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Abstract. Workforces are becoming increasingly more diverse, as they function in 

disciplinary and culturally diverse environments. There is a growing need for effective 

leadership in these settings. Research shows that cultural values influence both role 

expectations and perceptions of role expectations and correlate to poor performance 

evaluations. We hypothesize that leaders with a better understanding of cultural values 

would lead their teams to higher task performance. A study was conducted with a sample 

of 19 students, all team leaders working in a project-based class for one semester in a 

disciplinary and culturally diverse graduate program. Cultural intelligence or cultural quotient 

(CQ) was measured by the Cultural Intelligence Scale (CQS) and experts evaluated team 

task performance. Results indicate that Cognitive CQ and Motivational CQ positively 

correlate to task performance. The outcomes of this study can be used in the selection, 

training, and development of leaders of culturally diverse teams. 

Introduction 

Cooperation between individuals from different backgrounds is frequently 

necessary in addressing complex tasks performed in today’s workplace (Pacheco, 
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2015; Pacheco & Soares, 2017), especially in new product development teams 

(Weingart, Todorova & Cronin, 2010). Consequently, there is a growing need for 

effective leadership for these disciplinary and culturally diverse environments (Ng, 

Van Dyne, & Ang, 2009). Moreover, organizations need to consider how best to 

maintain these diverse teams that have exhibited exceptional innovation (Weingart 

et al., 2010). Research shows that cultural values play a critical role in human 

behavior in organizations (Stone-Romero, Stone, & Salas, 2003), as those values 

influence both role expectations and perceptions of role expectations (Ang et al., 

2007; Shaffer, Harrison, Gregersen, Black, & Ferzandi, 2006). Moreover, findings 

show that cultural differences correlate to poor task performance (Stone-Romero et 

al., 2003). According to Campbell (1999), task performance is a function of 

knowledge, skills, abilities, and motivation directed at role-prescribed behavior 

(Campbell, 1999). 

Cultural intelligence or cultural quotient (CQ) is defined as an individual’s 

capability to function and manage effectively in culturally diverse settings (Ang & 

Van Dyne, 2008). CQ is conceptualized as a four-dimensional construct: two 

mental, metacognitive and cognitive, along with motivational, and behavioral CQ 

(Ang & Van Dyne, 2008). Metacognitive CQ is the capability for consciousness 

and awareness during intercultural interactions (Ang et al., 2007). Those high on 

metacognitive CQ are consciously aware and mindful of cultural preferences and 

norms (Ng et al., 2009). Cognitive CQ focuses on knowledge of norms, practices, 

and conventions in different cultural settings (Ang et al., 2007). Individuals high on 

cognitive CQ can anticipate and understand similarities and differences across 

cultures (Ng et al., 2009). They also understand better their own role and their role 

expectations (Stone-Romero et al., 2003). Motivational CQ is the capability to 

direct attention and energy toward learning about, practicing, and functioning in 

culturally different situations (Stone-Romero et al., 2003). Those high in 

motivational CQ experience intrinsic satisfaction and are confident about their 

ability to function in culturally diverse settings (Ng et al., 2009). Finally, behavioral 

CQ is the capability to exhibit situationally appropriate actions from a broad 

repertoire of verbal and non-verbal behaviors (Ang et al., 2007). 

We hypostatize that in disciplinary and culturally diverse teams, leaders with 

higher cultural intelligence will lead their teams to higher task performance. 

Method 

Participants were 19 graduate college students (53% females, 47% males; mean 

age of 24.5, age range 21-33), attending a disciplinary diverse program in a 

Northeastern US university, in Spring 2017. A majority of the responders come 

from the US (53%), 26% were from China, and remaining 21% were from India, 

South Korea, Malaysia, and Israel. They were leaders of teams that had to develop 

new products. Participants were working in a project-based class for one semester. 
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Teams in this study go through a specific dynamic process of collaborative design 

and development, that is called ‘creative chaos’ (Davidson, 2016). 

A survey with the Culture Intelligence Scale (CQS; Ang et al., 2007) was sent 

by email to the students at the beginning of the semester, with 18 responding 

(N=18, α=.70). CQS comprises four sub-scales to measure the four-dimensions of 

CQ, namely: Strategy (metacognitive; 4 items, α=.55); Knowledge (cognitive; 6 

items, α=.67); Motivation (motivational; 5 items, α=.70); and Behavior (behavioral; 

5 items, α=.68). 

Experts assessed task performance of each team, by attending a presentation and 

a demo of the artifact produced and by filling a survey. The research team designed 

the experts’ survey based on the work of previous researchers (Plucker & Renzulli, 

2014; Todorova, 2011) and with the assistance of domain experts. Other domain 

experts later revised the survey. The questionnaire included 12 questions (e.g., 

“The interactive design of this product is innovative”, and “The physical 

engineering of this product is of high quality”), scored on a 7-point scale 

(1=strongly disagree to 7=strongly agree). Experts were on average 44 years old 

(age range 37-55), with the mean work experience in the entertainment technology 

field of 23 years (years of experience in creative areas range 10-40). 

Findings and Discussion 

The relationship between the CQ of the leader and task performance of the team 

was investigated. A Pearson Correlation Coefficient disclosed a statistically 

significant positive relationship linking task performance to the CQS’ sub-scales 

Knowledge (r=.60, p=.03) and Motivation (r=.63, p=.02). There was no 

statistically significant relationship between task performance and both the CQS’ 

sub-scales Strategy (r=-.11, ns) and Behavior (r=.31, ns). 

Results show that leaders’ cognitive CQ positively relates to task performance, 

which corroborates previous findings that CQ facilitates the understanding of and 

compliance with role expectations (Stone-Romero et al., 2003). Research mentions 

that individuals with high cognitive CQ are more likely to have accurate 

expectations and less likely to make inaccurate interpretations of cultural 

interactions (Ng et al., 2009), which might have helped to manage the team 

effectively. 

Findings also confirm that high motivational CQ individuals have higher task 

performance, as they direct their energy toward learning role expectations and 

practice new behaviors and through practice, improve their performance (Stone-

Romero et al., 2003). Moreover, those with high motivational CQ feel intrinsic 

satisfaction and are confident about their ability to function in culturally diverse 

settings (Ng et al., 2009), which might have influenced the dynamics of the teams. 

 Our study did not confirm the positive relationship between metacognitive CQ 

and task performance found by other researchers (Ang et al., 2007). Several factors 



 4 

may have contributed to the null result, including the study setting (academia vs. 

industry); age differences; and cultural diversity. Our work tends to confirm that 

behavior CQ is positively related to task performance, as it has been previously 

reported (Ang et al., 2007; Shaffer et al., 2006), but in our study these results did 

not meet the 95% confidence threshold. Interestingly, Ang and her team (Ang et al., 

2007) found that metacognitive CQ and behavior CQ were the factors predicting 

task performance in work environments. Differences in these findings might be 

explained by the research setting (academia vs. industry). Additional empirical 

studies are needed to clarify the relationship between CQ and task performance, 

controlling for third variables that might mediate this connection (e.g., task conflict, 

relationship conflict, leadership style, personality traits of the leader or team 

members, academic vs. industrial setting). 

Conclusion 

The primary goal of this study was to explore the relationship between the cultural 

intelligence of the team leader and task performance by the team. Findings revealed 

that the leaders’ cognitive CQ and motivational CQ positively correlates to task 

performance, as these CQ dimensions facilitate the compliance to role expectations. 

Individuals high on cognitive CQ tend to more accurately interpret cultural 

interactions, and individuals high on motivational CQ show more confidence in 

culturally diverse settings. Both these factors might have helped leaders to manage 

their disciplinary and culturally diverse teams better, leading them to higher task 

performance. Our data do not show a strong connection between the metacognitive 

and behavior CQ sub-scales of the leader to task performance. 

Our work can have practical implications for the selection, training, and 

development of leaders in diverse team settings. Current findings are from a 

preliminary analysis of the data collected. Further analyses are planned. 
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