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Appendix: 1 — Survey

Cultural intelligence

Q29 Thank you for accepting to participate in this survey about cultural intelligence (CQ). The
goal with this questionnaire is to investigate how team leaders' CQ relate to employees'
perceived feeling of belongingness in multicultural teams. The purpose of this study is to gather
data for an educational thesis. The survey and the following data is anonymous.

Q5 Do you work in a team? By team we mean a group that pursues performance goals through
interdependent interactions. Throughout this questionnaire think and use the experiences you
have from the current team you are in

Yes (1)

No (2)

Q36 You are ineligible for this study, as you have provided information Jwhich is inconsistent
with the requirements, we stated in our cover letter. Please return your submission on Prolific by
selecting the ‘Stop without completing' button.

Q6 Do you work in a mulficultural team? By multicultural team, vie mean a task-criented group
consisting of people of different nationalities and cultural heritages.

Yes (1)

No (2)
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Q36 You are ineligible for this study, as you have provided information, which is inconsistent
with the requirements, we stated in our cover letter. Please return your submission on Prolific by
selecting the ‘Stop without completing' button.

Q37 With this agreement, | understand the information given and purpose of this survey. | give
my informed consent and agree to participate.

Yes (1)

No (2)

Q39 As you do not wish to participate in this study, please refurn your submission on Prolific by
selecting the 'Stop without completing' button.

Q1 This part of the questionnaire contains items that asks you to give some information about
yourself. E.g. age, gender, employee status

Page 51



GRA 19703

Q2 Gender
Male (1)
Female (2)

Other (3)

Q30 Do you work in a virtual team? By virtual teams we mean teams whose members use
technology to varying degrees in working across locational, temporal, and relational boundaries
to accomplish an interdependent task

Yes (1)

No (2)

Q39 How often did you work virtually before the covid19 pandemic each week?
1(1)
2(2)
3(3)
4(4)

5(5)

Q3 What is your age? Please write your age with numbers e.g. 43
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Q4 What is your working title?

Leader (1)

Non-leader (2)

Q7 How long is your woerk experience? Please write your experience with numbers e g. S

Q12 (1=Strongly disagree; 7=Strongly agre=)
1{1) 22} 33 44

My team
leaderis
conscious of
the cultural
knowi=dge
heishe usas
when
nteracting

with

with different
cultural

backgrounds
{1

Select
option 5 on
this item (£)

My team
l=ader
adjusts
hisher
cultural

knowl=dge
as they
interact with
from

a culture
thatis

unfamifiar to
him/Mer (2}

My team
leaderis
conscicus of
the cultural
knowledge
helshe apply
in cross-
cultural
interactions
{3}

5 (5)

8 (8)

7 {7

Page 53



GRA 19703

Q18 (1=Strongly disagree; 7=Strongly agres)
2@ 3 44

My team

leader

enjoys

inferacting

with

people

from

different

cultures

(1)

My team
leaderis
confidant
that
ha/che
can
socialze
with 3
culture
thatis
unfamdiar
to he/che

()

My team
leader
can deal
with the
stresses
of
adjusting
foa
culture
thatis
new o
hir'her
{3)

5(3)

6(8)

{7
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Q12 (1=strongly disagree: 7=strongly agre=)
1{%} 2{z 33 4%

My team
leader
changes
himmer
wverbal
behawvior
(e.g..
accent.
tone) whan
3 cross-
cultural
interaction
3 it.

(1)

My team
f=ader uses
pauses and

silences

differently
to suit
different
Cross-
cultural
interactions.
(2)

My team
l=eader vang
the rate of
himmer
speakng
when cross-
cultural
situation
requirss it.
(3)

My team
leader
changes
his/her
nonverbal
beshawvior
when 3
Cross-
cultural
situation

regurss it.
(4)
My team
leader
Shters
his/her
facial
expressions
when a
Cross-
cultural
interaction
requires it
(3}

5(5)

8 (&)

o)

Page 55



GRA 19703

Q15 In this section the survey will measure to which degree you fee! included in your work team
and environment. Inclusion is defined as "the degres to which individuals experience treatment
from the team that satishies their need for belongingness and uniquensss”. The measurs
contains 16 questions divided into four subscales. It uses a 7-point Likert Scale ranging from 1
{strongly disagree) to 7 (strongly agree).

Q11 (1=strongly disagree. 5=strongly agres)
(1) 2(2) 33) 4(4) 5(3) 618) [y

My team
gives me
the
feeling
that |

{f

My team
gives me
the
feeling
that | am
part of
this team
{2)

My team
gves
med the
feeling
that | am
part of
this team
(3)

My team
gives me
the
feeling
that | fitin
4
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J Q25 (1=strongly disagree, 7=strongly agree)
1(1) 2(2) 3(3) 4(4) 5(5) 6 (6) 7(7)

My team
treats mel
asan
insider (1)

My team
likes me (2)

My team
appreciates
me (3)

My team is
pleased
with me (4)

Q26 (1=strongly disagree, 7=strongly agree)
1(1) 2(2) 3(3) 4(4) 5(5) 6(6) 7(7)

My team
cares
about me
(1)

My team
allows
me to be
authentic
2)

My team
allows
me to be
whe | am

)

My team
allows
me to

express

my
authentic
self (4)
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Q27 (1=strongly disagree, 7=strongly agree)
1M 2@ 3@ 40¢)

My team
encourages
me to be
authentic
(1)

My team
encourages
me to be
who | am
2)

My team
encourages
me o

express my
authentic

seff (3)

My team
encourages
me fo
present
myself the
way | am
(4)

50)

6(6)

()
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Q22 (1=not at all characteristic, 7=very characteristic)
1(1) 2(2) 3(3) 4(4)

My team
comes up
with new and
practical
ideas fo
improve
performance.

(1)

My teamiis a
good source
of creative
ideas. (2)

My team
often have
new and
innovative
ideas. (3)

My team
comes up
with creative
solutions to
problems. (4)

5(9)

6 (6)

(1)
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Q18 This part of the of the survey wants you to answer on statements related to your team's
performance. By team performance we mean. how the team performs its tasks, but also if you
want to stay in the team.

Q19 (1=Strongly disagree; 7=Strongly agree)
1(1) 2(2) 3(3) 4(4) 5(3) 6(6) 7(7)

This team

performs

excellent
(1

This team
does
superb
work (2)

I want to
keep
working
in this
team (3)

Q41 In this part of the survey we want you fo answer statement related psychological safety. By
psychological safety we mean. psychological safety describes individual's perceptions about the
consequences of interpersonal risks in their work environment
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Q21 (1=very inaccurate, 7=very accurate).
1(1) 2(2) 3(3) 4(4) 5(8) 6 (6) 7(7)

Members
of this team
are able fo

bring up
problems
and tough
issues. (1)

Members
of this team
sometimes

reject
others for
being
different.
(2)

Itis safe to
take a risk
in this
team. (3)
It is difficult
to ask other
members

of this team
for help. (4)

No one on
this team
would
deliberately
actina
way that
undermines
my efforts.
(5)

Working
with
members
of this
team, my
unique
skills and
talents are
valued and
utilized. (6)
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If you make
a mistake
in this
feam, itis
often held
against you
(7)

Q24 In this part of the questionnaire we want to measure your turnover intention. Tumover
intention can be understood as your thoughts of quitting your current job.

Q23 (1=strongly disagree; 7=strongly agree)
1) 2(2) 303) 4(4) 5(5) 6 (6) (1)

| often think
of quitting
the
organization

(1)

| think of
searching
for another
position
with another
organization
(2)

| often think
of leaving
the
organization
within the
next year

(3)
|

Q34 Thank you for participating in this survey. Please press "submit’ to register your
responses.
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