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Replacement course

to
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Course Aims

Cultural intelligence, CQis the capability to function effectively in culturally diverse situations (Earley and Ang, 

2003).IQ and EQ are no longer enough, and CQ is becoming a critical predictor for success in today’s increasingly 

global and diverse business and social environments. The key CQ benefits for individuals, teams and 

organisations include increased   intercultural   adjustment,   improvement   cultural   judgment   and   decision-

making,   increased   work performance, and greater effectiveness in interculturalnegotiations, to name a few.  A 

malleable competence, CQ can be developed through training and coaching.  This course will provide you with a 

conceptual framework for CQ and  a  set  of  tools  to  further  your  intercultural  competence  so  that  you  can  

navigate and  explore  the  world effectively.



Course's Intended Learning Outcomes (ILOs)
Upon the successful completion of this course, you (student) would be able to:

ILO 1 explain how the similarities and differences in cultural values affect cross-cultural interactions. (CQ 

Cognition / CQ Knowledge).

ILO 2 reflect on your own CQ strengths and weaknesses to plan for engagement in cross-cultural 

interactions. (CQ Metacognition / CQ Strategy)

ILO 3 modify behaviours in response to various cross-cultural situations. (CQ Behaviour / CQ Action).

ILO 4 communicate and interact with people from different cultures confidently. (CQ Motivation / CQ 

Drive).


ILO 5 demonstrate proficiency in CQ when engaging in group creative thinking processes.


ILO 6 demonstrate culturally responsive behaviours when working in teams, both in physical and virtual 

settings.


Course Content

Week 1 - Primer Week 2 - Curiosity killed the cat Week 3 - Knowledge is powerTogether Everyone Achieves

More Week 4 - Group Experiential Learning (GEL1) Week 5 - Mind-wise 1 Week 6 - Mind-wise 2,Rubber meets

the road 1 Week 7 - Rubber meets the road 2 Week 8 -Test 1,CQ & Conflict Management 1 Week 9 - CQ &

Conflict Management 2 Week 10 - CQ & Conflict Management 3,Team showcase preparation Week 11 -Team

Showcase Week 12 - Revision & Consultation Week 13 - Test 2,Bringing it All Together
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metacognition. Academy of Management Learning & Education, 12(3), 453-475. Sue, D. W., Alsaidi, S., Awad, M.
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R.A., Campion, E.D., Campion, M.A., and Zhang, H. National culture moderators of pay for individual performance

and the financial performance of multinational enterprises. Applied Psychology, 1-29. Intercultural Conflict
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Planned Schedule

Week

or

Session

Topics or Themes ILO Readings Delivery Mode Activities

1 Primer • CQ Intelligence –


Overview

2 Curiosity killed 

the cat

• CQ Motivation

3 Knowledge is 

power Together 

Everyone 

Achieves  More

• CQ Cognition

4 Group 

Experiential 

Learning  (GEL1)

5 Mind-wise 1 • CQ Metacognition

6 Mind-wise 2 

Rubber meets 

the road 1

• CQ Metacognition


• CQ Behaviour

7 Rubber meets 

the road 2

• CQ Behaviour

8 Test 1 CQ & 

Conflict 

Management 1

• CQ in context

9 CQ & Conflict 

Management 2

• CQ in context

10 CQ & Conflict 

Management 3 

Team Showcase 

preparation

• CQ in context

11 Team Showcase • CQ in context

12 Revision & 

Consultation

• CQ in context

13 Test 2 Bringing it 

All Together

• CQ in context



Learning and Teaching Approach

Approach How does this approach support you in achieving the learning outcomes?

Communit

y of 

Practice 

(Lave & 

Wenger, 

1991) Via 

TEAMS

Beyond learning in a classroom setting, learning takes place asynchronously though MS Teams where 

a community of practice (Lave & Wenger, 1991) is formed. Students and instructor are curators of 

knowledge with the intent of generating interest and contributing to the learning of self and others. 

Also, they respond to asynchronous aspect of online discussions by participating outside class time, 

read the posts by peers and develop their responses – cognitive and affective – what they think and 

feel about the issues raised by classmates based on own experiences or triggers from news or 

observations.


They thus develop a sense of learning community and steer the learning in the community.

Experienti

al 

Learning 

(Kolb, 

1984, 

2014) Via 

GEL

People do not necessarily learn from experience. So, a structure is created in this course to help 

students transform experience into learning. We use the Kolb’s (1984, 2014) cycle of experiential 

learning – concrete experience, reflective observation, abstract conceptualisation and active 

experimentation as core features of learning. Many course activities, such as teamwork and real-world 

cultural conflict analysis and resolution, are anchored on experiences which students need to reflect 

upon in-action, on-action and for- action (Schon, 1991). Students get to employ transversal skills to 

complex and real-world context.

Cooperati

ve 

Learning 

(Johnson 

& 

Johnson, 

1999) Via 

TEAMWO

RK

From individual contribution in communities of practice, students are placed in a cooperative learning 

environment where teams work together to maximize their own and each other’s learning (Johnson & 

Johnson, 1999). These take various forms such as the use of jigsaw method in which small groups of 

students work individually on components of a larger topic and then synthesize their collective 

knowledge.



Approach How does this approach support you in achieving the learning outcomes?

Feedback 

Literacy 

(Carless & 

Boud, 

2018; 

Hoo, 

Deneen & 

Boud, 

2021) Via 

Self- and 

Peer 

Assessme

nt & 

Feedback

Anchored in social constructivist learning theory (Vygotsky, 1978), feedback literacy is the 

‘understandings, capacities and dispositions’ to process and use feedback (Carless and Boud 2018, 

1315). Learners are now understood as active participants in the feedback process, rather than 

passive recipients of information (Molloy, Boud, & Henderson, 2020). This responsibility shift 

repositions the educator as designers of feedback environment.


Conscious design of feedback - In this course, there are 2 stages of feedback processes – front and 

back. On the front stage, learners actively engage with feedback from multiple sources to make sense 

of information about their performance (be it task or teamwork). Such engagement includes 

negotiating the similarities and differences from multiple-source feedback (self, peer and instructor), 

drawing learning takeaways from the feedback and then applying their understanding to develop 

goals for future tasks or behaviours. On the backstage, educators design learning spaces and 

orchestrate the learning processes that promote capacity-building experiences for learners. These 

experiences develop and enhance feedback capabilities to improve feedback quality and processes. 

With this repositioning, student feedback literacy can be enhanced (Hoo, Deneen & Boud, 2021).


Traceability with technology affordance - Feedback information takes the form of quantitative ratings 

and qualitative comments provided by instructor or students via an online centralized evaluation 

system, eUreka (new version GradeWay). This is a web-based assessment and feedback platform I 

initiated and designed with NTU CITS to provide online, paperless and timely criterion-referenced 

feedback to students. This technology affordance with the digitalization of feedback provides for 

traceability and accessibility and offers prospects for flexible assessment and feedback provision.

Reflectivit

y Practice 

(Schon, 

1991) Via 

Reflection 

Journal

Reflective learning is not just reporting what happens to one, it is what one does with what has 

happened.


Reflection is best understood as a process of metacognition that functions to improve the quality of 

thought and of action and the relationship between them (Ash & Clayton, 2009). Reflective journaling 

is a key feature of the course and a useful tool for surfacing process- based situated learning through 

experiential learning model (Kolb, 1984, 2014), for reflecting in action, on action and for action (Schön, 

1991). Students extract meaning from lived experiences through a mental re-visitation of the context 

(such as team experiences), distil insights gathered from reflection on experiences to plan and inform 

future actions.

Dialectical 

Thinking 

(Basseche

s, 1980) 

Via Class 

Discourse

Dialectical thinking comprises a family of world outlooks or views of the nature of existence and 

knowledge (Basseches, 1980). It is an ability to view issues from multiple perspectives and to derive at 

the reasonable reconciliation of seemingly contradictory information.


In this course, dialectical thinking is promoted through the creation of opposing points of view in 

discussing current affairs and the use of intercultural situational judgment videos to open up students’ 

thought processes to an increased awareness of a multi-faceted reality around them.


Real-world examples are used for students to share points and counterpoints in discussion forums, 

both in class and on MS Teams. The intention is to systematically grow skills in students in culturally 

intelligent conflict resolution strategies. Students learn to create and evaluate permutations and 

combinations of strategies to use to resolve the thorny intercultural conflicts through various points 

of views.



Assessment Structure
Assessment Components (includes both continuous and summative assessment)

No. Component ILO Related PLO or

Accreditation

Weightage Team/Individual Rubrics Level of

Understanding

1 Continuous Assessment

(CA): Project(Team

showcase)

1-6  Cultural Intelligence,

Teamwork &

Interpersonal skills,

Oral Communications

25 Team

2 Continuous Assessment

(CA): Report/Case

study(Case Analysis)

 1-6  Cultural Intelligence 10 Team

3 Continuous Assessment

(CA): Test/Quiz(Test)

1  Cultural Intelligence 30 Individual

4 Continuous Assessment

(CA):

Assignment(Reflective

Journal)

 1-6  Cultural Intelligence,

Motivation and

Development of Self

20 Individual

5 Continuous Assessment

(CA): Class

Participation(Class

Participation )

1,4,5  Learning 


Contributions 

(Oral &

Written)

15 Individual

Description of Assessment Components (if applicable)

Formative Feedback

SELF-AWARENESS EXERCISES:



A battery of psychological tests and exercises will be administered.  To foster students’ awareness of their 

personal values, attitudes, strengths and weaknesses, these tests and exercises will be timed throughout the 

seminar and you will receive personal reports and feedback.



 ASSIGNMENTS:



 Multimedia cultural case analyses: These are practices of cultural conflict cases that students diagnose and 

manage the conflict using a framework of cultural intelligence influence skills.  These practices provide scaffold 

for students to handle the Team Showcase assignment (a creation of cultural conflict situation and role-played 

resolution) as well as the final test (a composition of 2 case analyses on cultural conflict).



Reflective Journals:



The journal anchors on critical reflection for self-development based on feedback students from self and others.



Class Participation:





This takes the form of both synchronous and asynchronous modes –in class, and on MS Teams where students 

post how the learning of the day relate to their experiences or what they have read.

NTU Graduate Attributes/Competency Mapping
This course intends to develop the following graduate attributes and competencies (maximum 5 most relevant)

Attributes/Competency Level

Collaboration Advanced

Communication Advanced

Curiosity Advanced

Global Perspective Advanced

Self-Management Advanced



Course Policy

Policy (Academic Integrity)

Policy (General)

(1)LEARNING:Each seminar is 3-hour.  It will include a combination of synchronous and asynchronous learning, 

via 



•seminar materials, 



•readings, 



•one-on-one or multi-party collaborative exercises,



•self-and peer assessment,



•analyses of multimedia cases,



•role-plays,•presentations, 



•multimedia creation, and



•discussions in class and on MS Teams



intended  to  provide  experiential  and  somatic  learning;  and  contribute  to  the  development  of  social  and 

intellectual capital.

Policy (Absenteeism)

ATTENDANCE: Attendance is a requirement, not an option.



This course assumes a very interactive approach in its structure and requires engaged participation by ALL 

members of the class.  Absence from class without a valid reason will affect your overallcourse grade.  



Excused absences:



•Illness requiring you to go to the doctor, and hence a medical certificate is to be provided via email for record.



•Official competitions or interviews of which written documentation from university or employer is to be 

provided.



•Compassionate leave is to be substantiated with documentation.



Notify instructor via MS Teams or emailwithin 48 hours from absence.  



Punctuality Policy:



Punctuality is essential.

Policy (Others, if applicable)

(3)SELF-AWARENESS EXERCISES:A battery of psychological tests and exercises will be administered.  To foster 

students’ awareness of their personal values, attitudes, strengths and weaknesses, these tests and exercises will  

be  timed  throughout  the  seminar  and  you  will  receive  personal  reports  and  feedback.    Your  

timelycompletion is essential.
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