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Abstract
This paper examines the relationship between intercultural competencies and performance in “international locals”, 

defined as employees who, albeit not formally appointed to any international position, are regularly exposed to dif-
ferent types of intercultural interactions. From a sample of 258 employees of a multinational company, we selected 
a sub-group of 94 international locals, and examined the effect of ethnocentrism (ET), cultural intelligence (CQ) and 
emotional intelligence (EQ) on their performance, utilizing multiple regression analysis. The results show that the 
higher levels of CQ and/or EQ, the better the performance of international locals. Evidence also indicates that EQ 
interacts with CQ, triggering or enhancing the effect on performance. Finally, ET does not have any effect on the per-
formance of international locals. The research implies that EQ and CQ are essential for performance in international 
business situations, and that international locals, who are continually exposed to regular intercultural interactions, 
need to focus on developing these two competencies. By assessing and helping international locals to develop higher 
EQ and CQ, organizations can ensure that they have enthusiastic and perseverant employees, who enjoy intercultural 
interactions, and can contribute to develop competitive advantages and capabilities.

Keywords: Intercultural competencies, cultural intelligence, performance, emotional intelligence, ethnocentrism, 
international locals.

Resumen
Este artículo examina la relación entre las competencias interculturales y el desempeño de los “locales internacio-

nales”, definidos como empleados que, aunque no están asignados formalmente a una posición internacional, están 
regularmente expuestos a diferentes tipos de interacciones interculturales. De una muestra de 258 empleados de una 
multinacional, seleccionamos un subgrupo de 94 “locales internacionales”, y examinamos el efecto del etnocen-
trismo (ET), la inteligencia cultural (CQ) y la inteligencia emocional (EQ) en su desempeño por medio de un análi-
sis de regresión múltiple. Los resultados muestran que a mayores niveles de CQ o EQ, mejor es el desempeño de 
los “locales internacionales”. La evidencia también indica que EQ interactúa con CQ, incrementando el efecto en 
desempeño. Finalmente, ET no tiene ningún efecto en el desempeño de este grupo. La investigación concluye que 
EQ y CQ son esenciales para el desempeño en situaciones de negocios internacionales, y que los “locales internacio-
nales”, quienes están de manera continua expuestos a interacciones interculturales, necesitan centrarse en desarrollar 
estas dos competencias. A través de evaluar y ayudar a los “locales internacionales” a desarrollar EQ y CQ más altas, 
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las organizaciones pueden asegurarse de contar con empleados entusiastas y perseverantes que disfrutan las interac-
ciones interculturales y que pueden contribuir a desarrollar ventajas competitivas y capacidades estratégicas.

Palabras clave: competencias interculturales, inteligencia cultural, desempeño, inteligencia emocional, etnocen-
trismo, locales internacionales.

Introduction
Advancing knowledge about the effects of intercultural 
competencies on the performance of international emplo-
yees is fundamental for today’s businesses (Thomas et 
al., 2015). Given the increased complexity and diversity 
of offshore operations, employees at any level need more 
than ever to develop their intercultural competencies if 
they are to be successful in their tasks (Bird et al., 2010).

As businesses continue to span national borders, 
employees at all levels are becoming involved in regular 
and deeper intercultural interactions with overseas cus-
tomers, suppliers, employees and stakeholders (Alon & 
Higgins, 2005). More than ever, local regular employees 
are exposed to unfamiliar cultures and culturally differ-
ent workforces and stakeholders (Moon, 2010). This has 
made attributes like low ethnocentrism (ET) and com-
petencies like cultural intelligence (CQ) and emotional 
intelligence (EQ) essential for virtually everyone facing 
international situations (Alon & Higgins, 2005). The lack 
of such competencies derives on errors, conflicts (Black et 
al., 1991; Caliguri, 2000; Gabel et al., 2005; Moon, 2010; 
Takeuchi et al., 2002), hurdles and complexities that can 
stay undetected for a long time. This can be a source of 
continuous important losses (Brett et al., 2006; Gunkel et 
al., 2015) that could otherwise have been avoided from 
the beginning. On the contrary, if these competencies are 
assessed and developed early on, intercultural interac-
tions will be successful, and employee performance may 
improve along with the business as a whole.

Accordingly, this study focuses on the intercultural 
competencies of “international locals” (ILs). We define 
ILs as domestic employees who have not been for-
mally appointed to an international position but are fre-
quently exposed to intercultural interactions to perform 
their jobs. ILs include employees at any level of the firm 
such as local technicians, professionals, administrative, 
managers and operative staff, who report regular inter-
cultural contacts. These contacts can be face-to-face with 
members from other cultures (e.g. visiting international 
customers, suppliers, migrant workers, or expatriate col-
leagues) or remotely through voice, text or video systems. 

Much of the intercultural research asserts that there are 
crucial attitudes and capabilities that are essential to per-
form well interculturally. As above-mentioned, CQ, EQ, 

and lower ET are essential for virtually everyone facing 
international situations (Caligiuri & Tarique, 2012; Maz-
nevski & DiStefano, 2000). Therefore, this study focuses 
on these essential capabilities and aims to examine how 
levels of ET, CQ, and EQ influence the performance of 
this particular group of employees. For this purpose, we 
assess the performance of ILs in relation to their actual 
degree of ET, and their levels of CA and EQ. Further-
more, since studies suggest that there is a potential inter-
action between EQ and CQ, we test this combined effect 
on the performance of ILs (Gelfand et al., 2008).

In contrast to the traditional focus on expatriate assign-
ments (Van Bakel et al., 2014) or global leaders (Adler, 
1997; Beechler & Javidan, 2007; Caligiuri & Tarique, 
2009; McCall & Hollenbeck, 2002; Mendenhall et al., 
2008), in this study we look at employees that live and 
work in their home country, but in their domestic roles 
are exposed to intercultural contacts or non-conventional 
international experiences (Suutari et al., 2013). 

The attention to ET, CQ, EQ and performance on ILs 
(Gelfand et al., 2008) is an extremely relevant topic for 
the field due to three reasons. First, given the spread use 
of remote communication and massive movement of peo-
ple across national frontiers, local employees are today, 
by default, exposed to intercultural encounters (Alon & 
Higgins, 2005). These employees perform multiple and 
complementary tasks that in practice call for special com-
petencies such as ET, CQ, and EQ. Although without an 
explicit assignment, these intercultural contacts are criti-
cal for the success of international operations since they 
support transactions and exchanges with important inter-
national stakeholders from international firms (Andresen 
& Bergdolt, 2017; Johnson et al., 2006). 

Second, although ILs represent a significant propor-
tion of the domestic workforce in international compa-
nies, this type of employee has received little attention. 
In fact, scarce literature is found concerning intercultural 
competencies and performance of ILs. As it goes unno-
ticed and unendorsed, few researchers have conducted 
empirical studies assessing ILs performance in relation 
to their intercultural competencies. A lot of emphasis in 
the literature has been placed on the measurement and 
development of competencies of employees that travel 
away from their home country under a formal interna-

https://doi.org/10.35692/07183992.13


DOI: https://doi.org/10.35692/07183992.14.2.4

28
Multidiscip. Bus. Rev. | Vol. 14, N° 2, 2021, pp. 26-39, ISSN 0718-400X

tional assignment (Adler, 1997; Beechler & Javidan 
2007; Caligiuri & Tarique, 2009; McCall & Hollenbeck, 
2002; McNulty & Brewster, 2016; Mendenhall et al., 
2008). Hence, further research is warranted, as we know 
very little about ILs competencies, failure or success in 
relation to their intercultural interactions.

Third, most of the effort and resources of firms are 
commonly concentrated in developing intercultural com-
petencies on formally appointed international assignees 
(Mendenhall et al., 2008) and expatriates (Adler, 1997; 
McCall & Hollenbeck, 2002). Nevertheless, there is lit-
tle awareness and attention on domestic employees that 
enter into frequent intercultural contacts to perform their 
jobs. Therefore, we contend that the study of competen-
cies of ILs and their performance will inform and moti-
vate business practitioners to recognize, measure, and 
develop their intercultural competencies and the effects 
of these on performance.

Theoretical Background

Ethnocentrism
Intercultural competency is defined as the capacity to 
function successfully in a different culture (Dinges & 
Baldwin, 1996; Gertsen, 1990). This involves cognitive, 
affective and behavioural capabilities (Chen & Starosta, 
1996) that are rooted in stable competencies, persona-
lity abilities or predispositions (Bird et al., 2010). Among 
these predispositions and abilities, ET has been amply 
studied (Neuliep et al., 2005) and a considerable body 
of research can be found on the nature and characteris-
tics of ethnocentrism and its effect on performance of 
employees. ET is defined as “a view in which one’s own 
group is the centre of everything, and all others are sca-
led and rated with reference to it” (Sumner, 1906, p. 13) 
and includes an inflexible in-group out-group distinction 
that comprises antagonistic and stereotyped attitudes and 
behaviours concerning out-groups (Adorno et al., 1950; 
Michailova et al., 2017). ET is, hence, characterized 
by high positivity in attitudes and assessments towards 
in-group relations and attributes and a high negativity 
towards out-groups. This pattern of biased perception 
and attitudes would predispose individuals to evaluate 
and behave affirmatively towards their own group and 
disapprovingly towards those that are considered diffe-
rent from their own group.

Intercultural research suggests that ET has a neg-
ative effect on interpersonal perceptions within the 
organization and is harmful to the development and 
maintenance of intercultural interactions (Caligiuri & 
Tarique, 2012). In this regard, ET attitudes have been 

found to be negatively associated with social attraction, 
competence, character and hiring recommendations, and 
has been studied in terms of its influence on credibility, 
attraction and effectiveness in the manager-subordinate 
relationship (Adorno et al., 1950; Neuliep et al., 2005). 

A low level of ET has also been found to be associated 
with intercultural absorption of knowledge (Kayes et al., 
2005), and is considered an indicator of central skills in 
global leaders (Maznevski & DiStefano, 2000). Besides, 
Thomas (1996) found that ethnocentrism is a barrier to 
effective intercultural interactions and that assignees 
higher on ET tend to experience more problems while 
adjusting to foreign environments. In the same line, 
Caligiuri and Tarique (2012) found that a lower level of 
ET is one of the characteristics that strongly predicts per-
formance among expatriate employees (Shaffer et al., 
2006). In addition, Thomas et al. (2015) measured eth-
nocentrism in 3526 respondents from 14 countries. They 
found that ethnocentrism is negatively related to both CQ 
and international exposure. In addition, with reference 
to non-expatriate employees, research shows that host 
employees tend to develop naturally strong ET attitudes 
(Florkowski & Fogel, 1999; Templer, 2010) and those 
ethnocentric stances hamper the effectiveness of work 
interactions and exchanges (Banai, 1992; Zeira & Banai, 
1981). In this respect, Florkowski and Fogel (1999) show 
that local employees with ET attitudes tend to delay the 
guest expatriate adjustment and their overall level of 
commitment to the host operations.

Overall, literature asserts the negative effects of ET 
on both, employees that go abroad and those that remain 
at home, but have to interact interculturally (Caligiuri & 
Tarique, 2012; Florkowski & Fogel,1999; Kayes et al., 
2005; Maznevski & DiStefano, 2000; Michailova et al., 
2017). Based on this evidence, it is not unreasonable 
to expect that ILs with higher levels of ET will show 
lower levels of attainment in their regular intercultural 
contacts and thus in their general job performance. We 
expect, in this case, that higher levels of ET will predis-
pose domestic employees negatively towards outgroup 
members, resulting in poorer intercultural interactions 
and outcomes, and thus performance at work. Con-
versely, we expect that lower levels of ET in interna-
tional locals will be related to higher performance in 
their roles. We contend that lower levels of ethnocen-
trism will enable more positive attitudes and behaviours 
towards outgroup members, favouring the intercultural 
interaction and thus their performance. Hence, our first 
hypothesis is:

H1: Ethnocentrism will be negatively associated with 
the performance of ILs.
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Cultural intelligence
Cultural intelligence (CQ) is the individual’s ability to 
effectively behave and manage interactions in culturally 
heterogeneous situations (Earley, 2002; Li, 2020). It is 
a particular form of intelligence different from general, 
emotional and social intelligence (Earley & Ang, 2003; 
Thomas et al., 2008), and that corresponds to cognitive 
structures and processes influencing intercultural effecti-
veness (Thomas et al., 2015). 

CQ focuses on intercultural settings and refers to the 
individual’s capacity to understand and appropriately 
deal with situations characterized by cultural diversity 
(Ang & Van Dyne, 2008), and to adapt effectively to a 
new cultural context (Earley, 2002). In other words, CQ 
is a compound of abilities, which allow individuals to 
interact effectively with people that are culturally differ-
ent (Thomas et al., 2015). 

Accordingly, CQ is conceptualized as a second-order 
factor with four different facets: cognitive, metacogni-
tive, motivational and behavioural. These four dimen-
sions make up the overall construct CQ (Law et al., 1998) 
and although distinctive capabilities, taken together point 
to a general CQ (Ang et al., 2007). Lee and Sukoco 
(2010) has assessed the four dimensions of CQ and con-
firmed the construct as a second-order factor.

Cognitive CQ refers to the cultural knowledge about 
similarities and differences with respect to other cul-
tures that a person has acquired through education and 
experience (Ang & Van Dyne, 2008). Metacognitive 
CQ involves the mental processes through which cul-
tural knowledge is acquired, including the questioning 
of assumptions and mental adjustment to relevant expe-
riences (Ang & Van Dyne, 2008). Motivational CQ is 
related to the drive to engage in culturally diverse inter-
actions (Crowne, 2006; Earley, 2002), while behavioural 
CQ is the ability to acquire or adapt behaviour in inter-
national contacts and respond appropriately (Ang & Van 
Dyne, 2008).

There have been numerous studies  investigating the 
relationship between CQ, cultural adaptation and effec-
tiveness (Lovvorn & Chen, 2011). In a study of global 
professionals in Singapore, Templer et al., (2006) ana-
lysed the relationship between motivational CQ and 
three types of cross-cultural adjustment: general, work, 
and interaction adjustment. They found that motivational 
CQ was significantly related to these three variables, and 
those employees with a high motivational CQ tended 
to adjust better to work, life and social demands in for-
eign environments. Ang et al. (2007) found evidence sup-
porting the validity of CQ over general intelligence, EQ 
and other variables, when explaining cultural adapta-

tion. They found that, when adding CQ to the equation, 
the explained variance of cultural adaptation increased 
by 4% in a sample of US undergraduates and by 3% in 
a sample of undergraduates from Singapore. In addition, 
Lee and Sukoco (2010) examined the impact of CQ and 
cultural effectiveness on the performance of employees 
working for a Taiwanese multinational company. They 
found that CQ had a positive significant effect on cul-
tural adjustment and that cultural adjustment and cul-
tural effectiveness mediated the relationship between CQ 
and performance. 

Altogether, empirical evidence shows a clear rela-
tionship between CQ and cultural effectiveness (Ang et 
al.,2007; Lee & Sukoco, 2010; Lovvorn & Chen, 2011; 
Templer et al., 2006; Ward et al., 2011). Therefore, we 
could speculate that higher levels of CQ will help ILs 
to be effective in their intercultural contact, affecting in 
some proportion, their overall performance at work. On 
the contrary, lower levels of CQ in ILs will limit their 
capacity to deal effectively in these intercultural sit-
uations. This may also be reflected negatively on their 
performance. Then, based on the empirical evidence pre-
sented above, we suggest that CQ will be a significant pre-
dictor of performance on ILs, leading us to propose that:

H2: CQ will be positively associated with the perfor-
mance of international locals.

Emotional intelligence
Emotions are responses to changes in the relationship 
between the individual and the environment (Mayer et 
al., 2008) that have a positive or negative meaning for 
the individual (Salovey & Mayer, 1990). Emotional inte-
lligence (EQ) is a set of mental abilities that allow indi-
viduals to monitor their own and others’ emotions, to 
differentiate them and to use the information to guide 
thinking and action (Rockstuhl et al., 2011; Salovey 
& Mayer, 1990). EQ includes the capacity to perceive, 
assess and express emotions accurately and to facilitate 
thinking. It also involves the ability to understand emo-
tions and to regulate them to promote emotional and inte-
llectual growth (Mayer & Salovey, 1997). EQ can be 
divided into four branches ranging from more basic to 
more advanced psychological processes (Mayer & Salo-
vey, 1997). 

Firstly, perception, appraisal and expression of emo-
tions, which are related to the accuracy with which indi-
viduals can identify emotions and emotional content in 
them and in others. This branch considers the ability to 
identify one’s own emotions as well as the emotions of 
others. It also includes the ability to express emotions 
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accurately and express needs related to those feelings 
(Mayer & Salovey, 1997). Secondly, emotional facilita-
tion of thinking concerns the emotions acting on the intel-
lect and consider emotional events that assist intellectual 
processing (Mayer & Salovey, 1997). Thirdly, under-
standing and analysing emotions relates to the ability to 
understand and use emotional knowledge. This capacity 
includes the ability to capture the meanings of emotions 
in relationships, understanding complex, contradictory 
emotions, and the ability to recognize sequences of emo-
tions (Mayer & Salovey, 1997). Finally, reflective regula-
tion of emotions is related to the conscious regulation of 
emotions in order to enhance emotional and intellectual 
development (Mayer & Salovey, 1997).

EQ improves individuals’ social interactions because 
it enables them to identify and understand emotions in 
themselves and others, to regulate and manage emotions 
in order to make better decisions and to use all these 
processes to perform well and attain effective results. 
Given that cognitive ability accounts for almost 25% of 
the variance in job performance (Conte, 2005; Mayer et 
al., 2008), EQ is likely to be related to performance. In 
fact, Wong and Law (2002) found a positive relationship 
between EQ and performance in a sample of employ-
ees from a university. Besides, the correlation between 
performance and EQ in emotionally charged jobs was 
highly significant and positive. Van Rooy and Viswesva-
ran (2004) also found a positive correlation between EQ 
and performance and that EQ predicted performance in 
various domains (employment, academic achievement, 
and life). Their research covered different countries, per-
mitting generalization of the results. These authors con-
cluded that EQ is a valuable predictor of performance 
and is a very relevant ability for expatriate managers in 
equipping them to address new cultural contexts.

Law et al. (2004) also found that EQ was posi-
tively associated to task performance, independently of 
whether EQ was measured self-reportedly or peer-report-
edly. This led them to suggest that EQ might be a good 
predictor of job performance. Similarly, in a study of US 
Air Force recruiters, Bar-On (2006) found a significant 
correlation between EQ and occupational performance, 
suggesting that it is useful in identifying high and low 
performers, while, in a study with Korean flight atten-
dants, Lee et al. (2013) concluded that EQ was related to 
service recovery. 

Besides, Côté and Miners (2006) found a correlation 
of 0.32 between EQ and task performance among full-
time employees and a significant interaction between 
cognitive intelligence (IQ) and EQ in the prediction of 
task performance. They concluded that “the relationship 
between EQ and task performance becomes more posi-

tive as IQ decreases” (Côté & Miners, 2006, p. 15). In 
the same line, Rozell et al. (2006) also found a positive 
significant association between EQ and job performance, 
whereas Jadhav and Mulla (2010) found that EQ was sig-
nificantly related to job performance among employees 
with a large number of interpersonal interactions.

As previous research shows, EQ is an important 
antecedent of job performance. Therefore, it is not unrea-
sonable to expect that ILs with higher levels of EQ will 
show better performance at their work. Higher levels of 
EQ may help ILs to deal with tasks associated to their 
local roles. Conversely, we also expect that ILs scoring 
lower in EQ, will tend to perform lower in their positions. 
Hence, based on this empirical evidence, it is possible to 
hypothesize that:

H3: EQ will be positively associated with the perfor-
mance of international locals.

Emotional intelligence and Cultural intelligence
Early scholars in the field have recognized that successful 
performance in international roles is attached to the con-
current effect of multiple intelligences such as EQ and 
CQ (Alon & Higgins, 2005). This means that to perform 
an international task, individuals activate multiple beha-
vioural resources and capabilities at same time. In this 
regard, research has shown that CQ and EQ are different 
types of competencies that act complementarily in the 
performance of tasks (Gelfand et al., 2008). EQ is cultu-
rally specific, and it is not directly related to cross-cultural 
interactions, but CQ is (Earley & Ang, 2003). Hence, the 
concurrent assessment of these capabilities is necessary 
to better understand their overall effect on performance. 
In this regard, Moon, (2010) found that CQ is related to 
EQ construct across its different facets. The author pre-
sented insightful empirical evidence that a relationship 
exists between CQ and EQ and that although they are 
separate concepts, they are closely interrelated. Moreo-
ver, Thomas et al. (2015) assessed EQ in relation to their 
conceptualization of CQ and found that these constructs 
are significantly intercorrelated. Higher levels of EQ 
were associated with higher levels of CQ in their sam-
ple, confirming that these capabilities, although different, 
tend to vary together. 

In this area, Lee (2010) contends that multiple intelli-
gences are usually studied separately, and it is necessary 
to understand how they interact affecting the performance 
of individuals. The author concluded that CQ helps peo-
ple to understand why they think and behave differently, 
and that EQ lets them manage their emotions while inter-
acting interculturally (Lee, 2010). Furthermore, EQ has 
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been found to be related to general social competence 
(Earley & Ang, 2003), an attribute that is fundamental to 
CQ. People with higher EQ tend to show improved social 
performance and are better at dealing with the emotional 
reactions of others. In a similar line, several studies in the 
field support the idea that employees higher in EQ man-
age their emotions better (accurately and adaptively), 
when engaging interculturally (Earley & Ang, 2003; 
Moon, 2010). In this sense, EQ should help ILs to bet-
ter regulate emotional responses when entering into con-
tact with people from different cultures. In this regard, 
Gelfand et al. (2008) anticipated early on that CQ is a 
construct with high potential for interaction with other 
constructs and intelligences, like EQ. 

Considering the interrelationship between EQ and 
CQ (Moon, 2010; Thomas et al., 2015) the ample con-
sensus that EQ helps in intercultural encounters (Moon, 
2010) and that it there is a potential interaction between 
these (Côté & Miners, 2006), we expect that varying lev-
els of EQ and CQ will interact, affecting the performance 
of international locals. Specifically, we propose that for 
the case of ILs, the presence of higher levels of EQ will 
enhance the effect that CQ has on their performance. 
Therefore, we propose the following hypothesis:

H4: EQ has a positive moderator effect on the rela-
tionship between CQ and performance.

Methodology

Sampling
After receiving approval from headquarters, 955 emplo-
yees from a multinational company were contacted by 
e-mail. The company specializes in worldwide consul-
ting and information technology services and operates 
in the Latin-American region. The sample came from 
employees working in Argentina, Brazil, Chile, Colom-
bia, Mexico and Uruguay.

Employees received a link to an online questionnaire, 
obtaining a final sample of 258 employees after three 
waves of reminders; a response rate of around 27%. All 
the respondents were asked about the frequency of their 
contact with people from countries other than their own. 
They were also asked about how often they interacted 
internationally by any means: daily, 2-3 times a week, 
once a week, 2-3 times a month, once a month, or never. 
All those employees who reported having at least three 
regular international contacts a week were classified as 
international locals, providing 106 usable cases. How-
ever, 12 cases were subsequently excluded since they 

were expatriates or immigrants, obtaining a final sample 
of 94 individuals.

Men accounted for 62.5% of this final sample and the 
ages ranged from 22 to 60 years (mean: 36.18, s.d.: 7.7). 
The international locals had an average 13.9 years of 
work experience and had been in their current job for an 
average of 4.5 years. The vast majority had a university 
degree (88%) and 71.9% were line managers, 24.2% held 
professional/technical or analyst positions, and 3.9% 
were senior managers.

Instruments
Ethnocentrism was measured using the generalized eth-
nocentrism scale (GENE) developed by Neuliep and 
McCroskey (1997). GENE is based on a 22-item ques-
tionnaire answered according to a Likert scale of 1 
(strongly disagree) to 5 (strongly agree). It includes items 
like “lifestyles in other cultures are not as valid as those 
in my culture” and “other cultures are smart to look up 
to my culture”. A number of studies have demonstrated 
the questionnaire’s reliability and validity (Chen, 2010; 
Dong et al., 2008; Neuliep, 2002). For the purposes of 
this study, only the ten items with the highest factor loa-
dings were used out of the 15 used for scoring ethnocen-
trism in the revised GENE scale (Neuliep, 2002; Neuliep 
& McCroskey, 1997). 

CQ was measured using the CQS, a scale developed 
by Van Dyne et al. (2008). The CQS is a 20-item, 7-point 
Likert-type scale, ranging from 1 (strongly disagree) to 7 
(strongly agree), where a higher score indicates a higher 
CQ. It includes items like “I am conscious of the cultural 
knowledge I use when interacting with people with dif-
ferent cultural backgrounds” and “I use pause and silence 
differently to suit different cross-cultural situations”. Its 
structure has been validated in previous research (Ang et 
al., 2007; Crowne, 2006; Ward et al., 2009).

Following an ability-based approach to EQ, we 
decided to use the WLEIS scale to measure the employ-
ees’ level of emotional intelligence. This scale provides 
a short, practical and empirically valid measure of EQ 
(Law et al., 2004; Wong & Law, 2002). The WLEIS 
is a 20-item, 7-point Likert-type scale, ranging from 1 
(strongly disagree) to 7 (strongly agree), where a higher 
score indicates a higher EQ. It includes items like “I am 
a good observer of others’ emotions” and “I am able 
to control my temper so that I can handle difficulties 
rationally”.

Regarding performance, we measured the employees’ 
perception of their job performance. Based on Giacobbe 
et al. (2006) and Law et al. (2004), we designed a three-
item 7-point Likert-type scale about performance, ranging 
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from 1 (poor) to 7 (outstanding). The individuals had to 
rate their performance over the last 12 months from three 
perspectives: in general, relative to their peers, and rela-
tive to their goals.

Table 1 shows mean, standard deviation, Pearson cor-
relations, and Cronbach alphas for all these instruments. 
Regarding internal consistency, all scales showed sat-
isfactory alphas of above 0.7 (Nunnally & Bernstein, 
1994). In addition, correlations show a negative relation-
ship between ethnocentrism and performance (r = -0.19, 
p < 0.05) and a positive relationship of CQ and EQ to 
performance (r = 0.31, p <0.01, and r = 0.39, p < 0.01, 
respectively). However, although significant, the associa-
tion between ethnocentrism and performance is not very 
high, with ethnocentrism explaining only 3.6% of the 
variance of the performance variable.

Table 1. Internal consistencies of the sub-scales and zero order 
correlations between the dependent and independent variables

Variables Mean S.D. 1 2 3 Alpha

1. Performance 5.70 0.84 0.90

2. CQ 5.09 0.94 0.31a    0.94

3. Ethnocentrism 1.59 0.72 -0.19 a -0.15  0.90

4. EQ 5.60 90 0.39 a 0.59 a -0.20 a 0.96
a Significant correlations, p < 0.05.

For the purpose of this study, we considered CQ as a 
latent construct formed by its facets (Ang et al., 2007; 
Law et al., 1998; Lee & Sukoco, 2010). In a CFA with 
CQ as a second-order construct, we found a good fit 
χ2(166) = 235.9, p < 0.05, RMSEA = 0.054, CFI = 0.95, 
SRMR = 0.07, χ2/df =1.42. Similarly, we also considered 
EQ as a second-order factor. The WLEIS was construc-
ted based on the definition of Mayer and Salovey (1997), 
while Whitman et al. (2009) confirmed early on the pre-
sence of a second-order structure. In a CFA with EQ as 
a second-order construct, we found a good fit χ2(100) = 
143.01, p < 0.05, RMSEA = 0.054, CFI = 0.97, SRMR = 
0.053, χ2/df = 1.43. Both cases show indexes below the 
common thresholds considered by the literature (Bagozzi 
& Yi, 1988; Hu & Bentler, 1998; Tay & Jebb, 2017). 

Given the design and scope of this approach, we have 
to take several measures to control for potential common 
method bias and validity issues in our study (Podsakoff 
et al., 2003). To minimize apprehension and social desir-
ability bias, we guaranteed anonymity to all respondents 
and motivated them to respond openly, telling them that 
there were no right or wrong answers in the question-
naires. In addition, the design of the questionnaires fol-
lowed the recommendations of Aaker et al. (2010). In 
the case of multiple scales, the categories were displayed 

randomly. Furthermore, the sequence of the questions 
and items was pre-tested in order to prevent the order 
bias (Podsakoff et al., 2003). Finally, when the respon-
dents answered a question, they could not go back and 
change their answers, meaning that they could not edit 
their prior answers to reach consistency with later items. 

Additional to the procedure followed in the question-
naire, we conducted a Harman one-factor test, includ-
ing all the items from the CQ, EQ and GENE scales in a 
principal component factor analysis (Podsakoff & Organ, 
1986; Podsakoff et al., 2003). We did not find a one fac-
tor solution as it only accounted for 37.58% of the total 
variance. Therefore, it is possible to state that there is no 
presence of common method variance. 

Finally, in order to guard against the effects of non-re-
lated factors, gender, age, educational level and level 
within the company were considered as control vari-
ables. Educational level was coded from 1 (elementary 
school) to 3 (higher education). Hierarchical level within 
the company was coded from 1 (operative) to 4 (senior 
manager). However, no respondent in the study belonged 
to level 1. Finally, the respondents were asked to register 
both their birth year (to obtain their age) and their gender. 

Results
In order to answer our hypotheses, we conducted a 
multiple regression analysis examining the relations-
hip between individual performance, CQ, EQ and eth-
nocentrism. We used the ordinary least squares (OLS) 
methodology where the dependent variable was perfor-
mance and the independent variables were a set of con-
trol variables, CQ, EQ, ethnocentrism and an interaction 
between CQ and EQ.

Our initial model did not satisfy the OLS homosce-
dasticity assumption with a Breutsch-Pagan test, indi-
cating heteroscedasticity (χ2 = 6.48; p = 0.0109). In 
addition, there was a multicollinearity problem among 
CQ, EQ and the interaction, confirmed by a VIF for CQ 
and EQ above 10 and for the interaction above 30 (Wool-
dridge, 2009). Both problems are typical when estimat-
ing moderated regressions with continuous data (Cohen 
& Cohen, 1983; Echambadi & Hess, 2007).

In order to control multicollinearity and the potential 
effect of interaction without affecting the significance 
of EQ and CQ, we standardized the variables accord-
ing to Marquandt and Snee (1975). This procedure was 
considered useful and valid in line with our hypotheses 
(Kim, 1999; Neter et al., 1985), allowing us to determine 
the direction of the effects of the variables being stud-
ied. Additionally, the model supported homoscedastic-
ity (Breutsch-Pagan test, χ2 = 2.87; p = 0.09; and White 
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test χ2 = 93; p = 0.4512). Table 2 shows the results for 
our final multiple regression model. It observes that the 
model is significant (F (9.83) = 4.151, p < 0.001) with an 
adjusted R2 of 31%.

Table 2. Multiple regression analysis with performance 
as the dependent variable

Variable  B SE B p-value Adj-R2: 0.307

Age  0.001 0.012  0.908

 Gender -0.142 0.190  0.457

 Educational level -0.355 0.283  0.214

 Company level  0.344 0.243  0.160

 Ethnocentrism -0.024 0.093 -0.799

 CQ  0.266 a 0.123  0.034

 EQ  0.492 b 0.124  0.000

CQ x EQ  0.242 b 0.052  0.000
a Significant at 5%, b Significant at 1%.	

According to the results, three of the independent varia-
bles significantly predict individual job performance, 
namely CQ (B  =  0.266, p  <  0.05), EQ (B  =  0.492, 
p  <  0.001) and the interaction between CQ and EQ 
(B=  0.242, p  <  0.001). Consequently, Hypothesis 1, 
which states that ET will be negatively associated with 
the performance of ILs, is not supported by the evidence 
( = -0.024, p > 0.05).

Regarding Hypothesis 2, which states that CQ will 
be positively associated with the performance of ILs, 
is supported by the evidence. CQ is significantly posi-
tively related to individual job performance. Concerning 
Hypothesis 3, which states that EQ would significantly 
predict individual performance of ILs, results also sup-
ported it. EQ is significantly positively related to indi-
vidual job performance. Therefore, we found that CQ 
and EQ are independently good predictors of ILs’ job 
performance. 

Finally, regarding Hypothesis 4, which states that 
EQ has a positive moderator effect on the relationship 
between CQ and performance, we found that the data 
also confirmed this effect. The coefficient associated to 
the moderator effect is positive and significant. As the 
data show, EQ and CQ tend to interact, affecting pos-
itively performance in international locals. Specifically, 
higher levels of EQ tend to strengthen the relationship 
between CQ and ILs job performance.

Discussion 
The main purpose of this study was to examine the rela-
tionship between ET, EQ and CQ and the performance 
of international locals. Our fundamental premise was 

that, given their regular intercultural interactions, perfor-
mance ought to be affected in terms of their individual 
attributes and competencies such as ET, CQ and EQ. 

Concerning our first hypothesis which proposed 
that lower levels of ET in respondents would be asso-
ciated with higher performance, we could not confirm 
it. Although we expected statistically negative relation-
ship between these two variables, the effect was not 
noticeable, and the results showed that ET is not a pre-
dictor of performance on the sample of ILs. This can sug-
gest that the negative influence of ET on performance 
(Chen, 2010; Dong et al., 2008; Neuliep, 2002) is weaker 
when there are higher levels of CQ and EQ. The nega-
tive in-group out-group inflexible distinction in interna-
tional locals (Kayes et al., 2005; Neuliep et al., 2005) did 
not have an explicit influence on performance. We could 
argue that ET negative effects can be overridden or min-
imized by the development of EQ and CQ competence. 

Furthermore, our second hypothesis which contended 
that a higher level of CQ would be a predictor of individ-
ual job performance in international locals is accepted. 
The analyses revealed a significant positive correlation 
between CQ and performance, and, more importantly, 
that CQ is a significant predictor of job performance in 
ILs. Therefore, we can conclude that CQ predicts the 
performance of ILs. Higher CQ will allow international 
locals to effectively behave and manage their interactions 
in culturally heterogeneous situations, contributing to 
their overall success in their jobs. This is consistent with 
early evidence regarding the relationship between CQ 
and work performance (Alon & Higgins, 2005; Lovvorn  
& Chen, 2011). 

Additionally, our third hypothesis which stated that 
a higher level of EQ would be a predictor of individual 
job performance in international locals is also accepted. 
The analyses revealed a significant positive correlation 
between EQ and performance, and as in the case of CQ, 
EQ is also a predictor of job performance. These results 
are consistent with previous studies about EQ and per-
formance (Côté & Miners, 2006; Jadhav & Mulla, 2010; 
Law et al., 2004; Lee et al., 2013; Rozell et al., 2006; Van 
Rooy & Viswesvaran, 2004; Wong & Law, 2002). Hence, 
EQ helps ILs to perceive, assess and express emotional 
reactions appropriately in their work. It may also assist 
ILs to understand foreign employees’ emotional reac-
tions and to regulate them appropriately.

Finally, out fourth hypothesis in this study stated that 
EQ would have a positive moderator effect on the rela-
tionship between CQ and performance of international 
locals. We stated that previous research has shown 
that EQ and CQ affect employee performance and 
we expected that the simultaneous effect of these two 
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domains of competence would be positive on perfor-
mance of ILs. Certainly, this interaction was found to be 
a significant positive predictor of performance in inter-
national locals, leading us to accept our fourth hypoth-
esis. In other words, when an international local has a 
higher level of EQ, the increase in performance when 
CQ increases is larger than that for those people with a 
lower EQ. Thus, we can conclude that EQ enhances the 
positive effect of CQ on the performance of ILs. These 
findings are in line with the view that EQ and CQ are 
essential for performance in international business situ-
ations and that employees exposed to regular intercul-
tural interactions need to focus on developing these two 
competencies.

Conclusions
Our results are interesting and relevant for four reasons. 
First, much of the literature states lower levels of ET 
are one of the characteristics that predict performance 
in expatriates (Caligiuri & Tarique, 2012) and that is 
an important skill in global leaders (Maznevski & DiS-
tefano, 2000), in turn being an essential condition for 
performance in those cases. However, surprisingly, our 
findings do not confirm this suggestion; it seems that this 
deduction does not apply to ILs. In this respect, we posit 
that ILs have a dual interactive role as they deal with two 
distinct community of stakeholders: locals and interna-
tionals. To perform such a task effectively, ILs have to 
develop, maintain and switch across complex and some-
times contradictory attitudes, skills and competencies 
that are functional to their tasks. Among these include ET 
attitudes and behaviours. 

In fact, ET has been found to have positive effects 
on what is regarded as in-group functioning and per-
formance and social identity. ET provides an in-group 
positivity including comradeship, devotion, loyalty and 
cohesion to the in-group (Neuliep et al., 2005; Michai-
lova et al., 2017). Such in-group positivity normally car-
ries an out-group negativity, a sense of supremacy to any 
out-group and the willingness to protect the interests of 
the in-group against the out-group (Michailova et al., 
2017). Using the concepts of Michailova et al. (2017), 
we suggest that the null effect of ET on ILs performance 
is given a prevalence of in-group positive bias over out-
group negativity. Higher levels of in-group positivity and 
lower levels of out-group negativity would explain the 
lack of adverse effect of ET on performance in ILs. To 
test this conjecture, it would be necessary to differentiate 
ET items that point to in-group positivity from those that 
point out-group negativity and verify whether ILs show 

a prevalence of in-group positivity over out-group nega-
tivity, or not.

 Second, we find that although ILs represent a sig-
nificant proportion of the domestic workforce in inter-
national companies, little attention in the literature has 
been given to the intercultural competencies of this group 
of employees. Only a few researchers have conducted 
empirical studies assessing their competencies in relation 
to their performance. Much emphasis in the literature 
has been placed on the measurement and development 
of competencies of employees that travel away from 
their home country under a formal international assign-
ment (Adler, 1997; Beechler & Javidan 2007; Caligiuri 
& Tarique, 2009; McCall & Hollenbeck, 2002; Menden-
hall et al., 2008). Hence, further research is warranted, as 
we know very little about international locals’ competen-
cies, failure, or success in relation to their intercultural 
interactions.

Third, most of the effort and resources of firms are 
commonly concentrated on developing intercultural 
competencies in international assignees (Mendenhall et 
al., 2008) and expatriates (Adler, 1997; McCall & Hol-
lenbeck, 2002). Nevertheless, there is little awareness 
and attention on domestic employees that have frequent 
intercultural contacts in order to perform their jobs. We 
believe that the present study informs and helpfully moti-
vates practitioners to recognize, measure, and develop 
intercultural competencies of ILs.

In conclusion, these findings indicate that CQ and EQ 
predict performance of international locals and that the 
presence of higher levels of EQ increase the effect of CQ 
on the performance of international locals. At this point, 
we should ask: Why do ILs require high levels of EQ and 
CQ to be successful in their jobs? We argue that ILs, who 
are exposed to frequent intercultural interactions, have to 
use a dual repertoire of behaviours to cope with a dual 
domain of interaction: local and international. In their 
jobs, ILs have to engage with other locals using local 
norms and approaches. At the same time, their role often 
requires them to interact with internationals, switching 
regularly to foreign repertoires of behaviour (customs, 
language, styles, norms, conventions, etc.). This alter-
nating pattern across domains is not trivial and calls for 
complex perceptual, cognitive, affective and behavioural 
skills. In this context, we argue that EQ-related com-
petencies help international locals to cope effectively 
in  local interactions, while CQ-related competencies 
help them to perform better in their international interac-
tions. Finally, EQ and CQ combined assist them in tasks 
where the domains of interaction overlap; for instance, 
in transferring knowledge, solving complex problems, or 
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making complex decisions that involve local and interna-
tional stakeholders simultaneously.

Limitations and future research
This study, just like any other, has some limitations. 
First, the current sample only represents the population in 
question. The study was conducted based on convenience 
sampling and it is not possible to assert that its findings 
can be generalised to a broader population. Nevertheless, 
the sample and outcomes can be taken as a rough appro-
ximation of behavioural patterns found in this domain. 

Another limitation in this study regards the use of 
self-reported questionnaires where the respondents are 
the only source of predictor and criterion variables (Pod-
sakoff et al., 2003). The use of these questions increases 
the risk of common method variance or systematic error 
variance shared among variables that are measured with 
the same source or method (Campbell & Fiske, 1959). 
One of the errors is social desirability, including the pre-
sentation of the items and the context in which the items 
are placed. To minimize this effect, we introduced a pro-
cedural remedy: we randomized the presentation of items 
from the independent and dependent variables and we 
protected anonymity of the respondent. Nevertheless, we 
suggest that future studies search for multiple sources 
of data in order to better guard against common method 
variance errors. 

Moreover, as with any cross-sectional study, the results 
of this study should be treated carefully. This type of 
design is subject to bias due to low response rates, mis-
classification and the occurrence of contextual, tempo-
ral and strange variables during the assessment. These 
are factors that cannot be controlled with a design like 
this and the only way to verify the findings of this study 
is by replicating them in different samples and in differ-
ent contexts.

An additional limitation in this study is the final IL 
sample size. The final IL sample limited the possibili-
ties to expand our analysis and assess the interrelation 
between facets of the constructs in the study. Hence, we 
suggest that future research assessing ET, CQ and EQ in 
internationals locals should involve larger samples. This 
way, it may be possible to examine the interrelationship 
between the subordinated facets across constructs in ILs. 

In fact, given the design of this study and the sam-
ple size, we do not know how the particular facets of 
the CQ contribute more to performance in this group of 
employees. It would be interesting to examine this issue 
in a larger sample of international locals and verify the 
most critical facets for performance in these contexts; for 

instance; motivational CQ (Ward et al., 2009) or meta-
cognitive CQ (Ward et al., 2011).

The sample comprised different levels of employees 
and managers. It can be claimed that these two categories 
are different types of ILs due to the complexity of their 
role (Reiche et al., 2009), implying different demands for 
intercultural competencies. Nevertheless, none of the ILs 
held global leader roles and we did not find any signifi-
cant differences according to the hierarchical position of 
the respondents. In future studies, it would be interesting 
to measure the valence, intensity and complexity of the 
ILs’ tasks in relation to EQ, CQ and performance.

In this respect, we believe that a genuine limitation of 
the sample resides in the fact that an important proportion 
of the respondents held executive positions. Employees 
in operational positions are also exposed to regular inter-
cultural interactions in international companies and we 
believe that this category of employees should be better 
covered in future studies.

Managerial implications
Nowadays, intercultural interactions are part of the daily 
operations in most companies. These regular internal and/
or external exchanges and interactions pose challenges to 
employees and the company as a whole. Part of their suc-
cess depends on effective daily handling of these discrete 
interactions between culturally different employees, cus-
tomers, suppliers and stakeholders. By assessing and hel-
ping ILs to develop higher EQ and CQ, businesses can 
ensure that they have positive employees who enjoy these 
intercultural interactions and can contribute to the crea-
tion of competitive advantages and capabilities (Sabu-
hari et al., 2020). Assessment and development of these 
competencies might help recruitment processes for posi-
tions that informally involve frequent cross-cultural rela-
tionships. They can also help companies to identify the 
cultural environments that would be most appropriate for 
ILs and the interventions and training required to achieve 
the best adjustment, especially when soft skills training 
has a positive impact on individual performance (Des-
hpande & Munshi, 2020). Finally, this knowledge provi-
des insights about candidates and their capacity to adapt 
and perform in positions that demand high levels of inter-
cultural interaction. 

Companies need to create development policies that 
encourage employees at any level to appreciate, under-
stand and deal effectively with international custom-
ers, suppliers, co-workers and stakeholders. Therefore, 
EQ should be included as being linked to CQ given 
that, according to this study, both competencies predict 

https://doi.org/10.35692/07183992.13


DOI: https://doi.org/10.35692/07183992.14.2.4

36
Multidiscip. Bus. Rev. | Vol. 14, N° 2, 2021, pp. 26-39, ISSN 0718-400X

employees’ performance in roles that entail intercultural 
interactions. 

Successful interactions with people from different 
cultures, either face-to-face or electronically, is essential 
nowadays (Thomas et al., 2015). In line with the nature 
of business today, this field of research must broaden its 
focus on the understanding and development of the inter-
cultural competencies of those locals who are frequently 
exposed to non-conventional international experiences. 
Given technological advances in communication, these 
interactions may, in the very near future, account for the 
largest proportion of the intercultural interactions that 
occur in international companies. 
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