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Brief Course Description

Cultural intelligence, CQ is the capability to function effectively in culturally diverse
situations (Earley and Ang, 2003). IQ and EQ are no longer enough, and CQ is
becoming a critical predictor for success in today’s increasingly global and diverse
business and social environments. The key CQ benefits for individuals, teams and
organisations include increased intercultural adjustment, improvement cultural
judgment and decision-making, increased work performance, and greater
effectiveness in intercultural negotiations, to name a few.

A malleable competence, CQ can be developed through training and coaching. This
course will provide you with a conceptual framework for CQ and a set of tools to
further your intercultural competence so that you can navigate and explore the world
effectively.
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1. Course Content (2022)

Session Topic/s Readings (refer to list) Deliverables
1

1 Primer CQ Intelligence — Overview z\évg?\/ﬂ%(tlivation 1

Curiosity killed the cat CQ Motivation AMAP 1

- i i 5

Knowledge is power CQ Cognition Self Awar.enes13 Questionnaire
2 . ) #CQCognition

Together Everyone Achieves More Multicultural Teams 2

Team Charter

3 Group Experiential Learning (GEL) Experiential Learning #GEL3
4 Mind-wise CQ Metacognition #CQMetacognition'
5 Rubber meets the road CQ Behaviour #CQBehaviour'

Test 1 4
6 CQ & Conflict Management Test 1
7 CQ & Conflict Management CQ Case Analysis 1?2
8 Team Project Class Discussion :\r;;enr;:ugt:rzzlnfonﬂlct CQ Case Analysis 2 2

CQ & Conflict Management 9 Self- and Peer CQ Questionnaire °
9 Team Showcase Team Showcase 4

i 3

10 Test 2 TeamV\gork Reflection Journal

Wrap U Test 2

PLP #CQandME'
Submission Channel
'MS Teams General 2MS Teams Group Channel 3 GradeWay 4In class SNTU email/NTULearn
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2. Learning Outcomes

Upon successful completion of the course, you should be able to:

(1) explain how the similarities and differences in cultural values affect cross-
cultural interactions. (CQ Cognition / CQ Knowledge).

(2) reflect on your own CQ strengths and weaknesses to plan for engagement in
cross-cultural interactions. (CQ Metacognition / CQ Strategy).

(3) modify behaviours in response to various cross-cultural situations. (CQ
Behaviour / CQ Action).

(4) communicate and interact with people from different cultures confidently. (CQ
Motivation / CQ Drive).

(5) demonstrate culturally responsive behaviours when working in teams, both in
physical and virtual settings.

3. Course Assessments

Components Group/Individual  Weighting
Team Showcase Group 25%
Case Analysis Group 10%
Tests Individual 30%
Reflective Journal Individual 20%
Class Participation Individual 15%

Total 100
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5. Other requirements

ATTENDANCE: Attendance is a requirement, not an option.
This course assumes a very interactive approach in its structure and
requires engaged participation by ALL members of the class. Absence from

class without a valid reason will affect your overall course grade.

Notify instructor via email within 24 hours from absence.

Punctuality Policy:
Punctuality is highly valued.

ACADEMIC INTEGRITY

Each assignment must be accompanied by the Assignment Submission
Declaration Cover Page unless otherwise stated.

Plagiarism: to use or pass off as one’s own, the writings or ideas of another
without acknowledging or crediting the source from which the ideas are taken.

Collusion: submitting an assignment, project or report completed by another
person and passing it off as one’s own.

See https://www.ntu.edu.sg/life-at-ntu/student-life/student-conduct for the
University Code of Conduct and Student Code of Conduct.

Penalties for Plagiarism and Collusion: The penalties associated with
plagiarism exist to reward good academic conduct; those who cheat will be
severely punished to reflect the seriousness with which NTU views cheating,
and its commitment to academic integrity. Penalties will include receiving an
F grade for the assignment.

6. Instructor Details

Course Instructor
Dr Hui-Teng HOO hthoo@ntu.edu.sg
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ASSIGNMENT GUIDE

1.

TEAM SHOWCASE (25%)

Objectives: Enhance
(a) Cultural Intelligence by providing you with a more in-depth understanding of cultural influences

on social and organizational behaviours in different contexts.

(b) Oral Communication by encouraging you to speak up in class through class participation or

project presentation in a manner that clearly expresses the intended message that is

understandable and useful to the receiving party.

(c) Teamwork and Interpersonal skills by providing you the opportunities to socialize and work in

groups characterized by cultural diversity.

Content & Requirements

Team Showcase

Each team has a maximum of 25 minutes
(please ensure presentation set-up and arrangement of speakers are seamless)

1.

A presentation (in an iSJT format) should include a film vignette (in any language)

on cross-cultural conflict of not more than 10 minutes and a facilitation of the
class on the diagnosis and management of the conflict situation.

Film vignette

The film vignette highlights key challenges of intercultural interactions, in a vivid
and creative manner. If it is in a language other than English, please provide
subtitles.

Team facilitation of iSJT

The resolution to the depicted intercultural conflict will be facilitated by the team
who engages fellow classmates to use appropriate strategies to resolve the
conflict.

**Every team member is required to present and will be graded accordingly.

Team coda

Team members take on the role/s of the protagonists in the film to resolve the
conflict.

Format & Delivery

Submit the video and presentation slides to your instructor via google / dropbox
link within 24 hours after your presentation.

Skills to be
Assessed

Cultural
Intelligence
(Group)

Oral
Communications
(Individual) **

Last revised on 02/12/2022
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GROUP PROJECT: Team Showcase (Cultural Intelligence + Presentation Skills)

Cultural Intelligence (Video)

The ability to function effectively across cultures, which include national,

ethnic, and organizational as well as o

ther types of culture.

Traits

Performance

Cultural Attribution

Not Yet

Does not provide correct cultural
attribution to the cultural conflict.

Substantially Developed

Provides correct cultural attribution to the
cultural conflict and explains the reasons
for attribution.

Evaluation:

NotYet 1 2 Substantially Developed

Perspective Taking

Not Yet

Does not illustrate understanding of
thinking, feeling and wanting of
protagonists in the video cases.

Substantially Developed

Demonstrates clear understanding of the
thinking, feeling and wanting of
protagonists in the video cases.

Conflict Management using
Culturally Intelligence Influence
Skills

Evaluation:
NotYet 1 2 3 4 5 6 Substantially Developed
Not Yet Substantially Developed

Does not use the appropriate tension
reduction, relationship reparation and
culturally intelligence influence
strategies to resolve the conflict.

Demonstrates clear understanding of the
conflict and uses the appropriate tension
reduction, relationship reparation and
culturally intelligence influence strategies
to resolve the conflict.

Evaluation:

NotYet 1 2 3 4 5 6 7 8 9 10

11 12 Substantially Developed

Presentation Skills

The ability to communicate well so that it clearly expresses the intended
message and is understandable and useful to the receiving party.

Structure of Presentation

Slides

e Organizes content coherently

e Clean and professional-looking
slides, signals transitions
between points

Not Yet

Organizational pattern (specific
introduction and conclusion, sequenced
materials within the body, and
transitions) is not observable.

Slides look amateurish, and
inappropriate for work delivery.

Substantially Developed

Good flow. Organizational pattern is
clearly and consistently observable and
makes the content of the presentation
cohesive.

Slides look professional, visually pleasing,
and signals transitions between points.

(Individual assessment)

Presenter(s)

e  Good word choice and
punctuation

e  Speaks at appropriate speed
and volume

e Confidence demonstrated
through appropriate posture,
gesture and facial expression

Pronunciation and word choice are
deficient.

Vocal delivery is too soft or too fast to
understand; gap-fillers interfere with
expression.

Posture, gestures, movement and facial
expressions are inappropriate and
significantly distracting.

Evaluation:
NotYet 1 2 3 4 5 6 7 8 9 10 Substantially Developed
Delivery of Presentation Not Yet Substantially Developed

Free of errors in pronunciation; good
choices of word enhance clarity of
expression.

Vocal delivery is varied and dynamic.
Speech rate, volume, and tone facilitate
audience comprehension. Minimal gap
fillers.

Posture, gesture, movement and facial
expression make the presentation
compelling, and speaker appears polished
and confident.

Evaluation:

NotYet 1 2 3 4 5 6 7 8 9 10

Substantially Developed

References:

Oral Communication Rubrics - Mississippi Gulf Coast Community College. Retrieved from
http://www.mgccc.edu/instruction/rubrics/MGCCC _oral_communication_rubric.pdf

Oral Communication Value Rubric - Association of American Colleges and Universities. Retrieved from
http.//www.aacu.org/value/rubrics/pdf/OralCommunication.pdf

Rubric for the Assessment of Oral Communication — Valencia College. Retrieved from
http://valenciacollege.edu/learningevidence/documents/rubrics.pdf
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2. CASE ANALYSIS (GROUP) - 10%

Objectives: Enhance

(a) Cultural Intelligence by providing you with a more in-depth understanding of cultural
influences on social and organizational behaviours in different contexts.

(B) Teamwork and Interpersonal skills by providing you the opportunities to socialize and
work in groups characterized by cultural diversity.

(C) Student Feedback Literacy by allowing for self & peer evaluative judgment & decisions
about their own work and those of their peers against criteria.

Case Analysis

strategies.

Format & Delivery

Content & Requirements

Your team will be tasked to analyse 2 video cases using the CQ conflict management

Apart from analysing the videos and submitting your responses, you will also be
required to comment on the analysis of one other team by indicating
(1) One thing you like about its case analysis.

(2) One thing they can improve on.

e Post the case analysis on your team channel in TEAMS by the end of the day that
the video case is provided.

Skills to be
Assessed

e Cultural
Intelligence
(Group)

CASE ANALYSIS: Cultural Intelligence

Cultural Intelligence

The ability to apply CQ Knowledge, Strategy & Action to Video Cases

Traits

Performance

Cultural Attribution

Not Yet

Does not provide correct cultural
attribution to the cultural conflict.

Substantially Developed

Provides correct cultural attribution to the
cultural conflict and explains the reasons
for attribution.

Evaluation:

NotYet 1 2 Substantially Developed

Perspective Taking

Not Yet

Does not illustrate understanding of
thinking, feeling and wanting of
protagonists in the video cases.

Substantially Developed

Demonstrates clear understanding of the
thinking, feeling and wanting of
protagonists in the video cases.

Conflict Management using
Culturally Intelligence
Influence Skills

Reduce Tension (1)
Relationship Reparation (1)
CQ Influence Strategies (2)
Win-Win (2)

Evaluation:
NotYet 1 2 3 4 5 6 Substantially Developed
Not Yet Substantially Developed

Does not use the appropriate tension
reduction, relationship reparation and
culturally intelligence influence
strategies to resolve the conflict.

Demonstrates clear understanding of the
conflict and uses the appropriate tension
reduction, relationship reparation and
culturally intelligence influence strategies to
resolve the conflict.

Evaluation:
Not Yet 1

2 34 56 7 8 9 10 11 12 Substantially Developed

Last revised on 02/12/2022

12




3. TESTS - 30%
Objectives: Test knowledge and application of concepts covered in course.

o Test 1: multiple-choice and short-answer questions - cover materials from
Session 1 to 5.

o Test 2: intercultural Situational Judgment Test (iSJT).

Last revised on 02/12/2022
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4. REFLECTIVE JOURNAL -20%

Objectives: Enhance

(a) cognitive CQ, when your experience is turned into usable learning.

(b) motivational CQ, which includes intrinsic motivation, extrinsic motivation, and self-
efficacy, helps you determine what drives and interests you and enables you to gain
confidence socialising in culturally similar and diverse settings.

(c) meta-cognitive CQ, which includes self-awareness, observation, reflection, and
planning skills, helps you become more effective in working in culturally similar and
diverse settings.

(d) motivation and development of self and others, which includes the ability to
motivate and develop self and others.

Content & Requirements Skills to be Assessed
Reflective Journal — Cultural Intelligence

This exercise calls for you to reflect on what you have learnt about cultural
intelligence (CQ) and how it relates to you and your interactions with
others.

As a reflective practitioner, you will review the growth (or the lack) of CQ in

yourself.

An experiential learning model will be used to help you grasp the » Cultural Intelligence
experience of CQ and transform the experience into a meaningful

understanding of how to function effectively in culturally similar and ¢ Motivation and
diverse settings. Development

o (Individual)
Submission Process & Format

1. Student downloads reflection journal template from online course
portal

2. Student completes journal and uploads to GradeWay.ntu.edu.sg

3. Length of journal is no more than 4 pages, Arial font 11, double-
spacing (excluding cover page & references if applicable).
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REFLECTION JOURNAL: Motivation and Development of Self

Motivation & Development of Self

The ability to motivate and develop self.

Traits

Performance

Reflection on Experience

Not Yet

Does not demonstrate awareness of
self, others, and the multicultural team
experience.

Does not recognise or acknowledge
strengths and weaknesses as identified
by others.

Pays little attention to self or peer
review.

Does not compare past and recent
performance to assess improvement or
the lack of.

Substantially Developed

Demonstrates high awareness of self,
others, and the multicultural team
experience.

Recognises strengths and weaknesses as
identified by self and others.

Draws connection between experience and
self or peer review.

Compares past and recent performance to
assess improvement or the lack of.

Evaluation:

NotYet 1 2 3 4 5 6 7 8 9 10

Substantially Developed

Application of concepts

Not Yet

Does not illustrate any key concepts,
frameworks and ideas (covered in the
course) to relate to the positive and/or
negative incidents.

Substantially Developed

Illustrates a comprehensive understanding
of key concepts, frameworks and ideas
(covered in the course) to relate to the
positive and/or negative incidents.

Evaluation:

NotYet 1 2 3 4 5 6 7 8 9 10

Substantially Developed

Development plans

Not Yet

Devises superficial plans for future
interaction, self- and other-

Substantially Developed

Devises detailed plans for future
interaction, self- and other-management,

management. complete with goal and implementation
intentions (what, why, how, who, when and
where).

Evaluation:

NotYet 1 2 3 4 5 6 7 8 9 10 Substantially Developed

Reference:

Kolb, D. A. 2014. Experiential learning: Experience as the source of learning and development: New Jersey: Pearson

Education.
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5. CLASS PARTICIPATION - 15%
Objective:

To encourage students to commit to continuous learning and application of CQ within

(synchronous) and outside (asynchronous) class.

Students are expected to contribute in weekly sessions (synchronous) and on class closed

group forum on Teams (asynchronous).

CLASS PARTICIPATION: Learning Contributions

Criteria — Quality & Collaboration (synchronous — class) 10%

You are expected to contribute weekly during the semester.

Below

Expectations

1

Met
Expectations
2

Above
Expectations
3

(1) Comments and/or questions are relevant to the
discussion and show evidence of preparation and/or
thought.

(2) Comments advance the level/depth of discussion;
demonstrates ability to apply concepts covered in this
course.

(3) Due completion of questionnaires.

Criteria — Quality & Quantity (asynchronous — FB) 5%

knowledge of what you share in relation to the course.

postings.
Use these hashtags to start your post on TEAMS.

1) #WhyCQ#

2) #MAP#

3) #CQMotivation#

4) #CQCognition#

5) #CQMetacognition#
6) #CQBehavior#

7) #GEL#

8) #CQandMe#

You may summarize reading(s), share an article or film and you are expected to demonstrate some theoretical

Keep in mind that there should also be an exchange of ideas and opinions so be sure to respond to your classmates’

(1) Posts are relevant to CQ; demonstrates ability to apply
concepts covered in this course.

(2) Comments advance the level/depth of discussion;
demonstrates ability to apply key concepts covered in
this course.

Reference: UNSW https://teaching.unsw.edu.au/assessing-classroom-participation
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6. TEAMWORK

It is difficult for your instructor to assess the contribution of each member to various team-based
activities. Hence, it is critical for you to rate the contribution of your team members objectively and
impartially. It is mandatory for you to submit your peer evaluation at the end of each team
project for you to get marks for your team-based assignments. Late submission or failure to
submit your peer evaluation will affect your class participation grade.

To factor peer evaluations into the final grades of various team-based assignments, the following

computation will be used:

e If, on average, you received a rating of 8 or more, you will receive 100% of the team’s grade.
e If, on average, you received a rating of less than 8, you will receive 90% of the team’s grade.

Teamwork (self and peer)

Criteria

Not Yet

Substantially Developed

Roles and Responsibility

Takes responsibility and assumes
accountability for driving progress
during the project.

Refuses to take a role in the
group and/or does not fulfil
responsibilities.

Unable or unwilling to
collaborate with others.

Performs his/her role with enthusiasm
and consistently fulfils
responsibilities.

Willingly collaborate with others.

Evaluation:

NotYet 1 2 3 4 5 6 7 8 9

10 Substantially Developed

Communication

Identifies appropriate and effective
mechanisms to coordinate and
correspond with team members.

Communication is lacking and/or
inappropriate, causing confusion
and miscommunication.

Maintains timely communication and
correspondence with team members
through appropriate channels and
modes.

Evaluation:

NotYet1 2 3 4 5 6 7 8 9

10 Substantially Developed

Conflict Resolution

Resolves conflicts using a variety of
approaches.

Does not recognize conflicts or is
unwilling to resolve conflicts.

Consistently resolves conflicts
through effective and appropriate
strategies.

Evaluation:

NotYet 1 2 3 4 56 7 8 9

10 Substantially Developed

Contributions

Effectively utilizes knowledge and
expertise to contribute positive
inputs (i.e., information, ideas,
plans, and resources) for the team.

Unable or unwilling to share
information with others and
contribute input.

Actively shares information and
contributes valuable inputs.

Evaluation:

NotYet 1 2 3 4 56 7 8 9

10 Substantially Developed

Relationship

Engages in positive interactions
with others regardless of
individual/cultural differences and
respects diverse perspectives.

Does not listen to others and/or
acknowledge opinions that differ
from his/hers.

Embraces and accepts diverse points
of view without prejudice.

Evaluation:
Not Yet 1

2 34 56 7 8 9 10 Substantially Developed
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