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ABSTRACT: The everyday contact with people from different nationalities is nowadays a reality. Cultural Intelligence
and Multicultural Personality are individual competencies that are becoming important to deal with this reality. In this
study, with 313 Portuguese participants, of both genders, with different types of intercultural contact, our purpose is to
observe the effect of the intercultural contact on cultural intelligence and multicultural personality levels. The results
show that there is a significant relation between the cultural intelligence and multicultural personality levels and the
type of contact with individuals from different nationalities. Both cultural intelligence and multicultural personality
have strong implications for a work context that is more and more characterized by cultural diversity.

KEYWORDS: Cultural intelligence; Multicultural personality; Expatriates; Intercultural contact.

RESUMO: O contacto didrio com pessoas de diferentes nacionalidades é hoje uma realidade. A inteligéncia cultural
e a personalidade multicultural sdo competéncias individuais que tém se tornado de extrema importéincia para lidar
com esta realidade. Neste estudo, com uma amostra de 313 portugueses de ambos os géneros, com diferentes tipos de
contacto intercultural, o nosso objetivo é observar o efeito do contacto intercultural nos niveis de inteligéncia cultural
e de personalidade multicultural. Os resultados mostram a existéncia de uma relagdo significativa entre a inteligéncia
cultural e a personalidade multicultural e o contacto intercultural. Ambas as competéncias tém fortes implicagdes no
contexto de trabalho, caracterizado, cada vez, mais pela diversidade cultural.

PALAVRAS-CHAVE: Inteligéncia cultural; Personalidade multicultural; Expatriados; Contacto intercultural.

RESUMEN: EI contacto diario con personas de diferentes nacionalidades es un hecho cotidiano en la actualidad. La
inteligencia cultural y la personalidad multicultural son habilidades individuales que se han vuelto extremadamente
importantes para hacer frente a esta realidad. En este estudio, con una muestra de 313 participantes portugueses
de ambos géneros, con diferentes tipos de contacto intercultural, nuestro objetivo es observar el efecto del contacto
intercultural en los niveles de inteligencia cultural y personalidad multicultural. Los resultados mostraron que existe
una relacién significativa entre inteligencia cultural y personalidad multicultural y el contacto intercultural. Tanto la
inteligencia cultural como la personalidad multicultural poseen una gran relevancia en el contexto laboral, cada vez
mas caracterizado por la diversidad cultural.

PALABRAS-CLAVE: Inteligencia cultural; Personalidad multicultural; Expatriados; Contacto intercultural.
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Introduction

Countries are becoming culturally diverse and demography is changing (William &
Johnson, 2011). Thus, everyday contact with people from different nationalities, races and
cultures is a reality in social situations and organizations. The increase in immigration,
expatriation and multicultural organizations make the daily interaction with individuals
from different cultures inevitable (both citizens of host countries and those who are dis-
placed), and working and interacting with people from difterent cultural backgrounds can
be a complex process for individuals, since cultural barriers might originate misunder-
standings and disturb cross-cultural interactions (Adler, 2002).

According to Tung (1993) communication is the basis of the process of mutual un-
derstanding in any cultural interaction. Moreover, since Allport’s contact theory (1954),
intergroup contact has been pointed as a way of reducing prejudice, improving intergroup
social interactions (e.g., Cao & Lin, 2017; Davies & Aron, 2016; Pettigrew & Tropp, 2006).
Contact between groups, by providing positive experiences, enhances the perception of
similarity between members of different groups, leading to the deconstruction of negative
stereotypes (Allport, 1954). Particularly between minority and majority groups such as the
host society and immigrants (e.g., Verkuyten & Yogeeswaran, 2019). However, the ability
to interact effectively in intercultural contexts, though vital in today’s world business and
societies, is not a skill that everybody possesses (Crowne, 2008). Cultural diversity has cre-
ated new challenges for both society and the workplace, in particular the “acquisition of
cultural competencies that enable a better understanding of the values, practices and social
norms linked to new immigrant wave” (Malheiros, 2011, p. 11). In this context, cultural
competences such as cultural intelligence and multicultural personality have emerged in the
literature as an asset to deal with cultural diversity (e.g., Sousa, Gongalves, & Santos, 2019).

Cultural intelligence and multicultural personality are fundamental competencies for
a successful intercultural interaction. Both allow to evaluate multicultural competencies
and obtain useful information about the strategy, motivation, performance and effective
adaptation in diverse cultural contexts. Empirical research has shown that intercultural
adjustment is largely facilitated by cultural intelligence and the various dimensions of
multicultural personality (Peltokorpi & Froese, 2012). Various studies have suggested
that high levels of multicultural personality are associated with social and psychological
well-being, life satisfaction, adjustment facility, and intercultural assimilation (Ali, Van der
Zee, & Sanders, 2003; Mol, Van der Oudenhoven, & Van der Zee, 2001; Van der Zee, Van
Oudenhoven, & Grijs, 2004). We believe that these competencies are relevant to the quality
of social interactions between people of different cultures. Effective social interaction by
the host country contributes to the good integration of foreigners, to social peace, to the
well-being and satisfaction of individuals (e.g., Ghosn, Braithwaite, & Chu, 2019). On the
other hand, in organizational terms our results can contribute not only to define employee
selection tools but also to outline strategies that promote contact with other cultures, al-
lowing for the development of a better individual, team or organizational performance in
multicultural environments.

Thus, considering that intercultural contact has positive effects on cross-cultural
social interaction competencies, particularly on Cultural Intelligence and Multicultural
Personality, this study aims to observe the effect of intercultural contact on the develop-
ment of these competencies.
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Cultural Intelligence (CQ)

Cultural intelligence, motivated by the practical reality of globalization in the
workplace (Earley & Ang, 2008; Fang, Schei, & Selart, 2018), is defined as a set of skills/
competencies that facilitate the adaptation to diverse cultural situations and allow the
interpretation of unfamiliar situations and behaviours, as well as the identification of
behaviours that are universal to all humankind. The concept is also perceived as the
set of behaviours that are cultural and idiosyncratic of a special individual in a special
situation (Van Dyne, Ang, & Livermore, 2010). For Earley and Ang (2003), cultural
intelligence is a multidimensional concept that comprises four dimensions: metacogni-
tive, cognitive, motivational, and behavioural (e.g., Rockstuhl, & Van Dyne, 2019). The
metacognitive dimension is about the cultural consciousness and sensibility awareness
during cross-cultural interactions. It is considered a crucial dimension, since it promotes
an active thought about people and situations in different cultural settings. In addition,
it promotes a critical thought about habits and beliefs, and allows an evaluation and revi-
sion of the mental maps, increasing the understanding capacity (Van Dyne, Ang, & Koh,
2008; Lorenz, Ramsey, & Richey, 2018), i.e., for those who get a loose connection with
their own culture it will be easier to adopt the habits and customs of a strange culture
(Earley & Mosakowski, 2004). The cognitive dimension refers to the cultural knowledge
of norms, behaviours, practices and conventions in different cultures, acquired from per-
sonal experience and education. It embodies knowledge of economic, social and legal
systems of" various cultures and sub-cultures, as well as knowledge of the cultural val-
ues (Rose, Ramalu, Uli, & Kumar, 2010). The motivational dimension conceptualizes the
capacity to direct attention and energy towards cultural differences; in other words, it
is an auto-efficient form and intrinsic motivation in cross-cultural situations (Dyne et
al., 2008). The behavioural dimension is one of the most visible dimensions of social
interactions and refers to the capacity to exhibit, verbally and nonverbally, appropriate
behaviours when interacting with people from difterent cultures (Van Dyne et al., 2008).
This means that an individual will not be able to convince culturally diverse hosts just
by showing them that he/she understands their culture; it will be necessary to prove
through his/her attitudes that he/she is effectively integrated in their world (Earley &
Mosakowski, 2004).

Some studies have showed that individuals with higher cultural intelligence levels
are more efficient in decision-taking in cross-cultural situations and have a higher prob-
ability to adapt themselves to situations characterized by cultural diversity (Bernardo
& Presbitero, 2018; Van Dyne, Ang, & Nielsen, 2007). Furthermore, they also possess
more effective cross-cultural leadership capacities (Deng & Gibson, 2009). To develop
the cognitive and behavioural dimensions of employees' cultural intelligence, organi-
zations must promote cultural training, which will allow them to be more successtul in
international missions (Rehg, Gundlach, & Grigorian, 2012).

Besides cultural intelligence, the multicultural personality dimensions are also con-
sidered as one of the most important antecedents in cultural adjustment, overtaking
knowledge and technical competencies (Peltokorpi & Froese, 2012).
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Multicultural Personality (MPQ)

The Van der Zee and Van Oudenhoven's (2000) multicultural personality model is
anchored in the operational concept of’ multicultural efficacy. The multicultural efticacy,
defined by White (1959) as the capacity to make things work, is related to the psycholog-
ical well-being in a different cultural context (Van der Zee & Van Oudenhoven, 2000) and
with the success of an expatriate in the field of professional efficacy, personal adjustment
and cultural interaction (Ponterotto, Rucksdeschel, Joseph, Tennenbaum, & Bruno, 2011).
The multicultural personality concept, developed by Van der Zee and Van Oudenhoven
(2000), is divided into five dimensions: cultural empathy, openmindness, emotional stabil-
ity, flexibility and social initiative. Cultural empathy, also called sensibility (e.g. Hawes &
Kealey, 1981), is the most referred dimension in cultural efficacy (e.g. Arthur & Bennet,
1995; Ruben, 1976). It refers to the ability to show empathy with the feelings, thoughts
and behaviours of the members of a culturally different group. The openmindness di-
mension refers to an open mind attitude without prejudice towards members, norms and
difterent cultural values. The emotional stability dimension is related to the tendency for
keeping calm in stressful situations versus the strong emotions showing tendency un-
der big stress circumstances. The fourth dimension, flexibility, has been pointed by the
authors (Arthur & Bennet, 1995; Hanvey, 1976; Ruben & Kealey, 1979) as an extremely
important dimension, especially when the expectations about the host country do not
match with the real situation. Flexibility elements, such as the capacity for learning with
mistakes and leaning with new experiences, are crucial factors in multicultural efficacy
(Spreitzer, McCall, & Mahoney, 1997). Lastly, the social initiative dimension comprises
an open attitude towards new cultures, a tendency to seek and explore new situations,
facing them as challenges (Van der Zee & Van Oudenhoven, 2001), and also the capacity
to make and maintain contacts easily (Van der Zee & Van Oudenhoven, 2000; Niejenhuis,
Otten, & Flache, 2018).

According to Ang, Van Dyne and Koh (2006), certain personality traits are associated
with cultural intelligence capabilities. Personality traits are universal adaptive mecha-
nisms, which include personality characteristics as the human ability to recognize and
accept social hierarchies, the ability to play a serious and continuous work, the willingness
to work, the ability to deal with stress, the strive for innovation, and the insight in solving
problems (Kumar, Subramanian, & Rose, 2008). Accordingly, in much the same way that
cultural intelligence involves the ability to adapt to different cultural contexts, certain
personality traits are expected to be related to cultural intelligence factors and to predict
the divergent levels of cultural intelligence among individuals (Kumar et al., 2008). In
their analysis of cultural intelligence and the Big Five, Ang and colleagues (2006) have
tound evidence of the relationship between personality traits and certain cultural intelli-
gence dimensions: for example, conscientiousness and agreeableness are positively relat-
ed to the metacognitive and behavioural dimensions, respectively; those who tend to be
extroverted also show high levels in cognitive, motivational and behavioural dimensions;
and those with higher openness to experience show positive results in all four dimensions
of cultural intelligence (Ang et al., 2006). Despite being stable human characteristics,
intelligence and personality may evolve in certain directions, i.e., individuals who tend to
maintain contact with different cultures may increase their levels of" cultural intelligence
and multicultural personality.
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CQ, MPQ and Intercultural contact

The cultural intelligence and multicultural personality levels tend to vary according
to the level of exposition to different cultures, the qualifications, and the frequency of
contact with individuals from other cultures (Crowne, 2008). As well as being a challenge,
entering a new culture allows individuals to contact with elements of different cultural
groups, including members of the host society (co-nationals), immigrants/expatriates
who settled there (host nationals) or even travellers (sojourners) (Geeraert, Demoulin,
& Demes, 2014). This social contact allows individuals to perceive cultural differences
of different groups (Allport, 1954) and is one of the most effective ways to promote ad-
justment to an unfamiliar cultural environment. According to Crowne (2008), cultural
exposure (which allows familiarity with norms, values, and beliefs of a particular culture)
may be more superficial (e.g., through travel, reading, television programs, studying, or
contacting someone from another culture) or deeper (e.g., through a process of expatria-
tion and immigration, business, studying, and living in another country through human-
itarian missions or even military experience). A wide-ranging cultural contact leads to
a thorough understanding of" the culture (Chen & Isa, 2003), and individuals may learn
how to select/apply appropriate tools and adapt them as needed (Johnson, Lenartowitcz,
& Apud, 2006). Furthermore, proximity with people from other nationalities (e.g., at work
or with friends) may influence sociocultural adjustment as well intergroup identification
(Geeraert et al., 2014, i.e., the closer and more frequent the contacts with members from
other cultures, the better the multicultural adaptation. Frequent contact with individuals
from different cultures may also reduce intergroup anxiety and increase the positive in-
tercultural attitudes among major and minor groups (Ward & Masgoret, 2006) and it is
crucial for the cultural intelligence development (Crowne, 2008). In addition, contact is
one way to reduce intergroup biases (e.g., Allport, 19545 Cao & Lin, 2017; Dovidio, Love,
Schellhaas, & Hewstone, 2017). Once the process of categorization and intergroup hos-
tility socially learned are the source of social prejudice, human beings tend to reject the
unknown. In this sense, discrimination is a consequence of the lack of contact with other
individuals or groups. By providing positive experiences, the contact between groups
accentuates the perception of similarity between members of different groups. When in-
dividuals are open to the diversity of social groups, they tend not to show discriminatory
attitudes towards those who are different, either based on race, gender or age (Lauring
& Selmer, 2013).

Even individuals working in their home country can be exposed to the multicultur-
alism, whether managing foreign workers, in international business, or communicating
with their costumers, work colleagues, friends or family members. According to Rego and
Cunha (2009) in Portugal, the Portuguese managers, while coordinating workers from dif-
terent cultural origins, can deal with difficulties that could be reduced or overtaken when-
ever the managers show a high cultural intelligence level, as well as certain multicultural
personality dimensions that will facilitate the interaction and adaptation to multicultur-
alism. Both are characteristics that develop in the cultural context (country) and small
cultures (family, social categories, etc.) of individuals. This is the reason why the study by
Sousa and colleagues (2019) showed that individuals who maintain intercultural contact
in a professional context have higher levels of cultural intelligence, differences were also
observed according to academic qualifications and gender. Therefore, it is important for
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organizations to replace their employees in order to be more efficient in a global context
(Shatter, Kraimer, Chen, & Bolino, 2012). International missions usually allow the expa-
triates to increase their intercultural competencies, as they can acquire critical knowledge,
global management capacities and cultural sensibility (Takeuchi & Chen, 2013). However,
it considering a failed expatriation process, organizations should take into account the
level of cultural intelligence of its employees, as well as their cultural level and frequency
of cultural exposure (travels, vacations, exchanges, work in other countries), since they
can have high motivational levels of cultural intelligence and thus, be better prepared to
deal with multiculturalism (Crowne, 2008). Knowing the characteristics of expatriates
and of those who host them is fundamental for the organizations, in that certain aspects
of cultural intelligence and multicultural personality may influence the international
business success (Crowne, 2008).

Regarding social interactions, and according to Ward and Rana-Deuba (2000), the re-
lationships between home country and the host country exercise a strong influence in the
intercultural adjustment. For example, Davies and Aron (2016) concluded that friendship
processes, whether interpersonal (e.g., aftection, trust) or intergroup (e.g., spending time
with family and friends of a friend from an outside group) lead to more favorable attitudes
towards external groups, such as empathy (Korol, 2019). To Berry (1997), the environment
and the attitudes of the home country population are important, since they can or cannot
create a favourable context in which the acculturation processes and relations can be devel-
oped. If the dominant society insists on the assimilation of minorities or is intolerant to
cultural diversity, the environment will give rise to misunderstandings and more conten-
tious interactions. For many immigrants the process of integration is not always easy as
it requires not only the adaptation of immigrants or minorities but also the adaptation of
the host society (e.g., Moraes, Corte-Real, Dias, & Fonseca, 2012; Sousa & Gongalves, 2015).
This integration does not always develop positively. The immigrants and the cultures of
each one constitutes social categories - the outgroups. Given the cognitive processes and
the search for a positive identity (Social Identity Theory (Tajfel & Turner, 1979); Self-
Categorization Theory (Turner et al. 1987); Integrated Threat Theory (Stephan, Ybarra, &
Bachman, 1999), among others) prejudices are easily developed particularly in certain con-
texts, such as competition for resources, conflicts (e.g., Bohm, Rusch, & Baron, 2018; Sherif
& Sherif, 1969). For example, multicultural policies such as those concerning the right to
civic and political participation for immigrants (Fernandes-Jesus, Cicognagni, & Menezes,
2014; Zobel & Barbosa, 2011) may contribute to reducing intergroup bias and consequent
contlicts, but can create situations of competition for resources and consequent gaps be-
tween groups (for a review, see Verkuyten & Yogeeswaran, 2019).

At work, given that it is an already complex social context, the limitation of re-
sources (awards, career progression, etc.) increases the fragility of organizational social
harmony. Thus, the identification of the individual key competencies that facilitate mul-
ticultural adjustment is crucial not only for the organizations® cultural adjustment and
their global success, but also for the social interactions that occur in today's societies.

Due to the relevance of this theme and the paucity of studies in this field (either with
samples of Portuguese population or with these three variables together), our objective is
to analyse the existing relation between the level of contact with individuals from other
nationalities and their levels of cultural intelligence and multicultural personality. With
that purpose, we conducted a quantitative study of univariate design (level of contact:
none, work, friends/family, friends/work, expatriates).
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Method

Sample

The sample was collected through an online survey and is composed of 313
Portuguese participants (202 females and 111 males), 22 of which were expatriates. Age
ranged from 18 to 72, with a mean of 30.16 years (SD=13.26), and 67.7% ot the partici-
pants were single; 167 participants had completed secondary school and 108 had a higher
education degree.

Procedure

The survey used in this study was created in the Google Drive Platform and is com-
posed of the Intelligence Cultural Scale, the Multicultural Personality Questionnaire, and
specific questions regarding multicultural contact and socio-demographic characteristics.
The survey also included information about the confidentially and anonymity for both the
participants and the data. The survey web-link was redirected via email to the organi-
zations, embassies, consulates and personal contacts whose collaboration was requested.
Data collection lasted for two months, and after that time, all valid surveys were inserted
in the SPSS program (Version 20) for statistical analysis.

Measures

The survey included the Intelligence Cultural Scale, the Multicultural Personality
Questionnaire, questions about the contact with people from other nationalities, as well as
biographic questions in order to characterize the sample (age, marital status, and school-
ing qualifications).

Cultural Intelligence Scale: Data about cultural intelligence was collected using the
Cultural Intelligence Scale (CQS), originally developed by Van Dyne et al., (2008). It is
composed by 20 items distributed in 4 dimensions: 4 items in the metacognitive dimen-
sion; 6 items in the cognitive dimension; 5 items in the motivational dimension and 5 items
in the behavioural dimension. All items were measured using a Likert scale ranging from
1 “strongly disagree” to 7 “strongly agree”. This scale was validated for the Portuguese
population and shows psychometric properties similar to the original scale and a good
adjustment to this population in the four cultural intelligence dimensions (Sousa et al.,
2015). The internal consistency of the cultural intelligence scale shows a Cronbach alpha
of 0.98. Concerning the internal consistency of factors, the first factor (metacognitive)
presents an alpha of 0.89, the second factor (cognitive) an alpha of 0.86, the third (moti-
vational) an alpha of' 0.89, and the fourth (behavioural) a Cronbach alpha of 0.89.

Multicultural Personality Questionnaire: Data about multicultural personality was col-
lected using the Multicultural Personality Questionnaire (MPQ), developed by Van der
Zee and Van Oudenhoven (2000). The multicultural personality questionnaire scales are
strongly related to Big-Five scales (Barrick & Mount, 1991), but they are elaborated to
cover more specifically the aspects that are determinant in multicultural success (Van
Oudenhoven & Van der Zee, 2002). This questionnaire comprises 91 items measuring 5
dimensions of intercultural competencies: cultural empathy (18), open-mindedness (18),
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emotional stability (20), social initiative (17), and flexibility (18). Respondents evaluated
it each item is applicable to themselves based on a Likert Scale ranging from 1 “totally
not applicable” to 5 “ totally applicable”. The face validity was supported by the transla-
tion-retranslation by four bilingual translators. The internal consistency of the MPQ is
translated in a Cronbach alpha ot 0.90 and the different factors show alphas of’ 0.84 (cul-
tural empathy), 0.82 (open-mindedness), 0.82 (social initiative), 0.80 (emotional stability)
and 0.67 in the flexibility dimension.

Intercultural contact: Similarly to the study of Crowne (2008), the intercultural
contact variable was constructed taking into account the level of cultural exposure of
individuals, i.e., participants indicated in what context they had contact with people from
other nationalities, considering the following assumptions:

1. At work: (a) with colleagues, (b) with superiors, (c) with clients.
2. On a personal level: (a) with friends, (b) with family.
3. Being Expatriate.

4. Did not have any contact.

To address this question, the level of intercultural contact was operationalized in an
escalating range of contact: (a) None (individuals who do not have any contact with people
from other nationalities); (b) Work (individuals who maintain contact with people from oth-
er nationalities only on a professional level); (¢) Friends/Family (individuals who maintain
contact with people from other nationalities only on a personal level ); (d) Friends and Work
(individuals who maintain contact with people from other nationalities, either personally or
on a professional level ); (e) expatriates (individuals who are expatriates).

Results

The collected data was analysed with the SPSS statistical program (version 20.0) and
the significant level was assumed at 0.05.

Through table 1, it is possible to observe that the metacognitive dimension (M=4.71)
is the dimension that shows the highest mean and the cognitive dimension (M=3.59) the
lowest mean. Expatriates show the highest mean in all four cultural intelligence dimen-
sions, followed by those who maintain contact with people from other nationalities either
in their work or in their personal life (firiends and work). The ANOVA between-subjects
analysis shows the effect of' the degree of' contact in all cultural intelligence dimensions
(p = .000). As can be seen, the eftect is significant in all dimensions.
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Table 1. Means, standard deviations and ANOVA between-groups of CQ dimensions according to
the level of intercultural contact

Friends Friends .

None Work Family Work Expatriates

M SOD M SD M SD M SD M SD
Global  3.87 0.70 4.12 0.89 8.95 091 4.32 0.87 548 0.61 F(4%):_1()56%64’
MET 416 1.10 4.63 1.25 447 1.18 4.74 1.05 6.00 0.78 F(zﬁ}):_loggko%’
COG  3.34 0.84 8.37 099 831 1.00 8.60 1.01 4.73 0.92 F<4>f3'834’
BEH  4.23 1.06 4.11 148 895 1.18 452 1.11 559 105 ‘o 11:528

b= 0.00

MOT 389 1.14 875 1.15 4.32 1.36 4.64 1.15 5.8 0.70 F(A%ZZIO%QOQI’

Tukey test results reveal that in all cultural intelligence dimensions, the highest level
of contact, expatriates, is significantly higher than all the others (p = .000). In metacogni-
tive and motivational dimensions, Tukey test shows differences between the levels of con-
tact none and friends and work (p < .05). Significant differences between the levels friends
and friends and work in motivational (p < .002) and behavioural (p < .014) dimensions are
also observed. In the cognitive dimension, the level of contact expatriates is significantly
superior to all the others (p = .000).

Table 2. Means, standard deviations and ANOVA between-groups of MP dimensions according to
the level of intercultural contact

Friends Friends
None Work . Expatriates
Family Work P
M SD M SD M SD M SD M SD
F  =1.015,
CE 3.63  0.44 3.52 0.59 3.67 0.43 3.70 0.44 3.71 0.87 (‘*P)_ 0.40
= 1.4
oM 3.20 0.42 3.18 0.50 3.36 0.46 3.48 0.48 3.71 0.88 F(‘;D)_ 0037’
SI 3.14 0.89 3.33 0.57 3.82 0.48 3.46 0.42 3.84 0.82 FW = 1.864,
$=0.00
ES 2.94 0.40 3.11 0.46 2.98 0.456 3.08 0.42 3.39 0.29 F(ﬂ = 0.862,
$=0.00
FLE 3.08 0.37 3.18 0.256 3.29 0.33 3.31 0.86 3.47 0.88 F(;))fgggs’

Cultural empathy (M = 3.67), open-mindedness (M = 3.42) and social initiative (M =
3.42) dimensions are those with the highest means, followed by flexibility (M = 3.28) and
emotional stability (M = 3.42) (Table 2).
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Similarly to the results obtained for cultural intelligence, the expatriates and the
level of contact friends and work show the highest multicultural personality means in
all dimensions. Through table 2, it is possible to observe that ANOVA between-subject
analysis shows the effect of the level of contact on the several multicultural personali-
ty dimensions (p < .001), except for the cultural empathy dimension (p < .400).

The Tukey test results reveal that, in all multicultural personality dimensions,
the highest level of contact, expatriates, is significantly superior to all the others (p <
.05), except for the cultural empathy dimension, where, independently of the contact,
no significant difference was observed. In the open-mindedness dimension there are
significant differences between the levels of contact none and friends and work, and be-
tween the levels work and friends and work (p < .009). In the social initiative dimension
significant differences between the levels none and friends and work (p < .001) were
tound. In the flexibility dimension significant differences between the levels none and
Jriends and work (p < .005) and between none and friends (p < .044) were observed. In the
emotional stability dimension, the level of contact expatriates is significantly superior
to all the others (p = .000).

Discussion

The main purpose of this study was to analyse the degree to which cultural in-
telligence and multicultural personality are influenced by the level of contact with
people from different nationalities. Our results show that expatriates have higher cul-
tural intelligence and multicultural personality levels. Regarding cultural intelli-
gence, subjects who have greater contact with individuals from other nationalities
(with friends or at work) present higher means in all cultural intelligence dimensions,
in comparison with the remaining contact levels, except for expatriates. In reference to
multicultural personality, the contact level friends show superior means in all dimen-
sions, except for emotional stability. This dimension, closely related to the ability for
keeping calm in stress situations, is a dimension that might not be directly influenced
by the contact level with different cultures. Cultural empathy is the dimension with
the highest means, independently of contact level. This dimension is associated with
the ability to demonstrate sympathy with the sentiments, thoughts and behaviours
of individuals from other cultures. The Portuguese society denotes to be tolerant to
cultural differences.

When selecting expatriates, organizations should take into consideration the in-
dividuals' cultural experience and their level of contact with other cultures (at work,
on holidays, or in interchange situations). The frequent contact with people is crucial
to the development of cultural intelligence and multicultural personality. It increases
positive intercultural attitudes and facilitates interaction, intercultural adaptation, and
adjustment. Being culturally intelligent or possessing certain multicultural personality
qualities is essential not only to the global human resource management success and to
the international organizations’ efficacy, but also for improving cross cultural interac-
tions in social life.
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Limaitations

One of the limitations in this study is the small number of expatriates in our sample
when compared to non-expatriates. Furthermore, despite the advantages of reduced time
and costs associated with online questionnaires, it is not possible to control the response
time and the spontaneity of respondents. The length of the questionnaire may also act as
a disincentive to complete it accurately and in its entirety. Another limitation is the need
to develop the operationalization of the variable measuring contact, given that it is not
possible to assess the frequency of contact between the subjects.

Practical implications and future research

Understanding the nature and impact of cultural intelligence and multicultural per-
sonality on the performance of individuals, teams, and organizations in multicultural
backgrounds will be an asset to global organizations and for multicultural societies. The
development of an effective international communication will be a key tool for organi-
zations, as it allows to define integration strategies for both expatriates and immigrants.
It further allows the definition of strategies for conflict and negotiation management in
contexts characterized by diversity and multiculturalism. Living in a world increasingly
diversified is not only a challenge but also an opportunity to learn more about our own
culture and identity, as well as to be aware of our similarities and differences with others
with whom we communicate (Kim, 2012). By becoming aware of the cultural differences,
values, habits and communication rules of each society and culture, individuals and orga-
nizations will be more prepared for international human resource management and for the
promotion of peace processes and social justice.

This study also contributes to defining measures of predictive validity regarding the
selection of expatriates and intervention strategies for expatriate training. Therefore,
research-action studies may be developed by using assessment centres extended to partic-
ipants of the host culture (not only to other employees in similar circumstances), in order
to assess the extent to which the contact with people from other nationalities contributes
to the effectiveness of integration strategies. A set of longitudinal studies supervising
cultural competence development may also be conducted.

Similarly, it would be interesting to analyse to what extent the level of cultural intel-
ligence and multicultural personality vary according to cultural values (Hofstede, 2001),
i.e,, the cultural background of the foreigners (individualist or collectivist) with whom the
contact is maintained. Still related to cultural values, it would be pertinent to extend this
study to countries such as Brazil, marked by a history of colonization, and where inter-
cultural contact is more frequent. This study does not address contact based on the dif-
terent social categories of immigrants and the social experience of this contact. Existing
prejudice about certain national categories (e.g., Chinese, Russian, Swedish, Brazilian) and
language difficulties can cause negative contact experiences and therefore negatively affect
cultural intelligence and multicultural personality. Further investigations may deepen the
differences in intercultural contact regarding immigrant type (e.g., illegal immigrants vs
asylum seekers) (e.g., Ghosn et al.,, 2019). This study could be extended to populations of
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immigrants and emigrants, which, contrary to expatriates, have no organizational support,
preparation, or intercultural training. However, culture shock is inevitable and the devel-
opment of abilities such as cultural intelligence and multicultural personality facilitate
their adjustment and integration into a new culture. Future studies may further assess
whether cultural intelligence and multicultural personality mediate the negative relation-
ship between contact and intergroup prejudice, as postulated by Allport.

Conclusions

Cultural intelligence and multicultural personality are individual characteristics that
are fundamental to the success of intercultural relations. They facilitate adjustment and
interaction with individuals from other cultures and allow for rapid adaptation to situa-
tions of cultural diversity. In addition, multicultural competencies go beyond improving
the social interactions associated with cultural diversity, they are also important in con-
flict management, contributing to an improved relationship between people and groups
(e.g., Gongalves, Reis, Sousa, Santos, & Orgambidez-Ramos, 2015; Gongalves et al., 2016).

Maintaining contact with different cultures contributes significantly to an increase in
the overall levels of cultural intelligence and multicultural personality. Similarly, it con-
tributes to an increased awareness of cultural differences and similarities, reducing the
risk of conflict and increasing the efficiency of adjustment and acculturation processes.

In order to achieve effectiveness and organizational success in an increasingly global
context, organizations and individuals are required to develop individual skills to operate
with diverse cultures. Being culturally intelligent, having a multicultural personality or
having frequent contact with other cultures is, undoubtedly, an asset to achieve such effec-
tiveness. Multicultural groups are inevitable in a globalized world (Rego & Cunha, 2009).
An in-depth knowledge of this reality will help organizations to define strategies to manage
global human resource management and social dynamics, based on the identification of core
competencies for multicultural adaptation, well-being and employees’ quality of life.
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