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11 Minoritized multiculturals and the
development of intercultural competence

Angela-MinhTu D. Nguyen, Kimberly Avila, Brittnie A.
Ferguson, and Veronica Benet-Martinez

Intercultural competence has garnered and continues to garner theoretical, research, and
applied interest across many disciplines. Its popularity is fully warranted given that it relates to
greater physical health, psychological well-being, and more diverse social networks for those
living, studying, or working internationally or in diverse environments domestically (Leung
et al., 2014). Intercultural competence, also known as cross-cultural competence, refers to the
knowledge, skills, and awareness or attitudes necessary to function effectively in culturally
diverse settings or with culturally different others (Leung et al., 2014; Matsumoto & Hwang,
2013). It consists of three domains: intercultural traits (e.g., multicultural personality; van der
Zee & van Oudenhoven 2000), intercultural attitudes and worldviews (e.g., intercultural sen-
sitivity; Bennett, 1986), and intercultural capabilities (e.g., cultural intelligence or CQ; Earley
& Ang, 2003; Thomas et al., 2008). In this chapter, we focus on the latter two domains of
intercultural competence because they are the more malleable and developmental domains of
intercultural competence (Bhawuk et al., 2008). Specifically, we begin by reviewing research
on intercultural competence for multicultural individuals in general, and multicultural individ-
uals from minoritized groups in particular. Next, we present new findings from three studies
on minoritized multicultural undergraduate students, including those who studied abroad.
We end by proposing the Intercultural Competence Developmental Model for Multiculturals
(ICDM4M), a developmental model of intercultural competence especially for minoritized
multiculturals.

Multicultural individuals are those who have internalized two or more cultures
(Benet-Martinez et al., 2002; Hong et al., 2000), understand and accept those cultures, and
identify with their cultural groups (Pekerti & Thomas, 2016; Vora et al., 2019). This category
can broadly encompass immigrants, refugees, sojourners (expatriates and international stu-
dents), indigenous people, racial/ethnic minorities (REMs), those in inter-ethnic relationships,
and mixed-ethnic individuals (Nguyen & Benet-Martinez, 2007). In this chapter, we focus on
multicultural individuals with a double-consciousness (Du Bois, 1903), where biculturalism
(or multiculturalism) is intertwined with oppression. That is, we center the experiences of mul-
ticultural individuals who hold minority statuses in their home country as well as in the global
community, such as Aboriginal people in Australia, Turkish people in Germany, Chinese
people in Canada, and Black and African American people in the United States. In doing so,
we respond to calls for considering power, status, inequality, and oppression as they relate to
intercultural competence (Berry et al., 2022; Deardoft, 2009; Foronda et al., 2016; Lieberman
& Gamst, 2015).
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INTERCULTURAL COMPETENCE
Intercultural Sensitivity

The most widespread model of intercultural attitudes and worldviews is the Developmental
Model of Intercultural Sensitivity (DMIS; Bennett, 1986). Intercultural sensitivity is a world-
view that accommodates cultural differences, and meta-analytic results indicate that intercul-
tural sensitivity predicts successful expatriate job performance (Mol et al., 2005). Intercultural
sensitivity develops in stages, from not seeing culture or recognizing cultural differences
(ethnocentrism) to embracing cultural differences and having the ability to navigate across
cultures (ethnorelativism). Individuals progress — with the possibility of regressing — through
six stages in their development: denial, defense, minimization, acceptance, adaptation, and
integration. Individuals in the denial stage have had little exposure to other cultures and do not
believe that cultural differences exist. They might even isolate themselves and build barriers as
to not experience different cultures. Individuals in the defense stage feel that their worldview
is threatened. In response, they might denigrate other cultures and tout their own culture as
superior. Individuals in the minimization stage emphasize the importance and significance
of cultural similarities over differences. They might do this by using biology (e.g., we are
one race: the human race) or philosophy (e.g., we are all god’s children). Individuals in the
acceptance stage develop an understanding and appreciation of cultural differences, includ-
ing differences in behaviors and values. Individuals in the adaptation stage develop skills
necessary for intercultural relations, such as empathy. Finally, individuals in the integration
stage create a new reality from their internalized cultures. From this new reality, they become
citizens of the world, transcending cultural boundaries and allowing themselves to mediate
cultural conflicts.

Considering this last (integration) stage, it is evident that the DMIS was developed with
White Westerners, particularly White men, in mind. That is, the integration stage is charac-
terized as “the lack of any absolute cultural identification” (Bennett, 1986, p. 186); however,
marginality and detachment are the antithesis of women’s and REMs’ conceptualizations of
intercultural sensitivity (Sparrow, 2000). For them, the latter stages of intercultural sensitivity
must include connection to and relationships with others. Furthermore, according to Bennett,
the goal is to transcend cultural boundaries, which is neither desirable nor possible for women
and REMs (Sparrow, 2000). Women and REMs strive for belonging and rootedness in their
communities, and due to their status and sociopolitical realities, they do not have the privilege
or luxury of shedding their cultures and constructing an unbounded individual identity. For
example, in the United States, non-White Americans, such as Asian Americans and Latinxs,
are treated as foreigners (i.e., not allowed to adopt an American identity) even when their
families have lived in the United States for generations (Devos & Banaji, 2005; Huynh, Devos,
& Smalarz, 2011). It is uncertain whether other DMIS stages are relevant and applicable to
minoritized multiculturals.

Nevertheless, Bhawuk et al. (2006) draw parallels between the DMIS stages and Berry’s
(1997) acculturation strategies, such that the denial stage corresponds to the marginalization
and separation strategies, the defense stage also corresponds to the separation strategy, the
minimization stage corresponds to the assimilation strategy, the acceptance and adaptation
stages correspond to movement towards the integration strategy, and the integration stage and
strategy correspond to each other. In short, they propose that the integration strategy (bicultur-
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alism), compared to other acculturation strategies, relates to the highest levels of intercultural
sensitivity.

Cultural Intelligence (CQ)

CQ, which is the ability to adapt to new cultural environments (Earley & Ang, 2003; Thomas et
al., 2008), has dominated research on intercultural capabilities. Thomas and colleagues (2008)
define CQ as consisting of knowledge, skills, and metacognition. These components are like
the CQ dimensions that Ang and colleagues (2007) specify: cognitive CQ, behavioral CQ, and
metacognitive CQ, respectively. Ang and colleagues’ model also has a motivational dimension
that is not present in Thomas and colleagues’ model. Cognitive CQ concerns explicit and
tacit, and declarative and procedural knowledge of cultures. Behavioral CQ concerns cultur-
ally adaptive skills and behavioral flexibility involving both verbal and nonverbal actions.
Metacognitive CQ concerns the mental ability to acquire, understand, and monitor cultural
knowledge. Motivational CQ concerns the desire and drive to be interculturally competent.

According to a review of 142 empirical articles from 2002 to 2018, global CQ and its
dimensions relate to greater cross-cultural adjustment, which in turn relates to better per-
formance (Fang et al., 2018). Moreover, according to a meta-analysis of 199 samples from
2003 to 2017, metacognitive CQ and cognitive CQ relate to better intercultural judgment and
decision-making, metacognitive CQ and behavioral CQ relate to better task performance, and
motivational CQ relates to better intercultural adaptation (Rockstuhl & Van Dyne, 2018).
Although these CQ dimensions have distinct nomological networks, they are indicators of
a single, latent CQ construct (Rockstuhl & Van Dyne, 2018) with dimensions that interact and
influence each other (Thomas et al., 2008). However, remaining questions are whether CQ is
developed in stages like the development of intercultural sensitivity (Fang et al., 2018) and,
specifically, how it develops for minoritized multiculturals.

MULTICULTURALISM, MINORITY STATUS, AND
INTERCULTURAL COMPETENCE

In this section, we review empirical findings on multiculturalism and intercultural compe-
tence, followed by more theoretical literature on why multicultural individuals (in general)
might have higher intercultural competence than monocultural individuals. We then focus
specifically on minoritized multiculturals’ intercultural competence.

Findings on Multiculturalism and Intercultural Competence

There is a growing literature on multiculturalism and intercultural competence. For example,
biculturally identified European managers (e.g., those who identified with both their home
and host cultures) display more culturally appropriate behaviors and engage in more effective
communication during their international assignments than those who only identified with
one (home or host) culture (Lee, 2010). Similarly, among international students with a low
global identity studying in European business schools, those who identified with two cultures
have higher global CQ than those who identified with only one culture (Lee et al., 2018).
In addition, self-identified bicultural undergraduate students in the United States have more
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empathy and cultural metacognition than their monocultural peers (Thomas et al., 2010).
Relatedly, multicultural undergraduate students in the United States have higher global CQ
than their monocultural counterparts both before and after studying abroad (Nguyen et al.,
2018). Likewise, bicultural identity relates to greater global CQ across two samples: one of
Latinx employees in the United States and one of Asian American and Latinx undergraduate
students (Wagstaff et al., 2020).

In these previous studies, participants were multicultural through identification, but people
may also be multicultural through context, such as migration and minority status (Vora et
al., 2019). Among German adolescents, multicultural students (i.e., those from an immi-
grant background) report higher latent CQ than those from a non-immigrant background
(Schwarzenthal et al., 2019). Among international students in the United States, those with
more minority statuses (regarding religion, race, native language, national origin, gender,
age, sexual orientation, ethnicity, and class) in their home country adapt more quickly to
the host country than those with fewer minority statuses (Volpone et al., 2018). Among
U.S. employees, multicultural (REM) expatriates have lower turnover intentions and higher
interaction adjustment compared to monocultural (White) expatriates (Pattie & Parks, 2011).
Furthermore, biculturalism (as operationalized with acculturation measures) relates to greater
intercultural sensitivity in a community sample of Latinx adults (Christmas & Barker, 2014).
Among 4—6-year-old children, multiculturalism (as operationalized as multilingual fluency or
exposure) relates to greater perspective-taking (Fan et al., 2015). These findings suggest that
being multicultural may facilitate the development of intercultural competence, or perhaps that
the development of intercultural competence may be different for multicultural individuals.

Rationale for the Link between Multiculturalism and Intercultural Competence

Life as a multicultural person (minoritized or not) necessitates knowledge, skills, and aware-
ness associated with greater intercultural competence and affords many opportunities for
developing them. Intercultural competence is primarily developed through social experiences,
such as those that multicultural individuals encounter in daily life (Brannen et al., 2009; Pattie
& Parks, 2011; West et al., 2017). Because multicultural individuals have been through the
process of learning at least two cultures, they may have a better understanding of a third (or
more) culture than monocultural individuals might have of a second culture (Bell & Harrison,
1996; Friedman & Liu, 2009; Pattie & Parks, 2011). This familiarity with the cultural learning
process provides multicultural individuals with the prerequisites for intercultural competence,
including awareness of their cultural identities, cultural differences, and culture itself (Chen &
Padilla, 2019; Fisher-Borne et al., 2015). Multicultural individuals may also have a complex
representation of their multiple cultures (Benet-Martinez et al., 2006), and this social identity
complexity relates to greater openness, universalism, and tolerance for contact with outgroup
members (Roccas & Brewer, 2002).

Through the process of cultural learning, multicultural individuals are likely to have
acquired and developed intercultural skills, such as behavioral, cognitive, and emotional flex-
ibility (Bell & Harrison, 1996; Chen & Padilla, 2019; Friedman & Liu, 2009). Multicultural
individuals’ adaptive or action skills include a broad behavioral repertoire and cultural frame
switching (Hong et al., 2000; LaFromboise et al., 1993). That is, multicultural individuals
may have verbal and nonverbal intercultural communication skills and the ability to perform
behaviors appropriate to the cultural situation (LaFromboise et al., 1993). This adaptability
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may include code-switching or alternating between languages within one situation, con-
versation, or sentence (Chen & Padilla, 2019), cross-cultural code-switching or alternating
languages and behaviors (Molinsky, 2007), or cultural frame-switching or alternating between
two or more cultural meaning systems (including languages and behaviors) in response to
environmental cues (Hong et al., 2000; West et al., 2017). Multicultural individuals are not
explicitly trained for switching between cultures; it is a skill that they acquire through life
experience. Furthermore, for multicultural individuals, switching can be either a deliberate
choice (Molinsky, 2007) or an automatic process (Hong et al., 2000).

Multicultural individuals’ analytical skills include cognitive complexity and cultural
metacognition (Tadmor et al., 2009; Thomas et al., 2010). Multicultural individuals may
have more complex cultural schemas, developed through constant detection, processing, and
accessing of cultural cues, which may help them better understand and learn about their own
and other cultures (Benet-Martinez et al., 2006). Their integratively complex cognitions allow
them to recognize that different perspectives can be interconnected and equally valid (Tadmor
et al., 2009). Thus, the cultural metacognition dimension of CQ is a characteristic of multicul-
tural individuals due to their experience of cultural learning (Brannen et al., 2009; Thomas et
al., 2010). In other words, multicultural individuals have the cognitive and perceptual skills
required for intercultural competence.

Multicultural individuals’ flexibility extends to emotional and psychosocial domains also
(Chen & Padilla, 2019; Friedman & Liu, 2009). For example, multicultural individuals may
have the emotional skills to help them manage how they elicit, experience, express, and
regulate emotions across cultural settings (Friedman & Liu, 2009). These emotional skills
may help multicultural individuals establish, maintain, and foster intercultural interpersonal
relationships, and this social connectedness facilitates multicultural individuals’ psychological
growth and well-being (Chen & Padilla, 2019).

The considerable overlap between multiculturalism and intercultural competence is
expected due to parallels between bicultural (or multicultural) competence and intercultural
competence (Bell & Harrison, 1996). Hong (2010) asserts that “bicultural competence is
a unique construction of biculturals’ cultural intelligence” (p. 94). According to LaFromboise
et al. (1993), there are six dimensions of bicultural competence: knowledge of cultural beliefs
and values; positive attitudes toward both groups; bicultural efficacy; communication ability;
role repertoire; and groundedness. These dimensions also apply to intercultural situations and
aptly describe intercultural competence, including knowledge of other cultures, positive affect
toward other cultures, knowing how to learn another culture, fluency in multiple verbal and
nonverbal communication systems, behavioral adaptability, and intercultural interpersonal
relationships (Bell & Harrison, 1996).

Minoritized Multiculturals’ Intercultural Competence

Many multicultural individuals experience life as a minority, which develops their intercul-
tural competence and prepares them for intercultural effectiveness (Bell & Harrison, 1996).
For example, bicultural Black women in the United States frequently switch between their
White work community and their Black non-work community (Bell, 1990). In U.S. educa-
tional institutions, Black students adopt a White frame of reference at school — where acting
White is necessary for academic success — but switch to a Black frame of reference in other
settings (Ogbu, 2004). Compared to majority group members, minority group members must
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be more attuned to intergroup differences and must engage in more intergroup contact (Bell &
Harrison, 1996; Christensen, 1989). As a result, minoritized multiculturals may be more aware
of cultural differences and more efficacious in intercultural interactions because of their exten-
sive experience navigating between cultures (i.e., social situations with majority vs. minority
group members; Volpone et al., 2018).

Furthermore, whereas majority group members may have to adjust to the stress of being an
outsider abroad, minority group members — especially visible minorities — have existing strat-
egies and resources to cope with alienation and isolation due to their experience as a minority
in their home country (Nguyen et al., 2018; Pattie & Parks, 2011). Thus, minority status — not
limited to race/ethnicity, but including sexual orientation, religion, ability, or class — operates
as a resource for minoritized multiculturals. In short, minoritized multiculturals — through
their life experience as a multicultural person and a minority group member — may already be
interculturally competent to some extent and thus, may engage in a unique and early process
of developing intercultural competence.

AN ILLUSTRATION WITH THREE STUDIES OF MINORITIZED
MULTICULTURALS

To the best of our knowledge, there has only been one study (Nguyen et al., 2018) that has
deliberately examined the intercultural competence (namely, CQ) of multicultural individuals
who also hold a minority status (in terms of their race/ethnicity) and compared the intercultural
competence of this group to that of their monocultural peers. Contributing to this area of study,
we present new findings from three studies on the intercultural competence of minoritized
multiculturals (e.g., multiculturally identified REMs).

Study 1: Minoritized Multicultural Undergraduate Students

In the first study (from a larger project by the first author that also includes data from Lieng
et al., 2022), participants were 900 undergraduate students from the psychology department’s
subject pool at a large, public university in a diverse metropolitan area of the United States.
The sample was 85.78% U.S.-born with a mean age of 19.14 years (SD = 1.71). In terms of
gender, the sample was 55.54% female, 44.34% male, and 0.11% “other.” Regarding racial/
ethnic background, the sample was 47.78% Asian Pacific Islander South Asian American,
31.67% Latinx, 31.33% White/European American, 8.00% Black/African American, 4.89%
Southwest Asian and North African, and 4.00% American Indian. These numbers add up to
more than 100% because participants were able to select more than one race/ethnicity.

For this study, we operationalized minoritized multiculturals as REMs who had above
mid-point identification with at least two cultures (n = 718). Compared to monoculturally
identified participants (# = 182), minoritized multiculturals had significantly higher global
CQ scores (as measured by the 20-item Cultural Intelligence Scale; CQS; Ang et al., 2007; o
=.92), #(894) =3.29, p = .001, d = .27 (see Table 11.1 for Ms and SDs). Regarding specific
CQ dimensions, minoritized multiculturals had significantly higher cognitive CQ [#894) =
3.37, p =.0008, d = .28], motivational CQ [#(894) =2.41, p = .02, d = .20], and behavioral CQ
[#(894) =2.14, p = .03, d = .18], and marginally higher metacognitive CQ [#(894) = 1.78, p =
.08, d = .15] than monoculturally identified participants. Therefore, these findings corroborate
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Table 11.1 Descriptive statistics for multicultural vs. monocultural participants
Multiculturals Monoculturals
Range M SD M SD

Study 1

Global CQ 1-7 4.65 0.84 4.41 0.91
Cognitive CQ 7 4.07 1.16 3.74 1.15
Motivational CQ 1-7 5.14 1.03 4.93 1.14
Behavioral CQ 1-7 4.49 1.14 4.28 1.27
Metacognitive CQ 1-7 5.09 1.09 4.92 1.17
Study 2

Time 1: Global CQ 1-7 5.23 0.79 5.39 0.78
Time 1: Cognitive CQ 1-7 4.24 1.28 428 1.18
Time 1: Motivational CQ 1-7 5.84 0.92 6.07 0.83
Time 1: Behavioral CQ 1-7 5.35 1.03 5.56 0.90
Time 1: Metacognitive CQ 1-7 577 0.87 5.96 0.88
Time 3: Global CQ 1-7 5.59 0.74 5.64 0.64
Time 3: Cognitive CQ 1-7 4.86 1.07 4.79 0.92
Time 3: Motivational CQ 1-7 6.06 0.88 6.30 0.77
Time 3: Behavioral CQ 1-7 5.63 0.99 5.75 0.86
Time 3: Metacognitive CQ 1-7 6.04 0.65 5.97 0.72
Time 3 — Time 1: Global CQ -6-6 0.41 0.76 0.36 0.52
Time 3 — Time 1: Cognitive CQ -6-6 0.62 1.20 0.55 0.79
Time 3 — Time 1: Motivational CQ -6-6 0.20 0.95 0.38 0.62
Time 3 — Time 1: Behavioral CQ -6-6 0.44 0.86 0.29 0.96
Time 3 — Time 1: Metacognitive CQ -6-6 0.32 0.94 0.13 0.73
Time 2: Psychological Adjustment 1-6 4.85 0.59 4.32 0.77
Study 3

Intercultural Competence 1-5 4.38 0.63 4.10 0.66

previous findings comparing multicultural vs. monocultural participants on CQ. This study
contributes to the literature by focusing on participants who are multicultural through identi-
fication and minority status.

Study 2: Minoritized Multicultural Study-Abroad Students

In the second study (by the first author and from which Nguyen, 2010 is a subset), partici-
pants (N = 160) were study-abroad undergraduate students at two large, public universities
in a diverse metropolitan area of the United States. They were recruited through their respec-
tive university’s study-abroad offices and were enrolled in an education abroad program in
Germany (n = 31), Greece (n = 18), China (n = 17), the United Kingdom (n = 13), Brazil
(n = 12), France (n = 12), Spain (» = 10), Thailand (» = 8), Italy (n = 7), South Korea (n =
6), Argentina (n = 4), Japan (n = 4), Australia (n = 2), Canada (n = 2), Hong Kong (n = 2),
Austria (n = 1), Chile (n = 1), Costa Rica (n = 1), India (n = 1), Norway (n = 1), Sweden (n
= 1), Switzerland (n = 1), or “other” (e.g., semester at sea; n = 5). The sample was 86.88%
U.S.-born, and 65.00% female and 35.00% male with a mean age of 21.55 years (SD = 2.60).
Regarding racial/ethnic background, the sample was 48.53% White/European American,
44.03% Asian Pacific Islander South Asian American, 34.78% Latinx, 5.65% American
Indian, 4.13% African American, and 3.31% Southwest Asian and North African. These
numbers add up to more than 100% because participants were able to select more than race.
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As in the first study, we operationalized minoritized multiculturals as REMs who had above
mid-point identification with at least two cultures (z = 105). Unlike in the first study, in this
second study, minoritized multiculturals did not have higher global CQ scores (as measured
by the 20-item Cultural Intelligence Scale; Ang et al., 2007; o, = .92; o, .= .92) than
monoculturally identified participants (n = 55). There were no significant group differences on
global CQ either at Time 1 [before studying abroad; #(158) = 1.23, p = .22, d = .20] or Time
3 [after studying abroad; #(85) = 0.32, p = .75, d = .07]. Moreover, there were no significant
group differences on the change in global CQ scores (Time 3 — Time 1), #(85) = —0.35, p
= .73, d = .08. We also found the same non-significant pattern of results for specific CQ
dimensions at both timepoints (see Table 11.1 for Ms and SDs). Therefore, contrary to what
we expected, multicultural individuals and monocultural individuals had comparable levels
of CQ. Study-abroad students — like the participants in this study — may be different from the
general student population — like those in the first study — in that they are likely to be more
interculturally competent, at least in terms of their awareness and motivation. Indeed, Table
11.1 indicates that the mean scores for global CQ and its dimensions are higher for both minor-
itized multiculturals and monocultural students in Study 2 (study-abroad participants) than in
Study 1 (general student population).

Interestingly, however, minoritized multiculturals had significantly higher psychological
adjustment (as measured by an adapted version of 12-item Job-Related Anxiety-Comfort and
Depression-Enthusiasm Scale; Warr, 1990; o = .90) while abroad (Time 2; at the midpoint of
the education abroad program) than monoculturally identified participants, #(47) = 2.48, p =
.02, d=.85. Despite having similar levels of CQ, multicultural individuals were better adjusted
psychologically than monocultural individuals during their time studying abroad.

Study 3: Minoritized Multicultural Study-Abroad Alumni

The third study (Nguyen, 2013) was a 3—5-year follow-up study with former study-abroad
students (N = 187) at a large, public university in a diverse metropolitan area of the United
States. The sample was 68.45% female and 31.55% male. Regarding racial/ethnic background,
the sample was 43.85% White/European American, 22.46% Latinx, 19.79% Asian Pacific
Islander South Asian American, 9.09% multiracial, 3.74% Black/African American, and
1.07% American Indian. In this study, we operationalized multiculturalism as minority status,
where REMs are considered multicultural (n = 105) and White participants are considered
monocultural (n = 82).

Participants completed a 5-item intercultural competence scale developed for this study
(a =.75), with items measuring comfort with people from different cultures, engagement in
culturally diverse activities, openness to diverse perspectives, and appreciation of cultural
differences. As expected, minoritized multiculturals had significantly higher intercultural
competence scores than their monocultural peers, #(185) = 2.96, p = .004, d = .44 (see Table
11.1 for Ms and SDs). That is, years after studying abroad, minoritized multiculturals are more
interculturally competent than monocultural individuals. International experience — such as
from study-abroad programs — is a theorized and empirically supported predictor of intercul-
tural competence (Raver & Van Dyne, 2017; Terzuolo, 2018; Wolff & Borzikowsky, 2018),
but the current findings suggest that the development of intercultural competence may differ
between multicultural and monocultural individuals.
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MINORITIZED MULTICULTURALS’ DEVELOPMENT OF
INTERCULTURAL COMPETENCE

Regardless of whether minoritized multiculturals have higher levels of intercultural compe-
tence than monocultural individuals (as illustrated in the previous studies), theoretical and
empirical literature suggests that the process of intercultural competence development differs
for these two groups. For minoritized multiculturals, the process of developing intercultural
competence and preparing for intercultural effectiveness may be expedited because they have
a different starting point from their monocultural peers. For minoritized multiculturals, daily
life requires some degree of intercultural competence (Christensen, 1989). From their real-life
experiences, they have acquired tacit, procedural knowledge and valuable skills associated
with intercultural competence, such as cultural frame-switching and cultural metacognition
(Bell & Harrison, 1996; West et al., 2017). Further development of intercultural competence
for minoritized multiculturals (e.g., via cross-cultural training) may only need to focus on
culture-specific content knowledge rather than on both content and process knowledge (Bell &
Harrison, 1996). For example, this training may cover the norms and values (e.g., communica-
tion styles, personal space) of the specific culture of expatriation without having to also teach
about intercultural sensitivity, cultural frame-switching, and metacognitive skills. Moreover,
interviews with minoritized multiculturals suggest that they have a different trajectory for
intercultural competence development than monocultural majority-group members because
they were already accustomed to the ostracism and lack of belonging that their monocultural
peers might be experiencing for the first time when abroad (Nguyen et al., 2018).

Additionally, minoritized multiculturals may have a different end-stage for intercultural
competence. (Note that there is no endpoint for the development of intercultural competence;
it is a lifelong process [Deardoff, 2015].) For the DMIS, the last stage (the integration stage)
involves transcending cultural boundaries (Bennett, 1986), which is only available to those
with power and status, namely members of the global ruling class (Langinier & Gyger Gaspoz,
2015): those who are White and Western (and male). That is, “only members of dominant
paradigms can have the luxurious illusion of objectivity or of a self which is free of social
realities” (Sparrow, 2000, p. 181). Racially minoritized multiculturals do not have this White
privilege; they often do not have status or respect within the international community, nor are
they allowed to have a cosmopolitan identity or be a citizen of the world (Langinier & Gyger
Gaspoz, 2015) due to their lack of power and visible minority status as non-White individu-
als. It is essential to acknowledge the role of colonialism and imperialism in granting White
Westerners unearned power and status and withholding those same benefits from non-Whites
and non-Westerners (Deardoff, 2009; Langinier & Gyger Gaspoz, 2015; Sparrow, 2000).
Even if minoritized multiculturals could transcend cultures, it is uncertain whether they would
choose to do so. Non-Westerners’ definition of intercultural competence emphasizes relation-
ships and interconnectedness, and being rooted in their cultures (Deardoff, 2009; Langinier &
Gyger Gaspoz, 2015; Sparrow, 2000).

Instead of cultural transcendence, minoritized multiculturals’ last stage of intercultural
competence may be characterized by cultural humility (Hook et al., 2013). From not having
power and privilege, minoritized multiculturals may be predisposed to possessing attributes
of cultural humility, such as critical self-reflection and an awareness of power imbalances
(Fisher-Borne et al., 2015; Foronda et al., 2016). In the helping professions, cultural humility
has replaced traditional views of multicultural competence, where multiculturally competent

Angela-MinhTu D. Nguyen, Kimberly Avila, Brittnie A. Ferguson, and Ver—nica Benet-Mart'nez - 9781800887169
Downloaded from PubFactory at 04/17/2023 05:09:32PM
via Simon Fraser University



Minoritized multiculturals and the development of intercultural competence 163

individuals may feel an inflated sense of mastery and view other cultures as static, essen-
tialized, and homogenous (Chao et al., 2011; Fisher-Borne et al., 2015). In contrast, cultural
humility emphasizes lifelong learning — including acknowledging one’s limitations — and
an understanding that cultures are dynamic (Fisher-Borne et al., 2015), constantly evolving
and interacting (see also polyculturalism [Rosenthal & Levy, 2010] and interculturalism
[Yogeeswaran et al., 2021]). Furthermore, cultural humility means being other-oriented,
egoless, and open to others’ beliefs, values, and worldviews to mitigate power imbalances
(Hook et al., 2013).

Intercultural Competence Developmental Model for Multiculturals (ICDM4M)

With these considerations in mind, we propose a culturally appropriate and relevant model of
intercultural competence development for minoritized multiculturals. In doing so, we address
issues of power, status, inequality, and oppression that existing intercultural competence
models neglect (see critiques by Christensen, 1989; Deardoff, 2009; Liecberman & Gamst,
2015). We developed the ICDM4M especially for multicultural individuals who (a) have
a minority status at home and abroad and (b) grew up with more than one culture. As minority
group members, these multiculturals may experience power imbalances, discrimination, and
pressure to adopt the majority culture (Berry et al., 2022); therefore, they had no choice but
to acknowledge the existence of different cultural systems early on. Relatedly, with their
multicultural upbringing, these multiculturals experienced early immersive culture mixing
(Martin & Shao, 2016) and developed an awareness of multiple cultures at an early age.
Examples of such multicultural individuals are second-generation REMs and individuals with
parents of different racial/ethnic/cultural backgrounds. Our ICDM4M is an acknowledgement
of the existence of this understudied group (I see them [minoritized multiculturals] for them)
as well as an affirmation of the cultural humility aspect (with its other orientation) of the last
ICDM4M stage (I see them [others] for them).

To develop the ICDM4M, we reviewed literature from management and human resources,
intercultural communication and training, counseling and social work, healthcare and nursing,
and developmental and social psychology. We synthesized research on bicultural competence,
multicultural competence (which concerns cultural differences and other types of differences
within a country), and intercultural competence (which concerns cultural differences across
countries). For our ICDM4M, we focus on and integrate the two malleable and trainable
domains of intercultural competence: intercultural attitudes and intercultural capabilities
(Bhawuk et al., 2008).

Based on Leung et al.’s (2014) propositions, we too propose that intercultural attitudes and
worldviews precede intercultural capabilities. For the domain of intercultural attitudes and
worldviews, we modified the DMIS (Bennett, 1986) based on critiques by Sparrow (2000) and
others. As for the domain of intercultural capabilities, we used Ang and colleagues’ conceptu-
alization of CQ (e.g., Ang et al., 2007; Earley & Ang, 2003) as an example. Previous studies
found that ethnocentrism (or low intercultural sensitivity) relates more strongly to lower
motivational CQ and lower metacognitive CQ than behavioral CQ or cognitive CQ (Li, 2020;
Young et al., 2017). Based on these findings and because motivational CQ is most related to
intercultural attitudes and worldviews, we proposed that motivational CQ is the first of the CQ
dimensions to develop. On the other end, with cultural humility in mind (where learning about
other cultures is a lifelong process), we proposed that cognitive CQ is the last CQ dimension
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to develop. Supporting this, mean levels of cognitive CQ from Studies 1 and 2 tend to be lower
than mean levels of other CQ dimensions (see Table 11.1). Because behavioral CQ concerns
intentional flexibility and switching, we proposed that it comes after metacognitive CQ, where
cultural knowledge is monitored so that it can be translated into behaviors.

Integrating various theories and empirical findings on intercultural competence and related
constructs, we propose the following five As of ICDM4M: limited Awareness; motivated
Awakening; respectful Acceptance; flexible Adaptation; and critical Accountability. It is
important to note that these stages are not linear because individuals can progress as well as
regress, or they may concurrently occupy two or more stages. In addition, these stages are
continuous and blended (with soft boundaries) rather than discrete or mutually exclusive;
characteristics of some stages may be present in other stages. Furthermore, the stages and their
elements are interactive and reciprocal, such that cognitive CQ may reinforce metacognitive
CQ and vice versa (Thomas et al., 2008).

Stage 1: Limited Awareness

Stage 1 (Limited Awareness) is characterized by a cluelessness of the profound role of culture
in people’s lives. Unlike in DMIS’s denial and defense stages, where individuals do not
believe that there are cultural differences or that different cultures are equally valid, minor-
itized multiculturals start their development of intercultural competence with the realization
that different cultures exist and that there is not one right culture. This realization comes from
being reared with multiple cultures and living as a minoritized person in a society where their
cultures and identities may not be valued. However, these individuals have not given much
conscious thought to culture. They may be aware of external, explicit, or surface-level cultural
differences and similarities (e.g., skin color, language) but do not have a complex understand-
ing of deeper, psychologically based cultural differences and similarities. Due to their minimal
awareness of cultures, multiculturals in this stage have not yet developed the motivation to
learn about cultures, including their own.

Stage 2: Motivated Awakening

Stage 2 (Motivated Awakening) is characterized by a curiosity about culture. To manage the
multitude of cultural differences, minoritized multiculturals in this stage may be drawn to and
focused on cultural similarities rather than differences. This focus on cultural similarities may
be a cursory way of dealing with power imbalances across cultures; similarities may act as
a validating feature of minority cultures. Our Stage 2 is like the DMIS’s minimization stage,
and minoritized multiculturals’ curiosity translates to the development of motivation to learn
about other cultures (e.g., motivational CQ). In addition, they start to acquire knowledge of
other cultures (e.g., cognitive CQ start to develop).

Stage 3: Respectful Acceptance

Stage 3 (Respectful Acceptance) is characterized by a consideration for cultures. As in the
DMIS’s acceptance stage, minoritized multiculturals in this stage accept and embrace differ-
ences as well as similarities across cultures. They recognize value and power in these cultural
differences; they take a strengths-based (vs. deficit-based) perspective on minority cultures.
As they are continuing to acquire cultural knowledge (e.g., cognitive CQ), they are also engag-
ing in more abstract thinking about cultures and are developing high-level cognitive skills,
such as metacognition (e.g., metacognitive CQ).
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Stage 4: Conscious Adaptation

Stage 4 (Conscious Adaptation) is characterized by competence across cultures. Minoritized
multiculturals in this stage celebrate cultures and can use metacognition (metacognitive CQ) to
translate their cultural knowledge (cognitive CQ) into culturally appropriate behaviors (behav-
ioral CQ). That is, multiculturals in this stage are behaviorally competent in different cultures
and have the skills to function effectively in various cultural settings (like the adaptation stage
of the DMIS). This competence may be a manifestation of their social justice orientation, and
they may begin to leverage their competence to reconcile social inequalities.

Stage 5: Critical Accountability

Stage 5 (Critical Accountability) is characterized by cultural humility. Minoritized multi-
culturals in this stage engage in continuous self-reflection and critique. They are focused
on others and their connections to others. As such, they hold themselves accountable for
mitigating power imbalances and social inequalities within and across cultures. Minoritized
multiculturals in this stage also recognize that the development of intercultural competence is
a lifelong process and that they have much to learn about other cultures, which are continually
interacting and changing. Their cultural knowledge (cognitive CQ) continues to develop, but
without an endpoint where intercultural competence can be fully achieved. This stage is in
stark contrast to the DMIS’s integration stage.

Recommendations for Future Research

Future directions based on the ICDM4M

We propose the ICDM4M based on a comprehensive, interdisciplinary review of research
regarding intercultural competence; however, empirical data are needed to test the validity
of this model for minoritized multiculturals. For example, researchers can conduct phe-
nomenological interviews with minoritized multiculturals to understand how they develop
intercultural competence. Researchers can then compare interview results to see how they
map onto the ICDM4M, DMIS, and other developmental models. Furthermore, they can use
those same interview results to generate items and develop a scale assessing the development
of intercultural competence for minoritized multiculturals. Next, they can administer this
yet-to-be-developed ICDM4M scale, the Intercultural Development Inventory (Hammer et
al., 2003) measuring the DMIS, and the CQS (Ang et al., 2007) to a sample of minoritized
multiculturals to collect evidence of the ICDM4M’s validity.

A model and a measure of minoritized minorities’ intercultural competence development
are only the first steps. To translate research into practice, researchers and practitioners need
to collaborate to design culturally appropriate cross-cultural training for minoritized multicul-
turals (Bell & Harrison, 1996). The needs of minoritized multicultural trainees may be differ-
ent, thus requiring specialized training content and perhaps even different training delivery
methods, from those used with monocultural trainees. For example, would cross-cultural train-
ing focused on only culture-specific content (as proposed by Bell & Harrison, 1996) — rather
than in combination with culture-general processes — be effective in preparing minoritized
multiculturals for expatriation? For example, it is plausible that minoritized multicultural
expatriates who participate in only culture-specific training (which includes knowledge such
as indirect communication, saving face, and the use of honorifics in Viet language) would fare
equally well working in Viet Nam as those who participate in a cross-cultural training with
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both culture-specific content knowledge (see previous example) and culture-general process
knowledge (which includes intercultural awareness, cognitive and behavioral skills, and other
cultural learning processes).

Developing intercultural competence vs. cultural and ethnic/racial identity (ERI)
Researchers have emphasized the overlap between the negotiation of cultures within oneself
(e.g., ERI development, bicultural identity) and the negotiation of one’s own cultures with
other cultures (e.g., intercultural competence) (Nguyen & Benet-Martinez, 2013). For
example, Lee et al. (2018) propose: “if we consider the development of CQ as a transformation
of self rather than the mere acquisition of knowledge and skills, one’s cultural identities and
their configuration certainly matter in such a process” (p. 194). Despite these propositions,
there are very few studies examining the association between cultural identity or ERI and
intercultural competence. One study found that ethnic identity exploration relates to all four
CQ dimensions for adolescents — many of whom were of Turkish descent — in Germany
(Schwarzenthal et al., 2017). Rather than investigating intercultural competence, most studies
have investigated the association between ERI and multicultural competence. For example,
among graduate students (most of whom were White/European American) in counseling,
more advanced development of racial identity relates to greater multicultural competence
(Munley et al., 2004; Vinson & Neimeyer, 2000).

Given the overlap between the development of intercultural competence and the devel-
opment of ERI, the dearth of research linking these two constructs and their developmental
processes is surprising. For example, in their Emerging Stages of Ethnicity model, Banks
(1976) describes individuals in the last stage of ERI development as those who can function in
diverse cultural environments and engage with multiple cultures. Similarly, in their People of
Color Racial Identity model, Helms (1995) describes individuals with the most developed ERI
as those with an integrative awareness, where they value their own identities, and empathize
and collaborate with those from other groups. In their Optimal Theory Applied to Identity
Development model, Myers et al. (1991) describe the last stage as marked by an interrelated-
ness and a sense of community and unity among all peoples, which corresponds to cultural
humility and the Critical Accountability stage of the ICDM4M. From these descriptions,
those with developed ERI are also likely to be interculturally competent; however, future
research is needed to empirically evaluate this claim. When doing so, researchers may want to
use Christensen’s (1989) Cross-Cultural Awareness Development Model for minority group
members as the basis for their studies. Their proposed model is a combination of racial identity
development and the development of intercultural attitudes and worldviews.

It may also be fruitful to explore how the development of a multicultural identity corre-
sponds to the development of intercultural competence (e.g., as described by the ICDM4M);
but first, further research on the development of a multicultural identity is needed (Meca et al.,
2019). For example, researchers can build on the Cognitive-Developmental Model of Social
Identity Integration (Amiot et al., 2007), where individuals with multiple identities progress
from anticipatory categorization to categorization to compartmentalization and end at inte-
gration. They can also expand on daily fluctuations in biculturalism (Schwartz et al., 2019)
to examine the long-term development of individual differences in one’s perceptions of one’s
biculturalism (i.e., bicultural identity integration; Benet-Martinez & Haritatos, 2005) along
with the long-term development of one’s multiple identity negotiation strategies (i.e., hybrid
and alternating identity styles; Ward et al., 2018). To complement this emphasis on the person,
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it is crucial to highlight the example of the role of context in the development of a multicul-
tural identity (Huynh, Nguyen, & Benet-Martinez, 2011; Meca et al., 2019). For example, it
would be important to investigate the effects of early multicultural experiences — giving rise
to different types of multiculturals (e.g., innate vs. achieved multiculturals; Martin & Shao,
2016) — on multicultural identity development. After these questions are answered, researchers
can explore parallels and divergences between the development of a multicultural identity and
the development of intercultural competence.

CONCLUSION

In this chapter, we center the experiences of multicultural individuals with at least one
minority status in their home country and abroad — a group that has been largely neglected in
intercultural competence research — and we consider issues of power, status, inequality, and
oppression in the development of intercultural competence for this group. Based on a review
of theoretical and empirical literature suggesting that multicultural individuals have greater
intercultural competence and develop it earlier than their monocultural peers, and after pre-
senting new findings from three studies on the intercultural competence of minoritized mul-
ticulturals, we propose the ICDM4M as a developmental model of intercultural competence
for minoritized multiculturals. This model prioritizes cultural humility instead of cultural
mastery or transcendence, acknowledging that many minoritized multiculturals have neither
the desire nor the privilege of transcending cultures; instead, they prefer being connected
to others, and they must operate within the sociopolitical constraints imposed upon them as
minoritized individuals, that is, as those who are not White men (i.e., without power and status
globally). To the best of our knowledge, the ICDM4M is the first proposed developmental
model of intercultural capabilities and the first to integrate the two malleable domains of
intercultural competence: intercultural attitudes and worldviews, and intercultural capabilities.
It presents exciting possibilities for the assessment and training of intercultural competence
for minoritized multiculturals. Furthermore, it sparks promising future research directions on
the parallels between intercultural competence development and the development of ERI and
a multicultural identity for minoritized multiculturals.
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