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Agenda for this Workshop 

•  The background for the concept CI 
•  What is CI? 
•  Exercise – try out a CI tool 
•  Plenary discussion – How to use the CI 

approach in different settings 
•  Exercise - try out a CI tool 
•  Round off  



Who am I and where do I stand? 
•  Culture is multidimensional  

– The cultural dynamics are the same in relation to 
professional, organizational and national differences 

– Focusing on only one cultural dimension can lead to 
stereotyping and to “us – them”  

•  Culture is a social construction 
•  Cultural differences are dynamic tensions 

– Many emotions when different cultures meet 

– Differences are not only problems but also synergy 



Cultural complexity is the 
challenge of today 

Three contexts and matching cultural paradigms 
•  Individuals travel to transact business in a 

foreign country – ‘cross-national comparison’ 
•  International partners and learning – 

‘intercultural interaction’ 
•  Complexity of virtual teams, cross national 

M&A, cross-disciplinary work, outsourcing – 
‘the multiple cultures perspectives’ 

(Sonja Sackmann & Margaret Phillips, 2004) 



What is Cultural Intelligence?  

•  The combination of the emotional drivers, the 
cultural knowledge and the practical methods to 
bridge differences in the cultural encounter 

•  The ability to create a fruitful collaboration 
among unique individuals in situations where 
cultural differences play a role 

•  CI aspires to both handle and prevent conflict 
and to harvest the synergy in differences 



The CI model 

Intercultural 
engagement 

Intercultural 
communication 

Cultural 
understanding 

Interest 
Motivation 
Learning approach 
Emotional balance 

Cultural self-knowledge 
General and specific 
  knowledge about culture 
Mental flexibility 

Turn off cultural autopilot 
Manual steering 
Talk at meta-level 
Communication tools 



 Important principles in CI 

•  Always focus on more than one cultural 
dimension – deconstruct the stereotypes  

•  Relate culture to the purpose of bringing the 
differences together – the core tasks 

•  The dynamic between the three CI dimensions 
is important 

•  Keep the ball rolling – the cultural issues 
cannot be ”fixed” in the beginning 



How to measure or assess CI 

Self-descriptive CI ‘tests’ make no sense 
•  ”Yes, I am good at seeing my own blind spots”  
•  It is difficult to see oneself from the outside  
CI appears in relations – a group profile makes sense 
•  To be filled out through a dialogue in a group 
•  Possibility to discuss ‘non-issue’ issues 
•  Shows strengths and weaknesses and areas for further 

development 
•  Not just an assessment but also a development of CI 



CI is a general  
cross-cultural competence 
•  Embraces cultural complexity. There are often 

several cultural differences playing a role  
•  Not possible to know everybody else’s cultural 

background – and not enough! 
•  CI provide a systematic approach, new 

language and suggest simple actions to build 
common ground where people think and act 
differently 


