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Q1. What are the key indicators to monitor and evaluate CQ 
training transfer effectively?  

Evaluating Cultural Intelligence Training Transfer: A Qualitative PAR Study to Identify Key 
Indicators for Organizations 
GLORIA DORCHEUS, Ph.D.
Northcentral University School of Education

Given the increasing workforce diversity globally, individuals face 
constant challenges to perform effectively, driving organizations to 
develop employees’ understanding and awareness of different 
cultures. This study focused on cultural intelligence (CQ), an 
individuals’ ability to respond to multicultural situations 
adequately. The study’s purpose was to generate key indicators to 
monitor and evaluate CQ training effectively based on transfer 
outcomes to improve employees’ preparation to deal with 
multicultural settings. Cultural intelligence and social cognitive 
theories formed the theoretical framework. Three qualitative 
Participatory Action Research (PAR) sessions were designed to 
respond to the research question: What are the key indicators to 
monitor and evaluate CQ training transfer effectively? Data were 
collected using diverse sources from eight multidisciplinary 
participants (i.e., undergraduates and professionals with a 
bachelor’s degree) purposely selected by a Qualtrics XM 
questionnaire and analyzed using NVivo 12 Pro. The results 
revealed at least one key indicator per CQ training outcome. It can 
be concluded that key indicators aligned with CQ training 
outcomes are an effective alternative to evaluate CQ training 
transfer providing tangible results, offering flexibility, and fostering 
collaborative engagement. The study’s main contribution relies on 
being novel research in the field. The implications suggest a 
multidisciplinary group generating operational key indicators to 
deliver unbiased and accurate assessments favoring triangulation 
and providing robust data. Conversely, the practice 
recommendations included redesigning the performance 
outcomes linked with CQ based on organizations’ economic 
activity to define suitable key indicators. Further research could 
build on the study’s results by implementing the generated key 
indicators to determine validity and reliability and subsequently 
develop an instrument. Future research could also build upon the 
tool generated in the study, the technical fact sheet.

• Recruitment flyer.

• Description of the study.

• Informed consent form.

• Demographics questionnaire.

• Session agendas.

• PowerPoint presentations.

• Webinar.

• Portfolios.

• A guide to file-sharing.

The research has addressed a significant gap in the literature, 
providing a method to measure intercultural effectiveness based 
on CQ training outcomes and CQ training transfer by key indicators 
rather than evaluating individuals’ CQ dimensions levels. Based on 
the qualitative analysis of data provided by the participants, it can 
be concluded that key indicators aligned with CQ training 
outcomes are an effective alternative method to evaluate CQ 
training transfer effectiveness. CQ is assessed from the individuals’ 
performance perspective regarding results, processes, and soft 
skills describing the performance attributes and job requirements 
(i.e., expected results) operationally. As a result, CQ is feasible to 
measure objectively using the fact sheet. Moreover, the facts 
sheet is designed to help evaluators monitor the processes, the 
assessment, and data (i.e., actual results). The key indicators 
incorporate learning outcomes that can be used to monitor 
changes after individuals participated in a CQ training intervention 
(Esparza Masana & Fernández, 2019). Finally, findings challenge 
what is known about CQ measurement proposing a new method 
involving peers, subordinates, and supervisors instead of the 
traditional self-reported scales. 

1) NCU IRB approval.

2) Recruitment flyer posted on Facebook.

3) Emails to set time and dates for the three PAR sessions.

4) PAR sessions (Pain, Whitman, & Milledge, 2017)

STATEMENT OF THE PROBLEM

Fig. 2. Number of Key Indicators Generated per CQ Training Outcome

Even though significant CQ training is conducted, many 
organizations have failed to monitor individuals’ CQ progress to 
determine whether the lack of training transfer prevents 
employees from meeting the training outcomes causing several 
problems such as employees’ job burnout and low task 
performance (Doğru, 2019; Livermore & Van Dyne, 2015). 

RESEARCH QUESTION

METHODS

Overall 
performance 
and strategic 

leadership

• Designated facilitator (leader) motivates 
employees/team members across cultures.

Cultural 
judgment 

and 
decision-

making

• Number of orders taken/case closed.
• Percentage of the students that pass the exam and agree 

with teaching strategies.
• Number of successful and satisfactory customer sales.

Intercultural 
negotiation 

effectiveness

• Successful sale to the customer.
• The number of cross-border contracts close.
• Interaction with students from other countries.
• Getting perspectives from other parties involved.

Trust, idea-
sharing, and 

collaborative 
work

• Level of stress.

Intercultural 
adjustment

• Responses from people that the designated facilitator 
(leader) is serving.

Fig. 3. Fact sheet to evaluate CQ training transfer based on 
performance

Fig. 1. Key indicators resulted per CQ training outcome

Planning session
Goal of the session.
Cultural intelligence (CQ) and dimensions.
How to develop CQ?
CQ training outcomes.
Purpose of the study.
Participatory Action Research (PAR).
Development of portfolios.
Set the rules for the next sessions.
Reflection and partial evaluation.

Action session
Goal of the session.
What will the group be working on throughout the session?
Shared reflection.
Training Outcomes for CQ.
Example of a Key Indicator.
Group discussion.
Create portfolios.
Notes – Participants and facilitator.
Share documents.
Reflection and partial evaluation.

Reflection session
Goal of the session.
Report back to participants and member checking.
Delineate steps to implement and follow up on the generated 
key indicators.
Reflection and partial evaluation.
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