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Abstract

Purpose – The purpose of this study is to examine if there is a relationship between the factors of
cultural intelligence and transformational leadership in international school leaders.
Design/methodology/approach – This correlational research study examined 193 international
school leaders, who participated in a survey that included the Cultural Intelligence Scale and the
Multifactor Leadership Questionnaire 5X. A standard multiple regression analysis was used to
determine if the factors of cultural intelligence predict transformational leadership. The individual
contribution of each factor to the model was examined.
Findings – The results indicate that there is a significant positive relationship between cultural
intelligence and transformational leadership in international school leaders. Leaders who have
a higher level of cultural intelligence exhibit a higher level of transformational leadership style,
which suggests that individuals with high-cultural intelligence are able to lead and to manage more
effectively in multicultural environments. Behavioral cultural intelligence and cognitive cultural
intelligence were found to be the best predictors of transformational leadership.
Practical implication – The results provide insight into the selection, training, and professional
development of international school leaders. Practical implications are provided for integrating
cultural intelligence into higher education curriculum.
Originality/value – This paper makes a unique contribution to the nomological network of cultural
intelligence by identifying which factors of cultural intelligence best predict transformational leadership
in international school leaders, a population to which this model had not been previously applied.

Keywords Transformational leadership, Cultural intelligence, International schools,
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Globalization is a reality facing educational institutions, businesses, and multinational
organizations (Moon, 2010b; Ruby, 2005; van Woerkom and de Reuver, 2009). This
phenomenon manifests itself as an increasing interconnectedness and interdependence
of people, organizations, and countries across national borders (Meyer, 2007). The US
educational school system will see minorities increase to the extent that minority and
majority children will be equal by 2023 (United States Census Bureau, 2008). Singapore
has intentionally arranged its educational system to ensure that Chinese, Eurasian,
Indian, and Malayan students are all able to succeed educationally (Walker and
Dimmock, 2005). Intercultural schools are a microcosm of the globalization occurring
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throughout the world. Due to their recent exponential growth, one configuration of
intercultural schools that is of particular interest is international schools (Bunnell,
2008; Pearce, 2011; Walker et al., 2007). According to ISC Research (2012) there are
6,286 international schools operating in 236 countries.

Previous research has demonstrated that transformational leadership is related to
increased teacher commitment, student learning, and engagement (Leithwood and
Jantzi, 2005; Silins and Mulford, 2002). Transformational leadership has also been
consistently related to organizational and leadership effectiveness (Bass and Riggio,
2006; Wang et al., 2011). A large number of studies have examined the effects and
nature of transformational leadership within US schools; however, a search of the
literature revealed that research on the effectiveness of transformational leadership in
the international school setting is limited (Mancuso et al., 2010). A better
understanding of the nature of transformational leadership in the international
school setting is important given the trend toward increasing globalization.

Culture is also a factor that needs to be considered when studying the effectiveness of
international school leaders and their highly diverse multicultural contexts. Cultural
intelligence is based on a multidimensional framework of intelligence. It is defined as
“an individual’s capability to function and manage effectively in culturally diverse
settings [y] a multidimensional construct targeted at situations involving cross-cultural
interactions arising from differences in race, ethnicity, and nationality” (Ang et al., 2007,
p. 336; see also Earley and Ang, 2003). As cultural intelligence has emerged in the
business literature as an important factor underlying effective performance and
leadership in multicultural settings (Alon and Higgins, 2005; Ang and Inkpen, 2008; Deng
and Gibson, 2009), the present study examines the relationship between international
school leaders’ cultural intelligence and transformational leadership. The results provide
insight into the selection, training, and professional development of international school
leaders, and into the integration of cultural intelligence into higher education curriculum.

Leadership
Leadership has been conceptualized in various ways. In the past 70 years, over 65
different approaches to effective leadership have been developed (Fleishman et al., 1991).
Instructional leadership and transformational leadership are the two most influential
models applied to educational leadership (Hallinger, 2003; Robinson et al., 2008). Recent
work by Robinson et al. (2008) has shown that instructional leadership has three to four
times the impact on student outcomes compared to transformational leadership as
transformational leadership centers around the relationship between leaders and
followers as opposed to focussing on specific pedagogical work. Although instructional
leadership has been shown to influence student achievement, transformational leadership
is the most commonly used definition of effective leadership in recent empirical literature
and has been shown to be the most effective form of leadership when studying overall
organizational and leader effectiveness (Bass and Riggio, 2006; Northouse, 2010).
Transformational leadership has been the focus of research that has been conducted on
every continent and in almost every industrialized nation in the world (Bass and Riggio,
2006). The conceptualization of effective leadership as transformational leadership is
deemed appropriate for studying international leaders in a variety of settings (Bass and
Riggio, 2006; Mancuso et al., 2010).

The transformational approach provides a broad set of personal attributes
and practices that are typical of transformational leaders ( Judge and Bono, 2000).
Bass’ (1985) transformational leadership model suggests that transformational leaders
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exhibit five factors: idealized influence (attributed), idealized influence (behavior),
inspirational motivation, intellectual stimulation, and individualized consideration (Bass
and Bass, 2008; Bass and Riggio, 2006). This research suggests that transformational
leadership is an effective leadership approach above and beyond transactional leadership
(Bass and Riggio, 2006).

Idealized influence (attributed) reflects the degree to which followers view the leader as
confident, powerful, and focussed on higher-order ideals and ethics (Antonakis et al.,
2003). Idealized influence (behavior) refers to the “charismatic actions of the leader that
are centered on values, beliefs, and a sense of mission” (Antonakis et al., 2003, p. 264).
Inspirational motivation is the ways leaders inspire followers by envisioning an optimistic
future, setting ambitious goals, and offering encouragement that the vision is achievable
(Bass and Riggio, 2006). The ways that leaders challenge followers to think creatively,
reframe difficult problems to find solutions, and encourage innovation is known as
intellectual stimulation (Bass and Riggio, 2006). Individualized consideration is the ways
in which leaders advise, support, and focus on the individual needs of followers to
encourage their growth and development (Antonakis et al., 2003).

Transformational leadership in the school setting
Transformational leadership has been linked to a number of individual and organizational
outcomes within the public and private school settings in Australia, Hong Kong, UK, and
the USA (Leithwood and Jantzi, 2005). At the individual level, transformational leadership
is positively related to teacher commitment and job satisfaction (Bogler, 2001; Ross
and Gray, 2006; Silins and Mulford, 2002). At the organizational level, transformational
leadership is linked to school culture, organizational planning and learning, and strategies
for change (Barnett and McCormick, 2004; Leithwood et al., 2004; Silins et al., 2002).
Both individual-level variables such as teacher commitment and job satisfaction
and organizational-level variables such as school culture, organizational planning and
learning, and strategies for change have been shown to make a significant contribution to
student learning (Leithwood and Jantzi, 2005). Transformational leadership has been
shown to be positively related to the student outcome of school engagement (Leithwood
et al., 2003; Silins and Mulford, 2002).

There is a plethora of literature on effective educational leadership both within national
systems and across several different countries (Day and Leithwood, 2007; Leithwood and
Jantzi, 2005; Leithwood et al., 1996; Moos and Johansson, 2009; Walker and Cheng, 2009).
Research on international school leadership, however, is limited (Collard, 2007; Lee et al.,
2012; Walker and Cheng, 2009). In the international school setting, transformational style
of leadership is linked to increased teacher retention (Mancuso et al., 2010). The reduction
of teacher turnover can improve both continuity and student learning (Odland and
Ruzicka, 2009). Studies on transformational leadership in an international school setting
are limited as evidenced by a review of the EBSCO database. Using the key words
transformational leadership and international schools, only one result was rendered. Thus,
the nature and cause of transformational leadership of international school leaders have
not been studied and are not clearly understood (Leithwood and Jantzi, 2005). Further
empirical support is needed in order to clarify not only the consequences, but the nature
and causes of transformational school leadership in international schools.

International schools
It is important to clarify international schools as defined in this study as international
schools have been defined in numerous ways and differ in phase, size, gender,
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curriculum, etc. (Blandford and Shaw, 2001; Bunnell, 2006; Hayden and Thompson,
2011). International schools generally exist to meet the educational needs of
culturally diverse and globally mobile student bodies (Hayden and Thompson, 2011;
Macdonald, 2009). Students come from a variety of contexts, such as foreign embassies,
multinational companies, military settlements, missionary/religious groups, and non-
governmental organizations (Cambridge and Thompson, 2004; Murakami-Ramalho,
2008). In addition to expatriate families, students from wealthy local families are
choosing to attend international schools (Brummitt, 2007; Brown and Lauder, 2009;
Walker and Cheng, 2009).

International schools can be characterized by a number of the following traits. The
student bodies and staff are culturally diverse (Hayden and Thompson, 2011; Walker
and Cheng, 2009). There is a highly transient environment created by high student and
staff turnover as compared to national school systems (Hayden and Thompson,
2011; Murakami-Ramalho and Benham, 2010). Multiple constituents are involved in
the educational endeavor including parents, teachers, support staff, administration,
board members, passport country educational departments, host country educational
departments, and sponsoring organizations (multinational organizations, missionary/
religious groups) (Caffyn, 2010; Murakami-Ramalho and Benham, 2010). International
schools are set in a local host culture which creates a cultural distance (Murakami-
Ramalho and Benham, 2010; Walker and Chen, 2007). Another characteristic of an
international school is multiple curricula being implemented at the same time. Schools
may have two different streams: one following the national curriculum guidelines
and another following the International Baccalaureate (IB)/Primary Years Program
curriculum (Walker and Cheng, 2009). There are also a variety of accrediting bodies
and organizations.

The focus in this study was International Schools Services (ISS) and American-
sponsored overseas schools. ISS schools are designated as such by: being governed
and managed by ISS, having a recruiting relationship with ISS, or being listed in the
ISS directory (International Schools Services, 2011b). ISS schools endeavor to promote
quality international education programs (International Schools Services, 2011a).
American-sponsored overseas schools are not owned or operated by the US
government. Schools that receive assistance and support via the Office of Overseas
Schools, United States Department of State are denoted as “American-sponsored”
overseas schools. These schools promote an American-style program (United States
Department of State, 2011). These school affiliations were chosen for this study
because they have the following characteristics: cultural diversity in the student body
and staff (Roberts, 2010; Walker and Cheng, 2009), cultural distance between the
international school and local host culture, multiple constituents involved in the
educational endeavor (Caffyn, 2010), and a high student and staff turnover leading to a
highly transient environment (Murakami-Ramalho and Benham, 2010).

International school leadership
Leadership in international schools is not limited to a single position or a single person
(Walker and Riordan, 2010). International school leaders are defined as principals, vice
principals, heads of departments, level coordinators, or similar positions that are
formally designated by the school (Walker and Cheng, 2009). Much of the research in
the area of international schools is qualitative and theoretical in nature. A common
theme among this limited literature is the importance of utilizing appropriate skills and
knowledge to lead diverse children and adults.
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Walker and Cheng (2009) examined the reflective journals of ten primary school
leaders in Hong Kong. Two major themes regarding leading international schools
emerged. The first theme focussed on leading for student learning, and the second
theme was leading international and intercultural teams (Walker and Cheng, 2009).
Similarly, a case study explored how leaders can facilitate dynamic learning
experiences in international schools (Murakami-Ramalho and Benham, 2010). The
context for the study was an American international school. This school had
demonstrated stability in the administrative team and the governing board and shown
success in student achievement. Multiple layers of complexity emerged from the
culturally diverse setting of the international school which revealed the necessity of
leadership working together with all constituents to create an effective teaching and
learning environment (Murakami-Ramalho and Benham, 2010). Walker and Riordan
(2010) discussed how leaders can build collective capacity in intercultural schools.
The importance of understanding culture for both leaders and staff was highlighted.
Another conceptual paper on international school leadership posited that culturally
diverse schools require leaders that are authentic and value ongoing leadership
learning. The importance of cultural understanding as part of the leadership’s ongoing
learning was proposed (Walker and Chen, 2007). Research suggests that intercultural
competency may underlie effective leadership in an international school setting
(Hayden and Thompson, 2011; Walker and Chen, 2007, 2009).

Cultural intelligence
Cultural intelligence is based on a multidimensional framework of intelligence. It is
defined as “an individual’s capability to function and manage effectively in culturally
diverse settings” (Ang et al., 2007, p. 336). Cultural intelligence is conceptualized as four
different intelligences residing within a person: metacognitive, cognitive, motivational,
and behavioral (Earley and Ang, 2003; Sternberg and Detterman, 1986). Metacognitive
cultural intelligence is the process that an individual uses to attain and to understand
cultural knowledge. Cognitive cultural intelligence refers to an individual’s knowledge
about cultures and how they are similar and different (Ang et al., 2006). Motivational
cultural intelligence is “magnitude and direction of energy applied towards learning about
and functioning in cross-cultural situations” (Ang et al., 2006, p. 101). Behavioral cultural
intelligence is the capability to enact appropriate verbal and non-verbal actions in
a multicultural context (Ang et al., 2006).

Outcomes of cultural intelligence
Cultural intelligence is a nascent construct with research primarily focussed on
conceptual theorizing (Ang et al., 2007; Sternberg and Grigorenko, 2006). Empirical
research on this relatively new construct has been steadily growing. Research has
identified a number of individual and interpersonal outcomes linked with cultural
intelligence that are particularly germane to individuals who are functioning in situations
characterized by cultural diversity. These outcomes include task performance, cultural
judgment and decision making, multicultural team effectiveness, intercultural
negotiation, organizational innovation, and cross-cultural adjustment (Ang et al.,
2007; Elenkov and Manev, 2009; Imai and Gelfand, 2010; Rockstuhl and Ng, 2008;
Templer et al., 2006). Because cultural intelligence enables individuals to understand
diversity and interact in a culturally sensitive manner and cultural intelligence has
been identified as a factor contributing to effective leadership in multicultural business
contexts (Alon and Higgins, 2005; Ang and Inkpen, 2008), we hypothesize that all
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four factors of cultural intelligence will contribute to effective leadership in the
international school setting.

The aim of this study is to examine if cultural intelligence is a predictor of
transformational leadership in international school leaders. Consequently, the research
questions for the present study are:

. Is there is a relationship between cultural intelligence and transformational
leadership in international school leaders?

. If so, what factor(s) of cultural intelligence best predicts transformational
leadership in international school leaders?

Method
Participants and setting
The participants in this study were a volunteer sample of 193 international school
leaders. International school leaders in this study were defined as individuals who are
in leadership positions such as director, principal, vice principal, head of department,
level coordinator, or similar position that is formally designated by the school (Walker
and Cheng, 2009). A list of potential participants was created from the web sites of ISS
and American-sponsored overseas schools.

An initial e-mail was sent to the director of each school on the list requesting their
voluntary participation in the study. A total of 567 leaders were invited to participate in
the study. A total of 233 leaders responded; the volunteer response rate was 41.1
percent. After duplicate responses and incomplete surveys were removed, 193
participants’ data were used for analysis.

The international school leaders who completed the survey were based in 90
different countries. In total, 150 (77.7 percent) of the participants were male, and 40
(20.7 percent) were female. In all, 180 (93.3 percent) of the participants were Caucasian,
2 (1 percent) were Asian, 2 (1 percent) were Hispanic, and 1 (0.5 percent) was African-
American. Eight (4.1 percent) participants chose “other” or did not respond. The
majority of participants reported their nationality as American (n¼ 112; 58 percent).
In all, 28 (14.5 percent) participants reported British, 21 (10.9 percent) reported
Canadian, and 11 (5.7 percent) reported Australian. In all, 21 (10.8 percent) participants
reported “other” or did not respond to the nationality question. The demographics
of this study are consistent with the demographics of previous research on the
international school leader population (Thearle, 1999; Hawley, 1995). For example,
Thearle’s (1999) research demonstrated that the majority (80 percent) of the school
leadership population was male, and Hawley’s (1995) investigation into the longevity of
international school heads demonstrated a similar makeup in terms of nationality.

Instrumentation
The variable of transformational leadership was measured using the Multifactor
Leadership Questionnaire (MLQ) 5X (Bass and Riggio, 2006), and the variable of cultural
intelligence was measured using the Cultural Intelligence Scale (CQS; Ang et al., 2007).
The MLQ 5X is the most widely accepted instrument used to assess transformational
leadership (Bass and Riggio, 2006). In addition to transformational leadership, the MLQ
5X also measures transactional and laissez-faire leadership or the full range of leadership
model. The focus of this study was transformational leadership. The MLQ 5X measures
the five factors of transformational leadership. Each statement describes a behavior
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associated with a leadership style and asks the individual to assess the frequency of their
use of that behavior. A five-point Likert scale is used in which 0 denotes “not at all” and a
response of four means “frequently, if not always.” The higher the score on the statement,
the higher the level of transformational leadership. The minimum transformational
leadership score is 0, and the maximum score is 20.

Reliabilities for the MLQ 5X range from 0.74 to 0.94 (Bass and Avolio, 2004). The
Cronbach a coefficient for the present data set was 0.76, which indicated that the scale
was internally reliable in the present study.

The CQS was developed by Ang et al. (2007) to measure cultural intelligence. It
consists of 20 items to measure a four-factor model. The scale “includes four items for
metacognitive cultural intelligence (a¼ 0.76), six for cognitive cultural intelligence
(a¼ 0.84), five for motivational cultural intelligence (a¼ 0.76), and five for behavioral
cultural intelligence (a¼ 0.83)” (Ang et al., 2006, p. 110). Initial factor structure validity
yielded a goodness-of-fit of 0.92. The CQS has also been cross validated across various
samples, across time, and across countries (Ang et al., 2007; Moon, 2010a; Ward et al.,
2009). The Cronbach a coefficient for the present data set for the entire scale was 0.93. The
Cronbach a coefficients for metacognitive cultural intelligence (a¼ 0.89), cognitive
cultural intelligence (a¼ 0.89), motivational cultural intelligence (a¼ 0.91), and behavioral
cultural intelligence (a¼ 0.91) were all high for the data, indicating good reliability.

Each item on the instrument describes an individual’s capability to be culturally
intelligent in one of the four factors (metacognitive, cognitive, motivational, and
behavioral cultural intelligence). Sample items include “I am conscious of the cultural
knowledge I apply to cross cultural interactions” for metacognitive cultural intelligence,
“I know the rules for expressing nonverbal behaviors in other cultures” for cognitive
cultural intelligence, “I enjoy interacting with people from different cultures” for
motivational cultural intelligence, and “I change my verbal behavior (e.g. accent, tone)
when a cross cultural interaction requires it” for behavioral cultural intelligence (Ang
et al., 2007, p. 366). Individuals were asked to respond to each statement using a
seven-point Likert scale, in which a response of one meant “strongly disagree” and seven
meant “strongly agree.” A higher score on the item indicated a higher level of cultural
intelligence. A separate score is derived for each factor of cultural intelligence by
summing the item scores and dividing by the number of items in the respective section.
The minimum score for each factor is 1, and the maximum score is 7.

Procedures
The e-mail sent to identified participants requested that they complete an online
survey. The online survey included an informed consent, questions regarding
demographics, the MLQ 5X, and the CQS. The survey was made available to
participants from the end of May 2011 to the middle of June 2011. Two further
reminder e-mails were sent to schools that did not respond. This process was adapted
from the process suggested by Dillman (2007).

Research design and analysis
This study used a multivariate correlational research design to examine the
relationship between cultural intelligence and transformational leadership. This
design was chosen because it is appropriate for non-experimental research in which
variables such as cultural intelligence and transformational leadership exist naturally
and are not deliberately controlled or manipulated (Tabachnick and Fidell, 2007).
A standard multiple regression was used for data analysis. As we sought to
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understand the relationship between sets of multiple predictor variables, the four
factors of cultural intelligence, and the criterion variable, a multiple regression had
several advantages, particularly limiting the probability of committing Type I errors
(Hotelling, 1935; Levine, 1977). A standard regression was chosen as the construct of
cultural intelligence is still forming, and the choice of stepwise or hierarchical multiple
regression requires a strong theoretical foundation (Tabachnick and Fidell, 2007). An a
of 0.05 was used to determine significance which is commonly used in educational
research to determine whether or not to reject the null hypothesis. Both assumption
testing and results of the analysis are reported in the results section.

Results
Descriptive statistics
The mean and standard deviation for transformational leadership are M¼ 16.23,
SD¼ 1.77. Overall, the international school leaders had a high level of transformational
leadership. Table I displays the descriptive statistics for the cultural intelligence
factors under study. Examination of the means indicates that the participants
overall had a high level of metacognitive and motivational cultural intelligence.
The participants had moderately high cognitive and behavioral cultural intelligence.

Table II displays the correlations among the predictor variables (metacognitive
cultural intelligence, cognitive cultural intelligence, motivational cultural intelligence,
and behavioral cultural intelligence) and the criterion variable (transformational
leadership). Significant, low to moderate correlations were found among all the variables.

Variables M SD

Metacognitive cultural intelligence 6.03 0.88
Cognitive cultural intelligence 5.00 1.10
Motivational cultural intelligence 6.25 0.88
Behavioral cultural intelligence 5.75 0.95

Table I.
Summary of means and

standard deviations
of variables

Variables
Transformational

leadership

Metacognitive
cultural

intelligence

Cognitive
cultural

intelligence

Motivational
cultural

intelligence

Behavioral
cultural

intelligence

Transformational
leadership –
Metacognitive
cultural
intelligence 0.37** –
Cognitive cultural
intelligence 0.35** 0.55** –
Motivational
cultural
intelligence 0.25** 0.62** 0.41** –
Behavioral
cultural
intelligence 0.38** 0.62** 0.47** 0.61** –

Notes: *po0.05; **po0.01

Table II.
Intercorrelations among

variables
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Preliminary assumption testing was conducted to examine extreme outliers, the
normality, linearity, and homoscedasticity of the residuals and results were found
satisfactory. Results of the standard multiple regression analysis indicated that the
linear combination of metacognitive cultural intelligence, cognitive cultural
intelligence, motivational cultural intelligence, and behavioral cultural intelligence
significantly predicted transformational leadership style, R2¼ 0.20, Adjusted
R2¼ 0.18, F(4, 192)¼ 11.58, po0.01. The multiple correlation coefficient of 0.45
explained that approximately 20 percent of the variance in transformational leadership
can be accounted for by the linear combination of the four factors of cultural
intelligence. R2 is a measure of effect size and identifies how much variance in the
criterion is explained by the predictor variable (Tabachnick and Fidell, 2007). While R2

is statistically significant, its low value indicates a low practical significance.
Each predictor variable (metacognitive cultural intelligence, cognitive cultural

intelligence, motivational cultural intelligence, behavioral cultural intelligence) was
individually examined to determine how much it contributed to the prediction of the
criterion variable. According to the results shown in Table III, behavioral cultural
intelligence and cognitive cultural intelligence had a levels o0.05. This indicates
that there was a significant positive relationship between both behavioral cultural
intelligence and cognitive cultural intelligence and transformational leadership and these
variables most significantly contributed to the prediction of the criterion variable. The
regression coefficients of metacognitive cultural intelligence and motivational cultural
intelligence were not significant, p¼ 0.07 and p¼ 0.37, respectively. This suggests that
they were not significant in predicting transformational leadership. Analyzing the b
values that represent the unique contribution of each variable, behavioral cultural
intelligence and cognitive cultural intelligence contributed 3 and 2 percent in shared
variability with the criterion variable, respectively.

Discussion
The results of the study demonstrate that there is a significant positive relationship
between cultural intelligence and transformational leadership in international school
leaders. Leaders who have a higher level of cultural intelligence exhibit a higher level of
transformational leadership style, which suggests high-cultural intelligence is related
to the ability to lead and to manage more effectively in multicultural environments.
These findings are consistent with Ang and Inkpen (2008), who ascertained that
cultural intelligence is important to effective leadership in multicultural environments.
Deng and Gibson (2009) also corroborated this conclusion in their qualitative study of
32 western expatriate managers and 19 local managers in China. Evidence was found
that cultural intelligence is a key cross-cultural leadership competency for effective
leaders (Deng and Gibson, 2009).

Variables Zero-order r Partial r b SE B B t p

Metacognitive cultural intelligence 0.37** 0.13 0.18 0.19 0.35 1.84 0.07
Cognitive cultural intelligence 0.35** 0.16* 0.17* 0.13 0.28 2.18 0.03*
Motivational cultural intelligence 0.25** �0.07 �0.08 0.18 �0.16 �0.90 0.37
Behavioral cultural intelligence 0.38** 0.19** 0.24** 0.17 0.45 2.64 0.01*

Notes: n¼ 193. *po0.05; **po0.01

Table III.
Contributions of
predictor variables
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When cultural intelligence factors were individually examined, behavioral cultural
intelligence and cognitive cultural intelligence were found to be the best predictors of
transformational leadership in international school leaders. Previous research
suggests a number of reasons why behavioral cultural intelligence and cognitive
cultural intelligence were the strongest predictors of transformational leadership.
Dagher (2010) established that the factors of behavioral and cognitive cultural
intelligence have a positive relationship with more effective cultural adaptation.
Leaders who have adapted to their multicultural environments may be able to lead in a
more transformational style whereas an individual who is struggling to adapt may
have to devote more cognitive resources to adaptation and fewer resources to
transformational leadership.

In addition, behavioral and cognitive cultural intelligence are also positively related to
increased innovation and multicultural team effectiveness (Elenkov and Manev, 2009;
Gregory et al., 2009). Behavioral cultural intelligence has been linked to increased
intercultural negotiation effectiveness and task performance (Ang et al., 2007; Imai and
Gelfand, 2010). Cognitive cultural intelligence has a positive relationship with cultural
judgment and decision making (Ang et al., 2007). These cultural intelligence outcomes
are also reflected in the five factors of transformational leadership, suggesting that
leaders who encourage innovation and creativity and who are more effective in
multicultural teams and intercultural negotiation, task performance, cultural judgment,
and decision making would also exhibit more transformational leadership behaviors.

Theoretical implications
The nomological network of cultural intelligence can be described by four major
relationships: distal factors, intermediate or intervening variables, other correlates, and
situational factors (Ang and Van Dyne, 2008). As a relatively “young” construct in the
field of cultural competence, empirical evidence and the subsequent expansion of the
nomological network is particularly valuable (Gelfand et al., 2008). The findings
contribute to the nomological network of cultural intelligence by identifying which
factors of cultural intelligence best predict transformational leadership.

This study also answers the challenge to view cultural intelligence as a
multidimensional construct and to investigate what specific dimensions of cultural
intelligence have relevance to different outcomes (Ang et al., 2007). The majority of
research on the construct of cultural intelligence has been in the area of conceptual
theorizing. Empirical evidence is needed to support these papers (Ang et al., 2007).
The study also establishes the importance of cultural intelligence in international
school leaders by linking the relatively new construct of cultural intelligence with the
“classical” construct of transformational leadership. The literature base for
transformational leadership is robust (Gardner et al., 2010; Wang et al., 2011);
however, this study adds to the nomological network of transformational leadership by
identifying behavioral and cognitive cultural intelligence as specific factors in
predicting transformational leadership in international school leaders.

Practical implications
As cultural intelligence has been positively related to transformational leadership, it
follows that cultural intelligence should be an important consideration in selecting
international school leaders and in the training and professional development of
international school leaders. Additionally, consideration should be given to integrating
cultural intelligence into higher education curriculum. This study provides evidence
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that interpersonal skills such as cultural intelligence should also be considered as
important criteria in the selection of international school leaders (Templer et al., 2006; van
Woerkom and de Reuver, 2009). The inclusion of an assessment of cultural intelligence
should be part of the application process in the hiring of school personnel. Ideally, selection
of leaders would take into consideration technical competence, job knowledge, and
interpersonal skills. However, if there is an absence of the interpersonal competence
necessary for a cross-cultural assignment, leaders and those selecting leaders should be
encouraged to know that the cultural intelligence component is trainable.

Cultural intelligence is based on state-like individual capabilities as opposed to trait-
like individual differences like personality characteristics (Ang et al., 2006). As a
multidimensional construct, these four factors are malleable and able to be
strengthened through a variety of training methods (Ang et al., 2007; Earley and
Peterson, 2004; Ng et al., 2009; Rockstuhl et al., 2010). To date, the primary focus of
intercultural competence training has been in the area of cultural knowledge (Earley
and Peterson, 2004). The emphasis on knowing different cultural systems, norms, and
values corresponds to the cognitive factor of cultural intelligence. While valuable, this
approach fails to recognize the importance of the other three factors of metacognitive,
motivational, and behavioral cultural intelligence. Cultural intelligence emphasizes
developing a broad framework of understanding, skills, and behaviors needed to
engage a culturally diverse world rather than focussing on specific knowledge or
behaviors for a particular country or culture (Earley and Ang, 2003; Livermore, 2010).
Thus, findings of this study support the expansion of current training to focus on all
four factors of cultural intelligence.

Metacognitive cultural intelligence can be increased by cognitive structure analysis
that systematically examines tacit assumptions and beliefs about self, others, and the
world (Tan and Chua, 2003). The use of reflective journaling to document cross-cultural
experiences is helpful for enhancing awareness and reflection. Metacognitive cultural
intelligence can also be developed by engaging in active planning before a cross-
cultural encounter (Livermore, 2010).

Cognitive cultural intelligence can be addressed through the use of interventions
that focus on the learning of culture-specific knowledge. The culture-specific
assimilator model is one training intervention that can increase cognitive cultural
intelligence (Earley and Peterson, 2004).

Motivational cultural intelligence can be enhanced through the development of self-
efficacy. One method of building confidence is through initial mastery experiences.
Individuals are encouraged to focus on several simple cultural experiences that are
especially salient to them. For example, how to get on or off public transportation,
purchase a cup of coffee, or buy a newspaper. Once these rituals are established, self-
efficacy can provide the necessary motivation to accomplish even greater cultural
challenges (Earley and Peterson, 2004). Another intervention for encouraging
motivational cultural intelligence is calculating the personal and organizational cost
of not being culturally intelligent (Livermore, 2010; Roberts, 2010).

The use of role play and simulations in dramaturgical exercises can be used to
develop behavioral cultural intelligence (Griffer and Perlis, 2007; Tan and Chua, 2003).
Individuals are encouraged to have a holistic focus toward learning the nuances
of behavior and actions and utilizing cognitive, sensory, emotional, and physical
processes (Earley and Peterson, 2004; Hill, 2006). Behavior modification that rewards
target culture behaviors and sanctions culturally inappropriate behaviors can be used
to increase behavioral cultural intelligence (Tan and Chua, 2003).
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As society becomes more globally focussed, it is equally beneficial to integrate
cultural intelligence training into higher education, specifically educational leadership
curriculum. Cultural intelligence training is being applied in the domain of
management education with Master of Business Administration students (Smith
et al., 2010). Cultural intelligence is also being integrated into the curriculum for
education pre-service speech-language pathologists and educators (Griffer and Perlis,
2007; Westby, 2007). The findings of this present study that cultural intelligence is
positively related to transformational leadership for international school leaders
suggest the value of integrating cultural intelligence into higher education curriculum
for educational leaders.

Limitations
A number of limitations were present in the study; however, measures to decrease the
threats to validity were taken. In this study, data using these two instruments were
collected using two online survey forms. Thus, the testing effect was a concern. Two
versions of the survey were administered in order to assist with minimizing this
limitation. The first version of the survey presented the CQS first, followed by the MLQ
5X. In the second version of the survey, the MLQ 5X was presented first, followed by
the CQS. The first version was administered to half of the participants while the second
version was administered to the other half of the participants.

Non-ignorable non-response is a concern with any survey research; therefore a
number of measures were taken to increase the response rate. A maximum of three
e-mails was sent to each school leader. These included an initial e-mail introducing
the survey and two further reminder e-mails to schools that did not respond. E-mails
were personalized with the respective institutions in the subject line and personally
addressed to the director to show positive regard to respondents (Dillman, 2007).
E-mails were further personalized by the use of a postscript commenting on either an
event at the school, the mission or vision of the school, or the Director’s Welcome or
biographical information as appropriate. If a generic “info @ school address”
was listed, further research of the school web site or a general internet search was
undertaken to locate the personal e-mail address of the school director. The time zone
for each school was noted in order to have the first and second e-mails arrive on
a Thursday afternoon. The final e-mail was timed to arrive on a Saturday morning to
vary the days for the recipients (Dillman, 2007).

The use of self-report assessments to measure the constructs of cultural intelligence
and transformational leadership is another limitation. The use of a web-based survey
may lead participants to be more candid in their self-disclosure of intercultural
capabilities and leadership behaviors (Granello and Wheaton, 2004; Van Selm and
Jankowski, 2006). However, there is still the limitation of using self-report scales as
they rely on the fidelity of the participants. The online survey was administered during
the last two weeks in May and the first week in June, which could also be viewed as a
limitation. The majority of international schools were concluding the school year or
were finished by the last e-mail invitation. While a number of the participants
commented that the timing of the survey was not ideal, the response rate of over
40 percent is almost double the expected response rate for a survey of this nature
(Shih and Fan, 2008). This study used surveys to gather data from participants, and
participants who did not respond to the survey were not accounted for. Therefore, the
limitation of non-ignorable non-response, specifically unit non-response, should be
considered when making inferences from the results of this study (King et al., 1998).
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The thorough description of the sample and context of the study endeavored to
address the external validity of the results. However, one final limitation is that the
generalizability of the results is limited to international school leaders from ISS schools
and American-sponsored overseas schools. The limitations denoted above suggest
needed areas of research.

Directions for future research
Further research studies of both quantitative and qualitative paradigms on the
constructs of cultural intelligence and transformational leadership in international
school leaders would be helpful in broadening the research base and triangulating the
data (Tabachnick and Fidell, 2007). This study could be replicated with different
sample populations such as domestic school leaders in settings that are characterized
by cultural diversity or other international school organizations such as Council of
International Schools, European Council of International Schools, or IB schools to
enhance the generalizability of the results. Research has indicated that factors such as
employment and education abroad influence cultural intelligence (Crowne, 2008).
It would be beneficial to investigate other factors that may impact cultural intelligence
such as years of experience, gender, nationality, or leaders’ classification as a
Third Culture Kid (Pollock and Van Reken, 2001; Useem and Downie, 1976). Adding
demographics into the regression model is highly recommended for future research
with more heterogeneous groups.

Further, considering the recent development in the literature on instructional
leadership (Robinson et al., 2008), instructional leadership within the context of
international school leadership needs to be investigated. The examination of the
relationship between instructional leadership and cultural intelligence and the impact
of this relationship on school goals is recommended to further understand both the
nature and influence of instructional leadership in the international school setting.
The limitation of the use of self-report assessments can be addressed through 360
reviews of international school leaders with objective feedback from multiple sources,
including superiors, followers, parents, boards of directors, community members, etc.
In addition to the use of the CQS and MLQ, interviews, observational methods, and
artifact analysis could be used in gaining a deeper understanding of cultural
intelligence and transformational leadership in international school leaders (Bass
and Riggio, 2006). The additional use of an external measurement of success and
effectiveness such as academic achievement scores could also be used in determining
the effectiveness of school leaders.

Conclusion
This study examined if there is a relationship between cultural intelligence and
transformational leadership in international school leaders. The results of the study
demonstrated that a significant positive relationship exists between cultural
intelligence factors and transformational leadership in international school leaders.
Thus, cultural intelligence should be an important consideration in the selection,
training, and professional development of international school leaders and in
integrating cultural intelligence into higher education curriculum.

Historically, the field of educational leadership studies has suffered from a lack of
longevity of research foci (Leithwood and Jantzi, 2005). Against this backdrop, the
significant corpus of research in the domain of transformational school leadership that
has accumulated over the last 20 years is impressive. What is needed is further
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empirical support to clarify the nature, causes, and consequences of transformational
school leadership (Leithwood and Jantzi, 2005).

Transformational leadership represented a seminal shift in the domain of leadership
and transformed the field of leadership studies (Antonakis et al., 2003; Bass, 1993;
Hunt, 1999). The construct of cultural intelligence has the opportunity to transform the
field of intercultural competency in the same way that transformational leadership did
for leadership studies.

The domain of cultural competence suffers from jingle and jangle fallacy (Kelley,
1927) in which constructs are labeled similarly yet are different conceptually, and other
constructs share comparable meanings but are labeled differently (Gelfand et al., 2008).
While a relatively new construct, cultural intelligence offers parsimony, theoretical
synthesis and coherence, and theoretical precision; identifies missing cultural
competencies; and connects research across disciplinary borders (Ang et al., 2007;
Gelfand et al., 2008). Further empirical studies are needed in order to provide the
domain of cultural intelligence as broad a foundation of research as transformational
leadership now possesses. It is hoped that this research will encourage educational and
general managers, educational and public administrators, managers of educational
establishments, students, and academics researching in the field to consider the
construct of cultural intelligence.
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