CHAPTER 3

Cultural Intelligence Defined

A few years ago 1 was invited to speak about cultural intelligence at a
global women’s leadership conference in the United Arab Emirates. Like
any country I am traveling to, I made the efforts to learn about the area of
the world that I was going to visit. To prepare for my trip I found books
that spoke about the cultural history and background of the country. I
bought language CDs and watched documentaries about that region of
the world. T also visited websites and blogs to explore what other travelers
had done and experienced. I know I spent hours finding information and
learning about the culture and the people, including what gestures to use
and how to address someone in a business meeting—all the etiquettes I
thought I would need in the country.

As a petite-sized woman traveling alone, late at night in an unfamiliar
country, | was anxious to get to my hotel as soon as possible. Upon my
arrival in the United Arab Emirates, [ went through passport control like
every passenger. When it was my turn, I handed my passport and plane
ticket to the man behind the counter. He nodded at me and I responded
with an enthusiastic “Hello.” Then, the man looked at me for a few sec-
onds and then looked away. In the seconds that he looked away, I looked
toward the direction he was facing. [ was not sure what drew his attention
away, but his attention never came back to me and my passport.

I did not know what to do. Several thoughts were going through my
head at that time. Perhaps I was in the wrong line? Did I do something
wrong? Why is he not taking my passport? Was I supposed to get another
form of documentation? Could something happen to me? Would I be
able to call my peers at their hotel to let them know I arrived? Would
someone be willing to come and pick me up?

I was the last person in my line going through passport control, and
every line other than my own seemed to be moving. As I watched trav-

eler after traveler go through passport control, I remember feeling very
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Then, [ thought I would check to sec if there was something wro

ng with
my passport, and [ proceeded to say, “Is anything wrong?”

No response.
[ nudged the passport forward, and he turned his attention back on

me. He still did not pick up the passporr or acknowledge me. I began
to shift the backpack [ was carrying on my right shoulder to move the
weight off, and then it dawned on me that maybe I should pass the pass-
port to him with my right hand. I had read in the literature and online
that in the Arab world, the left hand is considered unclean. Did 1 hand
him the passport with my left hand? I may have since my right hand was
grabbing the handles of my backpack.

I nudged the passport with my right hand toward him.

The Emirati responded by taking the passport! He stamped it and
then said, “Have a good stay in our country.”

When I reached my hotel, T could not g0 to sleep. My mind was
replaying the scenario of the Emirati man and myself. How did I know
what to do? What if I nudged the passport with my right hand and he
still did not take ir? What emotions were coming up for me? What more
could I have done to understand the situation? Was this really a part of
Muslim culture I was experiencing or was it the Emirati man’s individual
preferences and culture?

[ will never forget this experience because it was my own cultural
intelligence in action. I was trying to be culturally intelligent without
having all the information and knowing only the details that were in
front of me. The frustration of not knowing if what I said or did was
offensive bothered me because I see myself as adaptable and respectful.
And perhaps the man’s reaction had nothing to do with me and all to do
with how he was feeling in that moment. Although I sought to learn dif-
ferent parts about the culture before traveling to the Emirates, I gained
from this experience the knowledge that one can never be prepared for
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what cultural interactions could bring in any given moment. This is why
cultural intelligence (CI) is incredibly vital and useful as a tool; it is there
to help you understand each play-by-play action in cultural interactions.
CI helps you to break down your cognitive, emotional, and physical reac-
tions, helping you to understand more about yourself so that in future

interactions, you make different choices in how you react.

What Is Cultural Intelligence?

At the core of it, cultural intelligence is your ability to successfully adapt
to unfamiliar cultural settings. Peter Earley and Elaine Mosakowski
defined cultural intelligence as the ability to “tease out of a person’s or
group’s behavior those features that would be true of all people and all
groups, those peculiar to this person or this group, and those that are nei-
ther universal nor idiosyncratic.”" Earley et al. wrote thar cultural intel-
ligence is not just about learning new cultural situations; it is creating “a
new framework for understanding what he or she experiences and sees.™
Similarly, David Thomas and Kerr Inkson indicated that cultural intel-

ligence is about

being skilled and flexible about understanding a culture, learning
more about it from your on-going interactions with it, and gradu-
ally reshaping your thinking to be more sympathetic to the culture
and your behaviors to be more skilled and appropriate when inter-

acting with others from the culture.?

The idea of cultural intelligence is an immensely useful tool in busi-
ness. It helps to bring attention to the differences in thought and behav-
iors due to cultural factors. Consistently practicing cultural intelligence
has been known to increase the success of multicultural team perfor-
mance. Leaders who are culturally intelligent have awareness of how cul-

: o .
ture contributes to communication and creates shared learning.

Tuning Into Cultural Intelligence

On a business trip to Texas, my colleague, who had never visited the state,
was surprised at the amount of “Spanish music” on the radio. Every time
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she found a music station or station providing inform

. ation, the speakers
and singers spoke in Spanish. She said, *

[ can't find any music that I can
understand,” and quickly changed o a local st

adon that played top 40
and pop music.

When I suggested that we should try listening to different music and

experience the cultural shift berween our state and another, she said, “No
I replied, “I cant either, but
Idn’t it be interesting to be like one
of the locals?” Her response, “Thar’s okay. T'll just stick to what I know.”

Cultural intelligence is like tuning into different stations, being able
to adapt to one’s new environment, and, in this case, tuning into the
style of music in this region of the United States. Like my colleague, we
all have particular stations that we like. Music that is familiar provides us
with comfort. Tuning in to the same stations over and over again breeds
familiarity with the songs and the types of programming broadcast by the

stations. We even program the stations into our car radio so as to know

way. | can't understand what they’re saying!”

it’s a part of the culture here and wou

exactly what butrons to push if we want to hear a specific music genre.

When you are in a different city or state, you begin to lose the signals
of your favorite stations. Try as you might, the stations often do not come
through. What might you do? You could find another station in that state
that offers the same music or informartion that you like. Upon finding it,
you might program it so as to not lose the station. However, what if the
radio frequencies you encounter pick up limited stations? Like my col-
league, you might turn off the radio or change the station back to one
that is familiar. Or, like her, you could bring your own MP3 player with
your own music.

Similarly, when you are in unfamiliar cultural settings, you realize that
the signals you are receiving are vastly different from your own. You are
not familiar with what your new surroundings are communicating to you.
Your first reaction is to find something familiar, and you look for cues
and signs to help you adjust. However, you cannot always rely on what
you know and what you can bring with you. Like my coworker, bring-
ing equipment, like an MP3 player, does not always guarantee success-
tul integration. After many tries, she found out her MP3 player did not
work in the rental car; she opted for turning off the radio altogether. In
intercultural interactions, the equipment—that is, our skill sets and our

knowledge—may not be enough to cope in a new cultural environment.
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We need to be able to learn how to turn off or reset ourselves to better

adapt to the new situation.

Cultural Intelligence Model

Cultural intelligence is a framework to help you learn to turn off your
“cruise control.” Like a computer that has been on too long, is working
too hard, or has too many programs running that cause it to freeze, we
have to learn to reset our mental programming. Sometimes, resetting it
once or twice does not work; you will need to turn it off completely by
taking a pause and then returning to it at a later time.

Cultural intelligence emphasizes three areas: metacognition and cogni-
tion, motivation, and behavior. Metacognition and cognition represent your
ability to think, learn, and strategize. In CI, the principle of motivation refers
to your self-efficacy and confidence, your ability to be persistent, and the
alignment to your personal values. Behavior, in CI, is about your ability to
have a repertoire of skills and your ability to adapt your behavior.

The framework for cultural intelligence consists of the follow-

ing parts: knowledge, strategic thinking, motivation, and behaviors. It

Contemplate

Figure 3.1. Cultural intelligence model.
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may be helpful to think about these

as the ABCs of CI: Acauir i
Oo_:m_dv_m?x and Do. Each CI p s

rinciple is explored in the upcoming

chapters,and more in-depth analysis of the too] occurs in Chapter 7

Acquire Knowledge

A fundamenal piece of inter- and cross-cultural Interactions is the knowledge

a leader has when working with cultures unfamiliar and different from his or
her own. Knowledge is a central tenet in intercultural training and is included
in the cultural intelligence model because it is essential for any person, whether
leading or managing, to be attentive to cultural systems. You must know how
cultures are created, interpreted, and shared, as well as how cultural interpreta-
tions, meaning, and symbols can impact behaviors and attitudes,

You can think about this aspect of the model as acquire, because you
need to acquire information and knowledge that help you to identify cul-
tural elements at play. The acquisition of knowledge—rtapping into what

you have stored in your memory—is cognition.

Build Your Strategic Thinking

Once you gain knowledge about the culture, how will you use it? What
parts of the knowledge obtained will you use? Will they all fit, given the
cultural secting? These questions address the component of cultural intel-
ligence that speaks to your ability; as a leader, to strategize across cultures.
Ivis your ability to build awareness of your surrounding through prepara-
tion and planning. Tt is often referred to as “metacognition.”

Earley et al. noted, “Figuring out how things operate and what
is appropriate in a new culture is detective work using the facts of the
case—assemble them, order and organize them, interpret them, act on
them.” Strategic thinking is important because it is how you think
about, or make sense of, the knowledge and use it in a way that helps
you better perform and interact with different cultures. If you are able to
understand how you learn the information and how you have processed
it, this helps you to make sense of unfamiliar situations. Early and Petet-
son’ wrote that when there is a focus on metacognition, this component

of CI can help people to develop and expand their behavioral repertoires.
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Contemplate Your Motivation and Ability to Work With Others

The third element of the cultural intelligence model speaks to your abil-
ity to pay attention to your surroundings as well as your responses to
unfamiliar situations. It is about reflecting upon your own interests, your
drive, and your motivation, as well as your willingness to work through,
and with, cultural interactions.

You can think about this component of the model as contemplate
because it requires you to be present—to take a step back, suspend your
judgments and biases, reflect upon your assumptions, and listen carefully.
It requires that you be alert and remain aware of your cultural surround-
ings. As a leader, presence allows you to identify the cultural scripts that

are hidden and to recognize when to turn them off.

Do Adapt and Perform

Richard Carlson said that “everything we do has the potential to influ-

ence another human being. . . . the key element here is not to second-

guess yourself but rather to become conscious of how your life choices
influence those around you.” Carlson speaks to our level of conscious
choice in day-to-day living. When do we choose to adapt to our environ-
ments? Because of a choice we made, what did we let go? How has our
choice affected our beliefs and values?

These questions address the fourth component of cultural incelli-
gence, which is your adaprability and ability to perform new behaviors
based on new cultural surroundings. Are you aware of how others see
you and how you come across to them? How do you interpret what o..&.
ers say, and how do you respond? Culturally intelligent leaders are like

chameleons in social environments, changing their behaviors to mimic

their surroundings.

What Makes Cultural Intelligence Unique!

Howard Gardner® popularized the idea that intelligence is more than
cognitive capacity—that human potential cannot be limited to cogni-
tive intelligence the way it is described and defined in society. You can

think about cultural intelligence as another form of intelligence. People
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with this particular intelligence have the ability to steer the

ir way through
actions; they

do this in what seems to others as
This does not mean th
ple are more intelligent ove

unfamiliar culoural inter

an effortless manner. incellj
ortless manner. at culturally intelligent peo-
tall than others;

rather, those who are not
skilled in this intelligence may need to adopt

a different approach toward

learning and improving their cultural intelligence.

According to Earley and Peterson, cultural intelligence is a significant

Improvement over existing approaches because it “provides an integrated
approach to training dealing with r:oi_n&mn and Hmqum:mv
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and behavior, and is buil upon a unifying
ying

tural adapration rather than the piecemeal and country-specific approach

] R e

n training.™ David Thomas and Kerr Inkson'® wrote that, compared to

emotional and social intelligence, culrural intellj

motivation
psychological model of cul-

gence theory includes the
influence of cultural factors and their impact in intercultural interactions.

Emotional intelligence is one’s ability and capacity to identify,
assess, and manage one’s emotions as well as others’ emotions. Although
extremely important, emortional intelligence “presumes a degree of famil-
iarity within a culture and context that may exist across many cultures
for a given individual.”"! Similarly, the social cues picked up and used by
someone with high social intelligence—thar is, the ability and capacity
to sense one’s inner state, feelings, and thoughts in relation to ones social
environment and react appropriately in this environment for social suc-
cess'*—differs from culture to culture.

Earley and Peterson argue that adapration is a requirement when one
enters new cultural contexts, and cultural intelligence provides the the-
oretical background for understanding how one would need to adjust,
adapt, or reinvent oneself based on the culture and the situation." Some-
one with high emotional and social intelligence is not guaranteed to be
culturally intelligent, although having those skills can make it easier for

them to learn about cultural intelligence. This is illustrated in the follow-
ing case study.

Martha works as a program director for a large nonprofit that
directs volunteer programs. Her coworkers describe her as, “per-
sonable, outgoing, empathic, and caring.” Whenever there is con-
flict or unsettled business, she is the “go-to person” for helping
her colleagues work out their issues. Her ability to be empathetic
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enables her to understand others’ thoughts and feelings as well as
their intentions.

When Martha gets upset or frustrated, she “takes a pause” or
will back away from the issue or person until she can get a hold of
her emotions. If Martha is asked how she manages her emotions,
she replies that meditation and exercise help her to regulate how
she feels from moment to moment. She’s even led agency wide ses-
sions on self-care and exercise.

Volunteers who work for Martha love that she cares about
their needs. During workshops and events she introduces vol-
unteers to one another, helping them to learn about and get to
know each other. Martha is also very attuned to those around
her by listening and observing, which makes her a great program
director for volunteers.

Martha’s emotional and social intelligences are high, which
makes it difficult for Lorraine, Martha’s direct supervisor, to
understand why Martha has such challenges working with people
of cultural groups different than her own. Martha, as her jovial
self, is always kind and thoughtful, but sometimes she will say cul-
turally inappropriate things, not aware that she’s said them.

One of the volunteers who is Southeast Asian has noted, “I like
Martha but it seems like she just doesn’t understand me. Like the
time I had to cancel my tutoring shift. No one was watching my
sister’s baby so I had to watch her. I told Martha and she was real
nice and understanding, but I feel that she didn't really understand
that I have an obligation to my family before this volunteer job. I
had to explain to her that this is what ic’s like in my culture, that
family comes first. Then, she nodded and understood.”

In this case, although Martha is empathic, she does not understand
that the volunteer has very specific cultural needs. Her empathy is not
viewed as authentic because Martha does not understand, nor does she
pick up on, the cultural cues, thus leading the volunteer to feel the way
she feels. Empathy is a good foundation for intercultural relationships,
but awareness of cultural nuances is critical for making the connection.

The following describes other ways in which scholars and practitio-
ners believe cultural intelligence is different from other approaches:
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Cultural intelligence is 4 growing teld thae g continuously being
and tested in many societies. A geq
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values and beliefs thac ground a person’s thinking and morivation
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and of exploring behavioral intelligence.
Cultural intelligence emphasizes a circular path, not a linear one;
this means that, over time, one will continue to learn and their cul-

tural intelligence will expand. It is not a step-by-step process that

" Rather, through cultural
intelligence, one learns more about him- or herself and his or her

ability to interact with different cultures.

culminates in an “ultimate outcome.’

There is always room for
Improvement and &m<&0ﬁ5m~: in cultural intelligence.

Cultural intelligence does not speak to specific cultures. Cultural
intelligence is a broad approach that looks at developing a set of
skills, as well as awareness and _Soi_mn_mﬂ that help you to adapt
and interact with muldple cultures,

The Labyrinth of Cultural Intelligence

We have not even to risk the adventure alone. . . . the labyrinch is thoroughly known. We have
only o follow the thread of the hero path. . . . and where we had thought to slay another, we
shall slay ourselves. Where we had thought to travel outward, we will come to the center of our
existence. And where we had thought to be alone, we will be with all the world.

—Joseph Campbell, 7he Power of Myth

Labyrinths often serve as metaphors for personal journeys into the self
and back into the world. In 2 labyrinth, there is one path to the center,
and that same path leads you out. You make the choice to enter the path
and start a journey. You make the choice to continue the journey or to
end it by retracing your steps to the place you entered.

You can think about your journey into cultural intelligence as enter-
ing a labyrinth. It is not a maze; rather, it is journey that brings you

to a deeper awareness of yourself and your place in the world. I a
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labyrinth, you find yourself walking around short curves, long curves,

around edges of the circle, getting closer to the center. As you do so,

you may feel a variety of emotions and thought: hesitation, confidence,
motivation, case, caution, or reflection. In the labyrinth, we become
the observer of these thoughts and emotions. As Carlson noted, “We
can simply step back and watch the show. Its really just like watching a
movie on the screen.”'4

The labyrinth has long served as a metaphor of change and growth.
Wialking the labyrinth is a time of exploration and discovery. Careful lis-
tening and the willingness to take risks, and to challenge yourself, lead
you to a transformation. This transformation encompasses a new, expan-
sive vision of possibilities in your world. It serves as a container for your
experiences in life: fun and play, disappointment and sadness, grief and
loss, joy and prosperity, success and failure. When you look at the laby-
rinth as a meraphor for your cultural intelligence journey, you will see
that your path is sometimes shared with others, and, at times, it is yours
alone.

As Joseph Campbell noted, everyone goes through a psychological
transformation that brings them to a more fulfilling life.”” Cultural intel-
ligence is a process and a tool to help you evolve, to help you take the
risks required when in unfamiliar cultural interactions. When applied,
you will notice that you have gained a new consciousness of your place

in the world.

Chapter Summary

Cultural intelligence is the ability to adapt successfully to unfa-

miliar cultural settings. .

¢ There are three elements to cultural intelligence: metacogni-
tion and cognition, motivation, and behavior.

* Cultural intelligence can be expressed as the ABCs of Cl:
acquire (knowledge), build (strategic thinking), contemplate
(motivation), and do (behavior).

* Culwral intelligence is more comprehensive than emotional
and social intelligences.

* People who have high emotional and social intelligences do not

necessarily have high cultural intelligence.
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Integrating the Fields of Diversity and
Culture: A Focus on Social Identity
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In the focal article, Ferdman and Sagiv
(2012) provide a thoughtful review of the
fields of diversity and cross-cultural work
psychology (CCWP). More importantly,
they look for similarities and differences
across these fields in order to find the
overlap that can connect them. As co-
chairs of the SIOP panel they refer to in
their discussion, we are pleased to see
that a dialogue towards the integration of
diversity and CCWP research and practice
was successfully initiated. We agree with
many of the fruitful ideas put forth by
Ferdman and Sagiv and believe that further
exploration of them is needed if the fields of
diversity and CCWP are to be successfully
integrated. In an attempt to further this
effort, we expand on the focal article’s
argument that social identity can be used
as the integration point between the two
fields. Specifically, we propose that to fully
understand the impact of both diversity and
culture in team contexts, we must consider
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their influence on social identity and in
turn, team processes and outcomes drawing
from and integrating knowledge from each
of these fields.

Integrating Culture and Diversity

There are various attributes that can form
the basis of interpersonal differences; one
way to categorize them is by classifying
diversity as either surface level or deep level
(Harrison, Price, & Bell, 1998). Specifically,
surface-level diversity refers to differences
in individual characteristics that are imme-
diately observable, such as gender or race.
Deep-level diversity, in contrast, involves
characteristics that are less readily observ-
able, such as cultural values, and other
individual differences like personality, atti-
tudes, and experiences. In line with this
classification system then, cultural differ-
ences can be conceptualized as a type
of deep-level diversity. That is, from a
values perspective, culture is deep level,
defined as a set of values that tends to
be shared within communities and trans-
mitted over time (Hofstede, 1984; Parsons
& Shils, 1951). Thus, diversity is a broad
concept within which both cross-cultural
differences and observable differences more
traditional to diversity research (e.g., gender
and race) can be considered. This concept
alone illustrates that the fields of diversity
and CCWP can be integrated by exploring
them as dimensions of single construct,
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within unified conceptual models. Beyond
this, however, we explore how adopting
this integrated conceptualization can help
us better understand social identity, a con-
struct of high relevance and interest to both

fields.

Focus on Social Identity

Although there are several differences
between diversity and CCWP research
(Ferdman & Sagiv), both fields have an inter-
est in understanding how characteristics of
individuals within social groups can influ-
ence collective processes and outcomes.
Research suggests, for example, that people
from different cultures often conceptualize
constructs, such as teams, in different man-
ners which in turn impacts the way that
they behave (e.g., Gibson & Zellmer-Bruhn,
2001). When individuals from different cul-
tures are brought together in teams, these
differences can affect the processes and out-
comes of diverse teams (e.g., Cheng, Chua,
Morris, & Lee, 2012).

The degree to which these attributes (i.e.,
surface- and deep-level diversity) are influ-
ential, however, may largely depend on
the types and strengths of team members’
social identities. Researchers have argued
that individuals have multiple cultural iden-
tities and that the activation of different
identities depends on the situational context
(e.g., Chao & Moon, 2005; Hong, Morris,
Chiu, & Benet-Martinez, 2000). This sug-
gests that team members’ social identities
that overlap with one another might be
more likely to be activated, thus more likely
to feed into subsequent team processes and
outcomes.

Following this line of reasoning, we
expect that the existence of surface- and
deep-level diversity, including culture, will
influence the extent to which certain social
identities are activated in a given situation.
Specifically, diversity in teams can create
social cues for individuals, which can
activate social identities, and in turn, can
shape their interactions, processes, and
outcomes. Social identity can thus serve
as a foundation for integrating research on

J. Feitosa et al.

culture and diversity—it can mediate the
relationship between diversity and team
processes, where surface- and deep-level
diversity influence which social identities
are activated and, in turn, determines the
exlent and nature in which diversity plays a
role in team processes and outcomes.

lllustrative Scenarios

Consider a team characterized by surface-
level differences such as gender diversity
and age diversity, as depicted in Table 1.
Drawing from faultline theory, which pur-
ports that team members’ attributes can
create hypothetical dividing lines that split
teams into subgroups (Lau & Murnighan,
1998), we might expect that a social iden-
tity related to age would be more likely
to be activated for member A, to gender for
member D, and both would be activated for
members B and C as those are the identities
that are shared with other members. In turn,
members might interact in a manner that is
consistent with the identities that have been
activated, influencing team processes and
outcomes (e.g., if the “young adult’” identity
is activated, members might interact more
informally than if an “occupation’” identity
were to be activated). It is also possible,
however, that being the age-diverse mem-
ber might sensitize member D to her age,
for example, activating her corresponding
age to social identity. Furthermore, each of
these scenarios will also likely depend on
the degree to which each member’s social
identity is derived from their gender or age
to begin with.

Adding a layer of complexity, we must
also consider the role of deep-level diver-
sity. A team can also be characterized
by cultural diversity, for example. Through

Table 1. Example Scenario

Member Gender

Age
A 20 M
B 21 F
C 27 F
D 40 F
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initial interactions, we might expect that
team members’ social identities that over-
lap the most with other members” cultural
values will be more likely to be activated
than those that overlap less. If five out of
six team members are individualistic, but
there is an even split between high power
distance and low power distance members,
for example, it might be more likely that
the three members with individualistic and
low power distance values will have cross-
cutting social identities pertaining to those
two cultural values activated versus iden-
tities that have the less overlapping values
of collectivistic and high power distance.
In contrast, for the sole member with col-
lectivistic and high power distance values,
his minority status pertaining to collectivism
might become more salient than his over-
lap with other members in power distance,
activating his social identity pertaining to
collectivism. Again, the degree to which
team members derive their identities from
each of these cultural values can also play
a role. The identities that are activated can
then provide a context for how individuals
understand and engage in tasks, influencing
the way the team interacts and performs.

In every collaborative context, there will
likely be some degree of both surface-
and deep-level diversity. Although the
scenarios described above are complex on
their own, they must be considered in
combination in order to truly understand
the impact of diversity on team processes
and outcomes. Further, our discussion,
grounded in previous research, illustrates
the potentially pivotal role of social identity
in determining the impact of diversity
in team settings. Thus, we argue that
future models of diversity and culture
should be bridged together by considering

the mediating role of social identity in

the relationships between surface- and
deep-level diversity, and subsequent team
processes, emergent states, and outcomes.
In turn, empirical research should follow
from these models, providing far-reaching
paths for the continued integration of the
fields of diversity and CCWP.
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The aforementioned  examples highlight
the complexity as well as the innumer-
ous scenarios that can emerge in the
workplace from different combinations of
attributes.  However, our understanding
remains nascent regarding the impact of
these variables simultaneously. Work on
faultlines has started to consider the for-
mation of subgroups beyond the absolute
value of diversity (Lau & Murnighan, 1998,
2005), but this effort has been mostly lim-
ited to demographic attributes (Thatcher &
Patel, 2011). We urge researchers to move
towards integration by incorporating multi-
ple diversity categories, particularly deep-
level diversity into frameworks of diver-
sity in teams. Furthermore, taking a social
identity approach can provide a unifying
psychosocial mechanism through which to
consider the similarities and differences,
operating at both the individual and group
levels, within the fields of CCWP and
diversity.

In summary, we emphasize the con-
cepts of surface- and deep-level diversity
in combination on the activation of social
identities as the key to connecting the fields
of diversity and cross-cultural work psy-
chology. Thus, we hope this commentary
can encourage the fields to move forward
in @ more complementary manner and to
continue to learn from one another.

References

Chao, G., & Moon, H. (2005). The cultural mosaic:
A metatheory for understanding the complexity
of culture. journal of Applied Psychology, 90,
1128-1140.

Cheng, C., Chua, R. )., Morris, M. W., & Lee, L.(2012).
Finding the right mix: How the composition of
self-managing multicultural teams’ cultural value
orientation influences performance over time.
Journal of Organizational Behavior, 33, 389-41 1 .

Ferdman, B. M., & Sagiv, L. (2012). Diversity in
organizations and cross-cultural work psychology:
What if they were more connected? lndustrml
and Organizational Psychology: Perspectives on
Science and Practice, 5, 323-345.

Gibson, C. B., & Zellmer-Bruhn, M. E. (2001). Meta-
phors and meaning: An intercultural analysis of
the concept of leamwork. Administrative Science

uarterly, 46, 274-303.

Harﬁ)son, D.yA., Price, K. H., & Bell, M. P. (1998).

Beyond relational demography: Time and the



