019-0008
https://www.academia.edu/download/35511631/Cross_cultural_differences_in_management.pdf
https://www.academia.edu/download/35511631/Cross_cultural_differences_in_management.pdf
https://www.academia.edu/download/35511631/Cross_cultural_differences_in_management.pdf
https://www.iosrjournals.org
https://www.iosrjournals.org
https://www.iosrjournals.org
https://onlinelibrary.wiley.com/doi/abs/10.1002/pa.2318
https://onlinelibrary.wiley.com/doi/abs/10.1002/pa.2318
https://onlinelibrary.wiley.com/doi/abs/10.1002/pa.2318
https://onlinelibrary.wiley.com/doi/abs/10.1002/pa.2318
https://www.academia.edu/download/39839288/cultural_intelligence.pdf
https://www.academia.edu/download/39839288/cultural_intelligence.pdf
https://journals.sagepub.com/doi/abs/10.1177/1059601105275267
https://journals.sagepub.com/doi/abs/10.1177/1059601105275267
https://journals.sagepub.com/doi/abs/10.1177/1059601105275267
http://publishingindia.com/ijl/
http://publishingindia.com/ijl/
http://publishingindia.com/ijl/
https://doi:10.1016/j.intrel.2012.03.001
https://doi:10.1016/j.intrel.2012.03.001
https://doi:10.1016/j.intrel.2012.03.001
https://doi:10.1016/j.intrel.2012.03.001
https://doi:10.1016/j.intrel.2012.03.001
https://www.researchgate.net/profile/Mohammadbagher-Gorji/publication/323934982_The_survey_of_relationship_between_cultural_intelligence_and_emotional_intelligence_with_employee's_performance/links/5ba5b795a6fdccd3cb69e960/The-survey-of-relationship-between-cultural-intelligence-and-emotional-intelligence-with-employees-performance.pdf
https://www.researchgate.net/profile/Mohammadbagher-Gorji/publication/323934982_The_survey_of_relationship_between_cultural_intelligence_and_emotional_intelligence_with_employee's_performance/links/5ba5b795a6fdccd3cb69e960/The-survey-of-relationship-between-cultural-intelligence-and-emotional-intelligence-with-employees-performance.pdf
https://www.researchgate.net/profile/Mohammadbagher-Gorji/publication/323934982_The_survey_of_relationship_between_cultural_intelligence_and_emotional_intelligence_with_employee's_performance/links/5ba5b795a6fdccd3cb69e960/The-survey-of-relationship-between-cultural-intelligence-and-emotional-intelligence-with-employees-performance.pdf
https://www.researchgate.net/profile/Mohammadbagher-Gorji/publication/323934982_The_survey_of_relationship_between_cultural_intelligence_and_emotional_intelligence_with_employee's_performance/links/5ba5b795a6fdccd3cb69e960/The-survey-of-relationship-between-cultural-intelligence-and-emotional-intelligence-with-employees-performance.pdf
https://core.ac.uk/download/pdf/26835350.pdf
https://core.ac.uk/download/pdf/26835350.pdf
https://core.ac.uk/download/pdf/26835350.pdf
https://core.ac.uk/download/pdf/26835350.pdf
https://www.sciencedirect.com/science/article/pii/S0191886998000014
https://www.sciencedirect.com/science/article/pii/S0191886998000014
https://www.sciencedirect.com/science/article/pii/S0191886998000014
https://www.sciencedirect.com/science/article/pii/S0191886998000014
https://www.sciencedirect.com/science/article/pii/S0191886998000014
https://www.mdpi.com/2071-1050/15/7/5735
https://www.mdpi.com/2071-1050/15/7/5735
https://www.mdpi.com/2071-1050/15/7/5735
https://www.tandfonline.com/doi/abs/10.1080/23311975.2020.1829272
https://www.tandfonline.com/doi/abs/10.1080/23311975.2020.1829272
https://www.tandfonline.com/doi/abs/10.1080/23311975.2020.1829272
https://www.tandfonline.com/doi/abs/10.1080/23311975.2020.1829272
https://journals.sagepub.com/doi/abs/10.1177/1470595815615625
https://journals.sagepub.com/doi/abs/10.1177/1470595815615625
https://journals.sagepub.com/doi/abs/10.1177/1470595815615625
https://journals.sagepub.com/doi/abs/10.1177/1470595815615625

34.

35.

Othman, M. F.,Islam, R., & Abdul Ghani, A. B. (2019). Therole
of international leadership in global corporations. Humanities
& Social Sciences Reviews, 7(3), 630-641.

Paiuc, D. (2021). Cultural intelligence as a main
competency for multinational leadership and global
management. STRATEGICA, 1079.

36. Paiuc, D. (2021). The impact of cultural intelligence on
multinational leadership: a semantic review. Management
dynamics in the knowledge economy, 9(1), 81-93.

37. Palmer, B., Walls, M., Burgess, Z., & Stough, C. (2001).
Emotional intelligence and effective leadership. Leadership
& Organization development journal, 22(1), 5-10.

Copyright: ©2025 Tsvi Reiss. This is an open-access article distributed
under the terms of the Creative Commons Attribution License, which permits
unrestricted use, distribution, and reproduction in any medium, provided the
original author and source are credited.

J Huma Soci Scie, 2025

https://opastpublishers.com/ Volume 8 | Issue S | 8


https://core.ac.uk/download/pdf/268004301.pdf
https://core.ac.uk/download/pdf/268004301.pdf
https://core.ac.uk/download/pdf/268004301.pdf
https://www.researchgate.net/profile/Stanescu-Dan-Florin/publication/357506527_Applying_Technology_Acceptance_Model_TAM_to_Explore_Users'_Behavioral_Intention_to_Adopt_Wearables_Technologies/links/61d0e08fb8305f7c4b191b7b/Applying-Technology-Acceptance-Model-TAM-to-Explore-Users-Behavioral-Intention-to-Adopt-Wearables-Technologies.pdf
https://www.researchgate.net/profile/Stanescu-Dan-Florin/publication/357506527_Applying_Technology_Acceptance_Model_TAM_to_Explore_Users'_Behavioral_Intention_to_Adopt_Wearables_Technologies/links/61d0e08fb8305f7c4b191b7b/Applying-Technology-Acceptance-Model-TAM-to-Explore-Users-Behavioral-Intention-to-Adopt-Wearables-Technologies.pdf
https://www.researchgate.net/profile/Stanescu-Dan-Florin/publication/357506527_Applying_Technology_Acceptance_Model_TAM_to_Explore_Users'_Behavioral_Intention_to_Adopt_Wearables_Technologies/links/61d0e08fb8305f7c4b191b7b/Applying-Technology-Acceptance-Model-TAM-to-Explore-Users-Behavioral-Intention-to-Adopt-Wearables-Technologies.pdf
https://www.ceeol.com/search/article-detail?id=943521
https://www.ceeol.com/search/article-detail?id=943521
https://www.ceeol.com/search/article-detail?id=943521
https://www.emerald.com/insight/content/doi/10.1108/01437730110380174/full/html
https://www.emerald.com/insight/content/doi/10.1108/01437730110380174/full/html
https://www.emerald.com/insight/content/doi/10.1108/01437730110380174/full/html

