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Abstract

The overall purpose of this study is to ascertain the level of intercultural competence of
missionary trainers at the Redeemed College of Missions, Ede, Nigeria (RCM) so that
practical ways of developing their intercultural competence could be determined. Though
competence of RCM missionary trainers in the area of dedication to duty and spirituality
has been assessed before, no study has been carried out on the assessment of their
intercultural competence. Fantini’s Intercultural Competence Assessment Scale was used
to assess the intercultural competence of the trainers. Descriptive research design was
used for the study. The population of the study included the 38 full time traiqfs: the
permanent site and the 278 adjunct trainers scattered all over Nigeria. Ou entire
population of the study (316 persons), copies of the questionnaire were - sent via
Google Form to 250 participants and 204 of them responded. In add% (10) senior
trainers were purposively selected for interview and the analysis “was done using
descriptive statistics while data was presented in pie and bar ¢ The study reveals
that 50-56% of the trainers possessed a very high compete evel in all the four
dimensions of intercultural competence which are: interc 1 knowledge, intercultural
skill, intercultural attitude and intercultural awareness it has been discovered that
there is still much to do in order to improve the RCM trdigers’ intercultural competence;
for instance, there should be more investment on @sre and language learning. It has
been recommended in this study that the col %hould be taking the staff through
periodic assessment of intercultural competen hat needed areas of adjustment could

be identified and necessary adjustments
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Introduction

Chapter One
1.1 Background to the Study
It is a common knowledge that missionary work is cross-cultural in nature. A Christian
missionary is generally understood to be a mature Christian sent by a local church or mission
agency to go to a foreign country or a people group different from his own wi {p\rpose
of spreading Christianity in the form of preaching the gospel of Christ, imakifig disciples,
planting churches and doing humanitarian services. Therefore, by @e f his mandate, a

missionary engages with individuals from diverse cultural b k@ds, often in foreign or

unfamiliar environments. In order to -effectively e cross-cultural contexts,

missionaries must possess a high level of intercult:ra}a%petence.

Many scholars in the area of Religious Stu@b of the opinion that one mistake that many
of the early missionaries to Africa n@s that they failed to adequately understand the
African worldview, philosophy, @3{ and culture. In other words, they lacked intercultural
competence. Their negative@sition towards the African worldview has been vehemently

condemned and many: &ars believe that this was as a result of the Western missionaries’
% of the African culture'2.

inadequate und@

One stu@gins how 19th-century evangelical missionaries to Africa created barriers that
even&y hindered the spread of the gospel due to the fact that they lacked intercultural
competence?. This lack of cultural and philosophical understanding has been discovered to be
a major source of conflict as at that time*. Also, lack intercultural competence has been found

to be a major source of stress for missionaries®. Another scholarly opinion is that that the



Christianity brought by the white missionaries is one of the factors that led to the death of

some cultural values®.

In view of the above submissions, one can say that inadequate intercultural competence will
affect the missionary enterprise in a negative way. There must be, of course, some positive
aspects of the foreign culture which the missionary can leverage to get more conveg&lrough

contextualization, but this can only be possible if such a missionary i ulturally

competent. /\

Intercultural competence is generally understood to be so% s ability to interact
appropriately and effectively with others in possession g nt cognitive, affective, and
behavioural orientations towards the world in interoQural situations’. An interculturally

competent person can be described as a person: ’bb

%e on culture and its cognitive comprehension,
te intercultural empathy, respect, tolerance,

as the openness to negotiate, the ability to argue, the
8

“not only with some acquired kn
but also competent to de
sensitivity and flexibility, a
good will to understand . discuss with them, and reach consensus”

N\
Thus, interculturality p\@?‘[es into all three dimensions of personality and relationships.
For instance, it 'e’&(%s into the cognitive domain because a person should be aware of his
own cultur d other people’s cultures before he could be deemed to be interculturally
com@’q also penetrates into the affective domain because such a person is expected to
be empathetic, tolerant and appreciative of cultural diversities. Lastly, intercultural
competence penetrates into the behavioural domain in view of the fact that such a person is

expected to possess good interaction and cooperation skills. Therefore, intercultural



competence refers to the ability to understand, appreciate, and adapt to different cultural

norms, values, and communication styles.

Missionary trainers hold a crucial role in equipping missionaries with the necessary
knowledge, skills, and attitudes necessary to engage respectfully and effectively with diverse
cultures. Now, due to the fact that trainers’ intercultural competence has a direct @ring on

the missionary trainees, a study of this kind is very important. Oz

The Redeemed College of Missions, Ede, Nigeria is a multicu@ missions training
institution established by the Redeemed Christian Church of %ﬂ 1993. It has trained
students (across several Christian denominations) from 3 nt countries in Africa, Asia
and America to become missionaries. It has studen@om more than 100 tribes. As at
November, 2024 the college had 125 external %é(ubses and has graduated 3,561 full-time
students!”?’, This is in addition to about\QO part-time students the college turns out
annually. For instance, the college @ﬂt d 1,156 part-time students in the last academic
session'®!”. The influence of tl&@%ge on Christian missions across board demands that the

intercultural competen@rainem be assessed. This will make a significant contribution

to cross-cultural m&

There is no @saying the fact that RCM missionary trainers need more intercultural fitness
for %@ns. First, their intercultural competence has a direct bearing on missionary
students, whom they train. Second, they deal with a more culturally diverse population. Thus,
the dynamic nature of cultural diversity and the evolving challenges missionaries face in
various cultural contexts necessitate a deeper exploration of the intercultural competence of

the trainers.



1.2 Statement of the Problem

Even though intercultural competence has been studied in several fields over the past 50
years, yet the models and assessments being used have never been applied to Christian
missionaries or trainers who prepare them for their work!>. In other words, intercultural
competence assessment scales have been applied to education, military work%siness,

economy and politics but none of the assessment scales has been applied to EEQis onary

training context!-7%10.12.13.16 <

N

The lack of adequate research specifically focused on assessing th ultural competence
of missionary trainers limits the ability to identify their stren@and areas for improvement.
Without a comprehensive understanding of the intercultu@ompetence levels of trainers, it
becomes difficult to develop targeted interventio% training strategies to enhance their
cross-cultural skills. This knowledge gap pﬁ@’gllenges to the effectiveness of missionary
training programs and may result in.m\Qs\naries being ill-prepared for the complexities of
cross-cultural encounters. There@%is study will contribute to the existing knowledge of
intercultural competence as ) nt by assessing the intercultural competence of missionary
trainers at the Redee e@)llege of Missions, Ede, Osun State, Nigeria, so that better ways
S

of enhancing tk@:\%‘h

g effectiveness could be determined.

1.3 @nd Objectives of the Study

The %(of this study is to assess the level of intercultural competence among missionary
trainers in the Redeemed College of Missions (RCM), Ede, Nigeria.
The objectives are to:

1. examine the level intercultural knowledge of RCM missionary trainers;

il. assess the degree of intercultural attitude of RCM missionary trainers;

4



iil. measure the level intercultural skill of RCM missionary trainers;

v. ascertain the degree of intercultural awareness of RCM missionary trainers and
v. identify practical ways of developing RCM missionary trainers’ intercultural
competence.

1.4 Research Questions

1. How interculturally knowledgeable are RCM missionary trainers? Q*
2. Of what degree is the intercultural attitude of RCM missionary tgain
3. How interculturally skillful are RCM missionary trainers’Q’<

4. Of what extent is the degree of intercultural @ ess of RCM missionary

trainers? Q

5. In what practical ways can RCM miss%' n@iners’ intercultural competence be

developed? ’b

1.5  Significance of the Study \
This research would benefit missio raining institutions, trainers themselves, missionary

organizations, missionaries, \kg‘f communities, and cross-cultural researchers and

practitioners. QQ

It would direct@missionary trainers by providing them with a better understanding of
their ownr@cultural competence. Trainers can identify their strengths and weaknesses.
This\&d enable them to focus on areas that require improvement. The research findings
would also offer guidance and resources to enhance trainers’ cultural sensitivity, adaptability,
and cross-cultural communication skills, thereby increasing their effectiveness in training

missionaries.



Furthermore, the research outcomes would indirectly benefit missionaries by improving the
quality of their training. Missionaries who receive training from competent trainers with high
levels of intercultural competence are likely to be better prepared for their cross-cultural
experiences. This can result in improved cultural understanding, increased adaptability, and
enhanced effectiveness in carrying out their mission work on their various fields.

Missionary and pastoral training Institutions would also benefit from the rese@' hey will

gain insights into the intercultural competence levels of their trainers. <

The findings will inform the development of tailored training pro and interventions to
enhance trainers' intercultural skills. This, in turn, will leQ more effective missionary
training, improved cross-cultural communication, _andy/ better-prepared missionaries.
Missionary organizations will be able to devel%%re effective strategies for selecting,
training, and supporting their trainers. Theent of intercultural competence can assist

in identifying trainers who possess tha\&?%essary skills and qualities to work effectively in

Local communities v@nissionaries operate will benefit from the research by

diverse cultural contexts.

experiencing mo.rg&urally sensitive and respectful interactions. Trainers with higher
intercultural coﬁnﬂtence can foster better understanding, empathy, and collaboration with
local COQ%mties. This can help reduce misunderstandings, cultural clashes, and potential
nega%impacts, leading to more positive and mutually beneficial relationships between

missionaries and the local communities they serve.

Finally, researchers and practitioners in field of intercultural studies will also benefit from the

insights and findings of this study, which may contribute to theoretical advancements,



methodological approaches, and practical implications for training and assessing intercultural
competence in various contexts beyond missionary work. Thus, the findings from this study

will be a preliminary guideline for further studies.

1.6 Scope of the Study

The scope of this study is limited to missionary trainers at the Redeemed College Q%SSions,
Ede, Osun State, Nigeria. The trainers under study include the 38 full tim@?&rs at the
permanent site and the 278 adjunct trainers both at external campuses a&h rmanent site.
The college is the only specialized missionary training institutio d by the Redeemed
Christian Church of God. This college is significant @ause of its characteristic
multiculturality. It currently has students from more than@ tribes and has graduated more
than 5,000 full-time students over time from Afr%’&trope, America and Asia, apart from

about 1,000 part-time students being gradu\ ually.

The study primarily focuses on asseé%}‘&&t intercultural competence of trainers within the
context of missionary trainiyg&%\mms and identifying potential areas of improvement. It
focuses on the follow%@nsions of intercultural competence relevant to missionary
trainers: cultura] &eness, sensitivity, adaptability, communication skills, empathy,

knowledge % l@ustoms and traditions, and ability to navigate cross-cultural challenges.

1.7 \@aﬁon of the Study

This study was limited by lack of physical contact with most of the participants. The number
of responses received from the questionnaire was not up to what the researcher expected
because it was sent online (Google Form). Forty six (46) of the respondents did not fill the

questionnaire despite several messages and calls from the researcher.



1.8 Definition of Operational Terms

Adaptability: This refers to the capacity to adjust and modify one's behavior,
communication style, and strategies to effectively engage with individuals from different
cultural backgrounds. It involves being flexible, open-minded, and responsive to cultural
differences, and being able to modify approaches to fit diverse cultural contexts.

Assessment: In this research, “assessment” refers to the systematic and struct Q%ess of
evaluating the intercultural competence of missionary trainers. It involv@ ecting data,
using various methods such as surveys, interviews, or observationssure and analyze
their knowledge, skills, attitudes, and behaviors related to intercultural competence.

Cultural Awareness: This refers to the understanding a\@c gnition of one's own cultural
values, beliefs, and biases, as well as the rec %Q and appreciation of the cultural

differences of others. It involves being co s of how culture shapes individuals'

perspectives, behaviors, and communicati \sQes.
.

Cultural Sensitivity: Cultural sens@ denotes the ability to recognize and respect cultural
differences and adapt one’s’@ for, communication, and decision-making accordingly. It
involves being aware B@Qural norms, traditions, and customs and avoiding actions that
may unintentio @nd or create misunderstandings in cross-cultural interactions.
Interculturalh Competence: This refers to the ability of missionary trainers to understand,
appreciz%%ld effectively interact with individuals from diverse cultural backgrounds. It
encompasses knowledge, attitudes, and skills necessary for navigating cross-cultural contexts,

including cultural awareness, sensitivity, adaptability, communication skills, empathy, and

the ability to bridge cultural differences.



Missionary Trainers: In the context of this study, missionary trainers are individuals

lecturing or training students at missionary training institutions (such as the Redeemed

College of Missions). They are responsible for preparing Christian missionaries for cross-

cultural missions work and sending such missionaries to the mission field.

Missionary: In this work this word refers to Christian missionary. This means someone who
X

felt God has called him to go out of his comfort zone to go and spread Chri ity; often

outside his cultural context. He does this by preaching the gospel of Christ ng convert

and planting churches. Q

Missions: Specific activities of missionaries to fulfill the mi i@the church. It includes

evangelism, church planting, health care, humanitarian ai ation, etc.

Mission Agencies: Interdenominational mission rg@tions that are into recruitment of

volunteer Christian missionaries. They recruit a@§d them to the mission field.

National Culture: This refers to cultur Xactices peculiar to various countries, that is,
D

common cultural traits unique to ce’&ﬁ}natlons as opposed to individual or tribal cultures.

Special Missionaries: Theﬁ*&a&%issionaﬂes who are into the logistics of missions, like

training of missionarie&@%ns research and statistics as well as missions mobilization.

Tent-making @ tors: This refers to the coordinators of various satellite campuses

under the R%(ggd College of Missions, Ede, Osun State. They combine secular work with

miss%@k

Tent-making Lecturers: In this work this refers to trainers of missionaries who are not full-

time trainers, that is, those who combine secular jobs with missions training.
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Chapter Two
Literature Review
2.1. Conceptual Review
This section focuses on few concepts which are reviewed below based on the opinion of
various scholars. These concepts include culture, cultural intelligence, intercultural
competence, cultural diversity, intercultural effectiveness, missions and mi Q% This

chapter also includes the theoretical framework, review of empirical studies and*Synthesis of

gaps identified.

2.1.1.1 Concept of Culture : S '

Like the proverbial six blind men of Indostan, scholars l&t the definition of culture from
diverse lens and there seems not to be a specific @(bnsus. Culture has been defined by an
international cultural organization as: “all @Q spiritual, mental and logical features that

defines the characteristic of a society.oh&:ial community!.”

S

One unique feature of this def&%n is the reference to the spiritual dimension of culture,
which refers to the beli@tices, and values that relate to the spiritual or religious aspects
of a society. It erq@;asses the way people understand their place in the universe, their
relationship%itg}ligher power or powers, and the rituals and traditions associated with
these bf@réﬂhis dimension often plays a significant role in shaping a culture's worldview,
more%f art, and social practices. It varies widely across different cultures and can be a
source of both unity and diversity within societies.
Culture is also defined as:

“a shared, stable living space, supported equally by all members of

the group, which passes it onto the next generation.”
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This definition may be criticized on the point that individual members of a group may not
share a particular cultural value in the same proportion. It has also been described as a set of
beliefs, practices, and symbols that are learned and shared. Together, they form an all-
encompassing, integrated whole that binds groups of people together and shapes their
worldview. It is a complex and multifaceted concept that encompasses the shar&eliefs,
values, norms, practices, symbols, and traditions of a group of people within a fic*social
context. It is the sum of the learned and transmitted behaviors, customs, and idgas that shape
the way individuals within a society perceive, interact with, and ma@ of their world?.

Culture is multidimensional, having different layers. One expg fies five main levels of

culture. They are national, regional, organizational, tea Qc ndividual cultures. The first
four can be described as group culture. This hol @cause there are cultural traits that
are peculiar to nations, regions, teams and_or tions. For example, lack of respect for
time has been described as the African culture®by many people®.

Culture is not static; it evolves o@éae and is influenced by historical, geographical, social,
and economic factors. It @% crucial role in shaping people's identities, guiding their
behavior, and facilitati ggaial cohesion and communication within a given community”.
Culture is like @e , where only a small portion is visible above the surface, while the
majority li den beneath. This concept, known as the cultural iceberg, illustrates that the
mosﬁ&r/g{und aspects of a culture are often concealed from immediate view. Above the
waterline are the visible aspects of culture. These include things like clothing, food, language,
and visible traditions. These elements are easily observable and can provide a surface-level
understanding of a culture. However, the real depth of culture resides beneath the surface. It

encompasses values, beliefs, norms, and deeply ingrained customs®.
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These aspects influence how people think, interact, and make decisions. Understanding the

hidden layers of culture is essential for effective communication and collaboration across

different cultures. Ignoring the cultural iceberg can lead to misunderstandings,

misinterpretations, and even conflicts. Therefore, it is crucial to dive below the surface,

engage in cross-cultural learning, and appreciate the richness and complexity that gﬁdden
R

(O

2.1.1.2 Characteristics of Culture /\

in the depths of every culture’.

Several characteristics of culture have been identified by scholar Qe is learned. It is not
biological. Much of learning culture is unconscious. People l@culture from families, peers,
institutions, and media. The process of learning culturesi wn as enculturation. Culture is

shared. Because humans share culture with other @ers of the group, they are able to act

)

in socially appropriate ways as well as pred&'\\@w others will act®.

Culture is symbolic. A symbol is s?@lsﬁﬁ ¢ that stands for something else. Symbols vary
cross-culturally and are arbitr\g[&%ey only have meaning when people in a culture agree on
their use. Language, mq@% art are all symbols. Language is the most important symbolic
component of cu-lt\\k'*ulture is integrated. This means that various parts of a culture are
interconnec% ture is dynamic. Cultures interact and change. Because most cultures are
in cont %ith other cultures, they exchange ideas and symbols. All cultures change,
othe&fe, they would have problems adapting to changing environments. And because
cultures are integrated, if one component in the system changes, it is likely that the entire

system must adjust’?.
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A scholar describes the relationship between culture, language, and someone’s ability to
properly integrate in a given society and take part in social encounters in various contexts.
According to him,
“Culture helps individuals recognize the speech events which help constitute
social life and the implicit and explicit norms which relate to these events and
the individuals who take part in them. It gives individuals a sense 05 what is

expected behaviour given the socio-cultural context in which I age is
used>10.”

This means that culture and language are deeply intertwined and inﬂuche h other in
several ways. Language is a primary tool for communication, ar@ flects the values,

beliefs, and norms of a culture. The vocabulary and expression% language often reveal

cultural concepts and priorities. Language shapes how p ‘% erceive the world. Different
languages have different ways of expressing concep@d ideas, which can influence how
individuals from different cultures perceive andi ret reality. Language can be a strong
marker of cultural identity. *RQ

People often identify with a particuiéﬁ\,}t'ure based on their language, and language can play
a significant role in reinforc’&?&lmral bonds and a sense of belonging. Language can reflect
and reinforce cultural s and taboos. Certain words or phrases may be considered
offensive or ir@/&p{i te in one culture but completely acceptable in another. Language
often contaiéwords and expressions that reflect a culture's values. For example, a culture

thati@ values family may have specific words for different family members or unique

terms related to familial relationships.

Language can evolve over time in response to cultural changes. New words and expressions
may emerge to describe technological advancements or societal shifts, reflecting the culture's

adaptation to these changes. In multicultural societies, the coexistence of multiple languages
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can lead to language borrowing and the blending of cultural elements. This can create unique
hybrid cultures and languages. Language is the medium through which art, literature, and
storytelling are expressed. Cultural themes and narratives are often conveyed through

language in these creative forms. Therefore, language reflects and shapes culture, and culture

3

It should be noted that while culture often enriches societies, cultural differe@ uld also

influences the development and use of language!!.

be a source conflict or social unrest, as one author noted: /\
“It is my hypothesis that the fundamental source o conflict in this new
world will not be primarily ideological or prim economic. The great

divisions among humankind and the domin@ source of conflict will be
culture. Culture and cultural identities e shaping the patterns of
cohesion, disintegration, and conflict in post-cold war world. Global

politics is being reconfigured along ¢ [ lines . . . peoples and countries
with similar culture are coming tog% Peoples and countries with different

cultures are coming apart”%!? (b

Indeed, culture can be a significant fact \Qntributing to social unrest. Differences in
cultural beliefs, values, and practlcfo\ lead to misunderstandings, conflicts, and even
violence within societies. I.ss&%%ated to cultural identity, discrimination, and clashes
between different cultu@s can all play a role in social unrest. Cultural differences can
lead to discrimig@and prejudice. Stereotypes and biases can form when one group
perceives angth culturally inferior or threatening. This discrimination can result in social

inequal@ruarginalization, and a sense of injustice among affected communities.

N

In some cases, cultural revivalism and nationalism can fuel social unrest. When a group seeks
to preserve or assert its cultural identity, it may clash with the dominant culture or other
cultural groups. Nationalist movements based on cultural pride can exacerbate tensions

within a society. Differences in religious beliefs or ideological convictions can lead to
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sectarian conflicts or political unrest. These divisions may result in protests, violence, or even
civil wars. When cultural groups have unequal access to political power or when policies
favor one culture over others, it can generate resentment and social unrest. In addition, when
rapid social change challenges cultural norms, it can lead to resistance and unrest. For

example, clashes can occur when traditional values clash with modern ideas such &gender

R
(O

Thus, culture can be both a source of richness and a potential cause Q unrest within

equality or freedom of expression’!3.

societies. Understanding these dynamics is crucial for fosterin ny, inclusivity, and
social cohesion in an increasingly diverse world. Therefore@s important for societies to

promote tolerance, diversity, and dialogue to address cultdral tensions and work toward

greater social harmony. b(bQ
O

2.1.1.3 Cultural Diversity @

The term “culturally diverse” is&@ used interchangeably with the concept of
“multiculturalism.” Multicultt&@q is defined as a system of beliefs and behaviors that
recognizes and respec%@esence of all diverse groups in an organization or society,
acknowledges an.d,&es their socio-cultural differences, and encourages and enables their

continued ¢ t&gﬁ'on within an inclusive cultural context which empowers all within the

organiz@or society'4.
Cultural diversity is a set of conscious practices that has to do with an understanding and
appreciation of how humans, cultures and the natural environment are dependent on one

another. It involves practicing mutual respect for qualities and experiences that are different

from one’s own context. It is the presence of various cultural groups within a society,
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workplace, or community, each with its own unique beliefs, traditions, and values. This
concept includes acceptance and respect. It means understanding that each individual is
unique. It also includes recognition of individual differences. Differences could be in the area
of race, ethnicity, gender, sexual orientation, socioeconomic status, age, physical abilities,
religious beliefs, political beliefs, or other ideologies. Diversity is the exploration,of these
differences in a safe, positive and fostering environment. It is about understandi % other
and moving beyond simple tolerance to embracing and celebrating the rich ensions of

diversity contained within each individual'>. Q

One can infer from the above definition that cultural diversit®eneﬁcial in several ways. It
fosters a variety of viewpoints and ideas, which results in\a/more creative problem-solving
and innovation. Also, exposure to different cultu@rén enhance education by providing a
broader understanding of the world. Diver@ promotes tolerance and reduces prejudice
by encouraging people to understand s\&espect others' backgrounds. Diverse workplaces
can be more competitive and %f(able, benefiting from a wider range of skills and
experiences. In addition, c@ diversity allows for the exchange of art, music, food, and
traditions, enriching &s with new cultural elements as well as promotes international
S

°
cooperation ant( ur&%&

nding, thereby contributing to global peace and stability.

Some s%%s submit that if cultural diversity is well managed, through the development of
inteeral competence, this will lead to better results in several dimensions'®. When
managed effectively, cultural diversity can yield numerous positive outcomes that benefit
individuals, organizations, and society as a whole. It brings together individuals with
different perspectives and experiences. Diverse teams are more likely to generate innovative

ideas and solutions. Diverse teams approach problem-solving from multiple angles. Different
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cultural backgrounds provide a broader range of solutions to complex issues. Exposure to
diverse cultures builds global awareness and competence. Individuals are better equipped to
engage in international business and diplomacy. Organizations that embrace cultural

diversity are more appealing to diverse customer bases. Understanding different cultures

3

Well-managed cultural diversity promotes tolerance and acceptance. I@ reduce

helps tailor products and services to a wider audience!”.

stereotypes and prejudice. Communities with diverse populations ofg\e ience greater
social cohesion. Diverse educational environments prepare studen globalized world'3.
Exposure to different cultures fosters open-mindedness a@mpathy. Cultural diversity
encourages the sharing of traditions and practices. By @acing diversity and promoting
inclusivity, individuals, organizations, and societi%%r arness the full potential of cultural

differences for mutual benefit and progressl’.\Q’b

Seven important actions involved in éﬁ\%o%\ition of multiculturalism:
1. Recognition of the alzu&@iversity of cultures;
2. Respect for the di \es;
3. Acknowlqd.@he validity of different cultural expressions and contributions;

4. Valui g(‘bot other cultures offer;

5. !@raging the contribution of diverse groups;

6.\Efmpowering people to strengthen themselves and others to achieve their maximum
potential by being critical of their own biases; and
7. Celebrating rather than just tolerating the differences in order to bring about unity

through diversity'°.
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2.1.1.4 Intercultural Competence

The concept of intercultural competence was first muted with respect to the proposal of a
developmental approach to training for intercultural sensitivity. The scholar suggests that
individuals with intercultural sensitivity tend to transform themselves from the ethnocentric
stage to the ethno-relative stage. His developmental model is a conceptual fram&k that
describes the stages individuals go through as they develop intercultural com e."These

stages provide a good framework for determining how to improve <the apacity for

intercultural competence®. 6\

Another influential scholar makes a significant contributi@o :Ee field of intercultural
competence in the context of language education. He phasizes the importance of
developing intercultural communicative compet%%stressing that this competence goes

beyond language proficiency to include Qh\Q’Qility to appreciate and navigate cultural

diversity!°. . @

Several other scholars have §ub§%%(3y contributed by applying the concept of intercultural
competence to several @ human endeavour: from education, business, economy and
politics to religio.n@mﬂitary work. For instance, one expert calls for adult education and
Human Res r&mvelopment professionals to acquire intercultural competence by applying
adult le@
cultm

ackgrounds. He believes this will help them to become successful in their

eories in cross-cultural learning, in order to help various people from diverse

international assignments'. Others are of the opinion that the rate of worldwide mobility of

students and increasing globalization and internationalization of university and college

campuses call for the cultivation of students’ intercultural competence. They believe that this
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will enable them to communicate effectively on campus and even in campuses outside their

home countries’.

An educationist discusses how education, with Literature-in-English as a tool, can be used to
teach intercultural communicative competence in multicultural classrooms in Nigeria,
thereby facilitating cross-cultural competence. He identifies cultural diversity as.one of the

major factors responsible for incessant civil unrest, hate speeches and insecu@ different

parts of the Nigeria'?. /\

Intercultural competence has also been applied to the U.S Navy. %military officers stress
that the Sea Services must reinforce their relationship wi al maritime partners and in
order for this to be possible the force has to emba@g international organizations, local
mariners and commercial operators. The diversi artners and their cultural backgrounds
would necessitate the mariners’ intercultlh\\Qompetence to be built over time!3. Others
scholars look at intercultural competé%&xw th respect to its importance in global leadership.
According to them, for busine&%%anizations to be successful, they need leaders who can
drive business on a glob @. In these days of globalization and high competitiveness, no
major company c.a&atisﬁed with being successful in the home market, or even in one or
two cross- rdg_ﬁmrkets. Even if a major company chooses not to expand globally,
internat@@competitors will enter its favorite markets. These scholars therefore submit that
lead%ﬁcross cultures is a critical element in driving a business enterprise to a great

success!4.

There is no specific, generally acceptable definition for intercultural competence as scholars

look at it from several angles. For instance, it has been described as the ability to
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communicate effectively and appropriately in intercultural situations based on one’s
intercultural knowledge, skills, and attitudes®.” It is also the ability to communicate
effectively in cross-cultural situations and to relate appropriately in a variety of cultural

contexts?!.

Another expert asserts that intercultural competence is “the ability of a person%ehave
adequately in a flexible manner when confronted with actions, attitudes a ectations
representative of foreign cultures®2.” Another scholar sees it as “a com;&o(ﬂdﬁilities needed

to perform effectively and appropriately when interacting with g@ho are linguistically

and culturally different from oneself?.” 0

Based on the above definitions it can be said that int@ltural competence is the ability to

hel

communicate effectively and appropriately with @ aving different cultural backgrounds.

It seems as if there is a level of agreementwg the scholars that intercultural competence
is a heterogeneous construct, which a;)& ral dimensions, which are necessary to interact
with people from other cult.uri%ﬁquately and effectively. For instance, knowledge, skill

and attitude have been %@ as the various dimensions of intercultural competence in the

first definition.
¢

One scholar@inguishes between intercultural competence and intercultural communicative
com@ He defines intercultural competence as follows:

“Individuals have the ability to interact in their own language with people

from another country and culture, drawing upon their knowledge about
intercultural communication, their attitudes of interest in otherness, and their
skills in interpreting, relating and discovering, that is, of overcoming and
enjoying intercultural contact > [Emphasis mine]
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In contrast, intercultural communicative competence is defined as being able to interact with
people from another country and culture in a foreign language. Individuals who have this
competence are able to negotiate a mode of communication and interaction which is
satisfactory to themselves and the other and they are able to act as mediator between people
of different cultural origins. Their knowledge of another culture is linked to their language
competence through their ability to use language appropriately — socio QASW and

discourse competence — and their awareness of the specific meaansJ alues and

connotations of the language?*. 6\

In addition, one author provides a list of alternative nam@r intercultural competence.
Some of them are: cultural competence, communicati\@mpetence, cultural sensitivity,
global competence, international competence, me@%ﬂc competence, effective inter-group
communications, intercultural interaction, @ural cooperation, intercultural sensitivity,
cross-cultural adaptation, global comp@ intelligence and international communication**.

2.1.1.5 Components of Inte.rci%%(—)competence

Attempts have been %@ different scholars to classify intercultural competence in
different ways. .@ding to one expert, intercultural competence comprises three
dimensions: cogjkie, affective and behavioural skills. The cognitive dimension includes
intercul@wareness, general knowledge and specific cultural knowledge?’.

The Mitive dimension of intercultural competence refers to the mental processes and
knowledge structures that individuals develop to navigate and adapt to cross-cultural
interactions. Cognition is generally believed to be the ability to process information. When it
is related to culture, one can think of cognition as the complete knowledge and experience

one has gained about cultural situations, someone’s interactions within those situations and
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how one has thought about or processed this information stored in the memory. The ability to
retrieve this stored information is referred to as cognitive ability?®.

At the core of the cognitive dimension is cultural awareness. This involves recognizing and
understanding the existence of different cultural norms, values, beliefs, and practices. It
requires individuals to acknowledge that their own cultural perspective is just one Qany”.
oc

about other cultures. This includes learning about history, geography, structures,

To enhance intercultural competence, individuals must actively seek and acqu;;an ledge
traditions, and languages of various cultures. The more one knows@: ifferent cultures,

the better prepared they are to engage with people from those hfc ounds?®.

The cognitive dimension also involves being aware ogreotypes and biases that may
influence one's perceptions and judgments abou%%le from other cultures. Recognizing
and challenging these stereotypes is cn@ objective and respectful cross-cultural
interactions. Empathy is an essential cQQ\ve skill in intercultural competence. It entails the

ability to understand and share tf%&ﬂ@s, perspectives, and experiences of individuals from

different cultural backgrounds\Empathy helps bridge cultural gaps and promotes meaningful

connections®.
S

Cognitive adaptability is a vital aspect of the cognitive dimension. People with intercultural
compet%%an adjust their thinking and behavior based on the cultural context they are in.
Them switch between cultural frames of reference as needed. Effective intercultural
communication requires cognitive skills such as active listening, interpreting nonverbal cues,
and decoding subtle cultural nuances in language and gestures. These skills enable
individuals to convey their messages accurately and to understand others better. Intercultural

competence involves critical thinking, which allows individuals to analyze and evaluate
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cultural differences and conflicts objectively. This can lead to creative problem-solving and

conflict resolution in cross-cultural situations?’.

Another essential cognitive component is self-awareness. Individuals need to reflect on their
own cultural biases and assumptions, as well as their communication styles, in order to adapt
and improve their intercultural interactions. Also, cultivating a sense of curiosity W other

cultures is part of the cognitive dimension. A genuine interest in leamini@different
t

cultural perspectives can motivate individuals to continually devek& intercultural

competence’!. %Q

The affective dimension of intercultural competence consi f an individual’s curiosity
towards other culture, cognitive flexibility, motivatioQQ learn, and being open-minded. It
refers to the emotional and attitudinal aspects th a crucial role in effectively navigating
and engaging with people from different mht\&”. It encompasses an individual's emotions,
attitudes, and motivations related & cultural interactions. Intercultural competence
actually begins with recogqizi@ud understanding one's own emotions in cross-cultural
interactions. This inclu%@g aware of any biases, stereotypes, or prejudices one may hold,

and how these emc@can impact communication and relationships?>.

Another essential aspect of affective dimension is empathy. It involves the ability to
und@ nd share the feelings of people from other cultures. Developing empathy helps
individuals connect on a deeper level and fosters mutual respect. Affective intercultural
competence includes having the emotional resilience to tolerate such ambiguity without
becoming anxious or frustrated. Another thing to consider under the affective dimension is

open-mindedness. Being open-minded means having a willingness to accept and adapt to

25



different cultural perspectives and practices. This mindset promotes a positive attitude

towards diversity and helps in avoiding ethnocentrism?**.

Also, understanding one's cultural background is crucial for effective intercultural
interactions. Individuals must reflect on their cultural identity and how it influences their
beliefs, values, and behaviors. Affective intercultural competence includes a&enuine
curiosity about other cultures. This curiosity drives individuals to seek out ition, ask
questions, and engage in cross-cultural learning experiences. Respect &oglnf cultures and
patience in communication are vital components of this dimensi reating others with

respect and allowing time for effective communication to o@are key to building positive

relationships?®. QQ

In summary, the affective dimension of interc é competence focuses on the emotional
and attitudinal aspects that underlie succ@ interactions with individuals from diverse
, . %m : .
cultural backgrounds. It involves se?%\ réness, empathy, open-mindedness, and a genuine
respect for cultural differenc.es.@e oping these qualities is crucial for building meaningful

cross-cultural relations%%\effectively navigating this interconnected world3®.

The dimensio '@o@ywioural skill of intercultural competence includes the ability to
communica@it people from different cultural backgrounds, listening to them, problem-
solv'%/ athy, and gathering of information. Being open to change and willing to adapt
one's behavior in response to cultural differences is a key behavioral aspect of intercultural
competence. This might involve modifying communication styles, customs, or practices to

accommodate others®’.
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Conflict can arise when cultures clash. Behavioral intercultural competence includes the
ability to handle conflicts constructively by using effective communication, negotiation, and
problem-solving skills. It is important to be aware of and respect cultural norms, values, and

taboos. Behavioral competence involves showing respect for these aspects of a culture, even

3

In diverse work or social environments, individuals with high intercultural @ ence can

if they differ from one's own3®.

work effectively in teams. They understand the dynamics of multicultl&gg(ps, contribute
positively, and foster a sense of inclusivity. When living or worki a different culture,
individuals with strong behavioral intercultural competence @adapt to new environments,
routines, and social norms while maintaining their c@ cultural identity. Sometimes,
avoiding conflict is the best course of action@ tercultural interactions. Behavioral

competence includes recognizing when\\Q’Qp back from a situation to prevent

misunderstandings or offense’’. . @

Cultural intelligence is anotlle@ oural element. This is the ability to learn and adapt to
different cultures quick@olves behavioral aspects such as seeking cultural information,
asking questions,.ag&dng curious about other cultures. Above all, the behavioral dimension
of intercult al(q,wpetence involves valuing and celebrating diversity. It means appreciating

the richlé at different cultures bring to a globalized world*’.

N

Another scholar developed the “pyramid model” of intercultural competence. This model
includes four steps depending on five dimensions*'. According to this author, the first

dimension is referred to as requisite attitudes. This dimension has to do with the “respect” for
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other cultures, “openness” to intercultural learning and other cultures, “curiosity” and
“exploring”.

This layer involves recognizing and managing one's emotional responses to cultural
differences. Key elements of this layer include:
Openness: Being receptive to new ideas and cultures.
Curiosity: A desire to learn about and from other cultures. Q*
Respect: Valuing and appreciating cultural differences. Q/O
Tolerance: Accepting ambiguity and uncertainty in cross-cultural en.

The second dimension is referred to as knowledge and co @sion. The individual’s
awareness of her/his own culture and others’ culture, @ of the effect of social factor

on the use of language and skills of reading the.c , having the information about the

culture and understanding are included in this di ion’.

At the base of this pyramid lies co ’nxe cultural awareness, which is foundational to
intercultural competence. This l%ﬂ?\rolves acquiring knowledge about different cultures,
including their history, c@, values, beliefs, and communication styles. It requires

individuals to underst &ltural variations and appreciate how complex global diversity is.

Key elements @ r include:

Cultura‘@%dge: Understanding cultural facts, practices, and historical context.
Self-Awareness: Reflecting on one's own cultural biases and assumptions.

Empathy: Developing the ability to see the world from others' perspectives.

Worldview Expansion: Expanding one's perspective to encompass multiple worldviews?’.
The third dimension is referred to as skills. The “skills” dimension includes listening to

people from other cultures, observing other cultures, interpreting them, evaluating and

28



relating the cultures. behavioral cultural awareness, which translates knowledge and attitudes

into practical skills for effective intercultural communication and interaction. This layer

focuses on the ability to adapt one's behavior to various cultural contexts. Key elements of

this layer include:

Communication Skills: The ability to communicate clearly and effectively across cultures.

Conflict Resolution: Managing and resolving conflicts arising from cultural dif] ch .

Flexibility: Adapting to different cultural norms and expectations and Q/

Cultural Sensitivity: Avoiding behaviors that may inadvertently offe®rsg.

The last two dimensions and two steps are desired internal &e and desired external

outcome. The desired internal outcome dimension co@ f adapting to new cultural

environments, flexibility about choosing and usi g@ppropriate communication styles,

and empathy. On the other hand, the desire ernal outcome dimension includes the

individual’s having the skills of communi }mn and behaving accordingly and effectively in
.

order to achieve intercultural purp{(ﬁ;depending on her/his intercultural knowledge, skills

and attitudes*!. . \A%

Also, the desired exte@ tcome focuses on affective cultural awareness, emphasizing

emotions and a@;@gwards intercultural interactions. This layer involves recognizing and
S

managing 06

inch@rb

motional responses to cultural differences. Key elements of this layer

Openness: Being receptive to new ideas and cultures.
Curiosity: A desire to learn about and from other cultures.
Respect: Valuing and appreciating cultural differences.

Tolerance: Accepting ambiguity and uncertainty in intercultural encounters'?.
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One other expert examines intercultural competence in seven different dimensions. These
dimensions are respect (a person’s ability to respect individuals and approaching them in a
positive manner), attitude toward interaction (someone’s ability to respond to others without
judging them), getting used to the knowledge (someone’s ability to understand that other
people may have different points of view about the world), empathy - mission-role
behaviours (a person’s ability to be flexible about starting the role and ing’ them
together), interaction management (a person’s ability to take part in quarrte} starting and

finishing the interactions that occurs depending on others’ needs an@es) and tolerating

to uncertainty (a person’s ability to react to new and uncertaf' sitwations with the minimum

uneasiness)*?. Q

N\
Another influential scholar puts forward other co@%ents intercultural competence, which
includes five dimensions®. The five dime re attitude, knowledge, interpreting and
relating skills (interpretation of a paﬁu\&event, which belongs to another culture and the
ability to explain this event by re@%(?it with the situations of one’s own culture), exploring
and interacting skills (@ new information about a culture and the cultural
implementations) and &al cultural awareness (someone’s ability to evaluate their own

[ ]
culture and po@v w of other culture in terms of implementations and products in a

critical w

Q

Attitudes: This dimension focuses on developing positive attitudes towards other cultures and
people. It involves being open-minded, curious, and respectful of cultural differences. It also

includes the ability to suspend judgment and avoid stereotypes.
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Knowledge: Intercultural competence requires a solid foundation of knowledge about other
cultures. This includes understanding their history, traditions, values, and customs. A

culturally competent individual is well-informed about the cultural context of others.

Interpreting and Relating Skills: Practical skills are essential for effective intercultural
communication. These skills encompass language proficiency, but they also i@e the

ability to interpret non-verbal cues, adapt communication styles, and n@l cultural

differences in behavior and etiquette. /\
Exploring and Interacting Skills: Being motivated to engage er cultures is crucial.
This dimension emphasizes the willingness to inte th people from different

backgrounds, even when it might be challenging OQ‘ncomfortable. Motivation can be

intrinsic (personal interest) or extrinsic (e.g., for or travel )34,

\O

Critical Cultural Awareness: This dimep$ion ‘encourages individuals to critically reflect on
[ ]
their own culture and how it inﬂ@s their perceptions and behaviors. It also involves

recognizing power dynamics %e potential for cultural bias or discrimination®’.

Qin these five dimensions, individuals can enhance their ability to
¥

By developing com;ﬁ
communicate, Q)ls}}é

especially, le in this increasingly globalized world.

te, and build meaningful relationships across cultures. This is

Q
Accch{g to this scholar, intercultural competence is comprised of three dimensions:
cognitive, affective and behavioural skills. The cognitive dimension includes intercultural
awareness, general knowledge and specific cultural knowledge. The affective dimension of
consists of an individual’s curiosity towards other culture, cognitive flexibility, motivation to
learn, and being open-minded. The dimension of behavioural skill of intercultural
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competence includes the ability of communicating with people from different cultures,

listening to them, problem-solving, empathy, and gathering information*’.

One other model of intercultural competence consists of six stages, each representing a

different level of intercultural sensitivity in which individuals progress as they grow in

intercultural competence®*: *

Denial: At this initial stage, individuals are unaware of cultural dlfferen@ may even

believe that their own culture is superior. They often avoid mlss intercultural
interactions. %
Defense: In this stage, individuals acknowledge cultura erences but perceive them as

threats or sources of discomfort. They may beconz t@swe and protect their own cultural

norms and values. ’b
O

Minimization: At this stage, individ@fcognize some cultural differences but tend to

downplay them. They focus on @%nalities and similarities, striving for universality and

minimizing the s1gn1ﬁc%@g ultural distinctions.

Acceptance: Indw@ in this stage embrace cultural differences and are open to learning
from other ltgreﬁ They are curious, respectful, and willing to adapt their behavior and

attitude%’btercultural contexts.

N

Adaptation: In the adaptation stage, individuals are highly skilled in intercultural
communication. They can easily switch between cultural perspectives and adjust their

behavior to fit the cultural context. They have a deep understanding of cultural nuances.
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Integration: The final stage represents a truly intercultural mindset, where individuals can not
only adapt to different cultures but also synthesize them into a holistic worldview. They see
the interconnectedness of cultures and are adept at navigating complex, multicultural

environments®-92,

2.1.2.1 Culture-Specific versus Culture-Generic Intercultural Competence \

Culture-specific and culture-generic intercultural competences refer to diffe proaches
people use to develop the ability to effectively interact with people Qn(ewverse cultural
backgrounds. Culture-Specific Intercultural Competence foc on acquisition of
knowledge and skills which are specific to a particular t@re or group of cultures. It

involves an in-depth understanding of the tradition, custc@anguage, and social norms of a

specific culture®. b(bQ
O

Individuals develop expertise in one or r@cultures and this enables them to navigate
[ ]
interactions with members of those @ﬂs ore effectively. Culture-specific competence is

very essential while dealing @Vely with a particular culture or while working in a

specific international c@

Culture-Generig-I %tural Competence is another approach which emphasizes developing
universal s% and strategies that can be applied across various cultural contexts. This
inch% s like active listening, empathy, adaptability, communication, conflict resolution,
and intercultural sensitivity, all of which are relevant in all intercultural interactions. Culture-
generic competence is broader in scope and can be valuable in situations where individuals

encounter diverse cultures regularlyS.
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In practice, a balanced approach is often the most effective. While culture-generic skills
provide a strong foundation for intercultural communication, adding culture-specific
knowledge when dealing with specific cultures enhances understanding and effectiveness.

The choice between culture-specific and culture-generic competence depends on an

3

The relationship between culture-specific and culture-generic intercultural tence is

individual's goals and the context of their intercultural interactions*’.

dynamic and interconnected, and understanding how these two aspgts together is
crucial for effective cross-cultural interactions. The two approache ften complementary.

Culture-specific knowledge enhances culture-generic skills a@ce versa®®,

Culture-specific knowledge provides the context an kground which are necessary for
understanding the nuances of a particular cultuisé‘allows individuals to navigate specific
cultural norms, behaviors, and comm Qion styles. Culture-generic intercultural
competence serves as the foundatgi\ includes skills like active listening, empathy,

adaptability, and commuqica@ which are universally applicable in intercultural

interactions®. QQ\

Culture-specifi k@dge builds upon this foundation, applying culture-generic skills in
specific cult@ contexts. It enables individuals to adapt their behavior, communication, and
decis{/@ing to align with the customs and expectations of a particular culture. Effective
cross-cultural communication often requires a combination of both. Culture-generic skills are
essential for building rapport, managing conflicts, and conveying respect regardless of the

culture. Culture-specific knowledge helps individuals avoid misunderstandings,

34



misinterpretations, and cultural faux pas that may arise in specific cultural contexts. It

facilitates deeper cultural understanding and appreciation®®.

Culture-generic competence helps individuals recognize the importance of cultural
differences and adapt their communication style accordingly, even when they lack in-depth
knowledge of a specific culture while culture-specific competence ensures individ%ls have
the necessary context-specific knowledge to navigate complex cultural situati@h greater
sensitivity. Both culture-specific and culture-generic competencies con@gﬁ personal and
professional development. They enhance an individual's ability to ffectively in diverse
teams, negotiate international business deals, and build gl relationships. Tailoring the

level of culture-specific knowledge to the frequen@ depth of interactions with a

particular culture is very important’!. 6{6

In summary, both approaches are inteﬂwin&%ects of the ability to navigate cross-cultural
[ ]

interactions successfully. They come%e each other, with culture-generic skills forming

the core competencies and g@eciﬁc knowledge enriching and contextualizing these

skills. A balanced a% that integrates both is essential for fostering effective

intercultural comm&ﬁion and relationships>2.

2.1.2.2 Cul%l ntelligence and Intercultural Competence

Culu@’gﬁgence has been defined differently by different scholars. A scholar defines it as
an individual's ability to be adjusted to an unfamiliar cultural context successfully>?. Cultural
intelligence and intercultural competence are closely related but distinct concepts. Cultural
intelligence refers to an individual's ability to adapt and function effectively in culturally

diverse settings. It is the capability to function effectively in culturally diverse settings. It

35



involves the knowledge, skills, and motivation to adapt to different cultural contexts, making
it easier to work and communicate across cultures. It involves skills such as cultural
awareness, cultural knowledge, cultural mindfulness, and cross-cultural communication’.
Some scholars see cultural intelligence as the ability to:

“tease out of a person’s or group’s behaviour those features that would be

true of all people and all groups, those peculiar to this person or ah\group,

and those that are neither universal nor idiosyncratic™.”

O
Another writer is of the opinion that cultural intelligence goes beyond@%ﬁy of a person
to learn new cultural situations. He believes it has to do with u ding what he or she
sees and experiences. He adds that cultural intelligence is t being skilled and flexible
about understanding a culture, learning more about it fr&o ¢’s on-going interactions with it,
and gradual reshaping of one’s thinking to be mo&pathetic to the culture and for one’s

behaviours to be more skilled and appropria}\@en interacting with others from the culture?%
56. .@

On the other hand, intercul@ompetence encompasses a broader set of skills and
attributes that enable iu@ls to interact successfully with people from different cultures.
It includes not m&% cognitive aspects like cultural knowledge but also emotional and

behavioral ngeﬂents, such as empathy, respect, and the ability to navigate complex

cultural g ractions%.

v

Another scholar defines it as the ability to exert skills and talent that can properly react to
cultural value standard and attitude of others who an individual interacts. According to
another author, cultural intelligence is the capability to relate and work effectively in

culturally diverse situations®’.
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A scholar describes the relationship between cultural intelligence and intercultural
competence in the following way. Cultural intelligence is the ability of communicating and
considering others for peaceful coexistence, relating peacefully with people who have
different cultural backgrounds. It comprises four key components which are cultural
knowledge (understanding cultural norms, values, and practices), cultural motivation (the
willingness and interest in engaging with other cultures), cultural strategy (the@@o plan

and adapt behaviour in diverse situations) and cultural action (the (;%{Qy/ effectively

interact across cultures)>*. Q

However, intercultural competence includes the cognitive co@wn‘t (understanding cultural
differences, communication styles, and worldviews), &onal component, (developing
empathy, tolerance, and an open mindset towards@% cultures) and behavioral component

(applying cultural knowledge and emoti@reness in real-life interactions). Thus, a

cultural intelligence is an aspect of im@ral competence’s.

Cultural intelligence is a C{u@?ponent of intercultural competence. It provides the
cognitive foundation %@)ing individuals with cultural knowledge and the strategic
ability to adapt .tg&erent contexts. Developing cultural intelligence can contribute to
enhancing i terg.ﬂmral competence. As individuals improve their cultural intelligence, they
become@%r equipped to manage the emotional and behavioral aspects of intercultural
interkﬁﬁns. Intercultural competence incorporates both cognitive and emotional elements,
which complement cultural intelligence. While cultural intelligence emphasizes cognitive
skills and strategies, intercultural competence delves deeper into emotions and behaviors,

such as empathy and respect™’.
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Cultural intelligence and intercultural competence are intertwined concepts that work in
tandem to facilitate successful intercultural interactions. While cultural intelligence provides
the knowledge and strategic ability, intercultural competence adds the emotional and

behavioral elements necessary for respectful and effective engagement across cultures®.

Developing both competencies is very important for thriving in this interconne@world.
They reduce misunderstandings, conflicts, and cultural barriers, leading to@g.effective
communication and cooperation in diverse environments. These compe;&ci re valuable in
a globalized economy, enabling individuals and organizations @vigate international
business, diplomacy, education, and multicultural societies@ﬁr, cultural intelligence
and intercultural competence are vital in fostering &@e cross-cultural relationships,

whether in personal, professional, or societal contf%b

O

More benefits of cultural intelligence h}\QQeen identified. High culturally intelligent
individuals are better at resolving cé%ot in cross-cultural settings. They can understand
differing viewpoints, mediate &@XS, and find common ground more effectively. Cultural
intelligence encourage@}y and understanding of different perspectives and experiences.
This promotes i.n@ity, reduces biases, and fosters more harmonious relationships.
Individuals itga_kigh level of cultural intelligence are more culturally sensitive. They avoid

uninten@cultural faux pas and show respect for local customs and traditions>* ¢!,

N

Leaders with cultural intelligence can motivate and lead diverse teams more effectively.
They adapt their leadership styles to fit the cultural preferences of their team members,
increasing team cohesion and performance. Diverse perspectives stimulate creativity and

innovation. A culturally intelligent workforce is better at generating fresh ideas and solving
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complex problems. Cultural intelligence facilitates global networking. Professionals who
understand and respect different cultures can build a broader and more diverse network,

which can be invaluable for career growth®?,

Developing cultural intelligence requires self-awareness and self-improvement. It can lead to
personal growth and a broader worldview®. By understanding cultural dj&ences,
individuals can anticipate potential conflicts and take proactive measures tc@Qent them,
contributing to a more peaceful coexistence. High culturally intelligen@&&uals are more

adaptable in unfamiliar environments. They can quickly adjust to Itures and thrive in

diverse situations®*. 0

In addition, cultural intelligence enhances problem—sc@g skills by encouraging a broader
perspective®. It encourages individuals to 001],8 multiple viewpoints when addressing
challenges®? 6. Individuals and organizatio&@h high culturally intelligent are often seen as
respectful, inclusive, and socially 2%%&1 ible, which can enhance their reputation and

attractiveness to partners, custo and employees’” 7.

2.1.2.3 Developmentah@of Intercultural Sensitivity

An interculturalis s§$§eveloped a Developmental Model of Intercultural Sensitivity. This
model is a@amework that describes the stages of intercultural sensitivity and the
psy@ development individuals go through when engaging with people from different
cultural backgrounds. He identifies six distinct types of experience across the continuum
from ethnocentrism to ethno-relativism: denial, defense, minimization, acceptance,
adaptation and integration. Each stage represents a different level of intercultural sensitivity

and competence®®.
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By ethnocentrism he refers to the experience of looking at one’s own culture as central to
reality. Beliefs, values and behaviours acquired through primary socialization are seen as
adequate descriptors of the way things are. By ethnorelativism the scholar refers to the
experience of viewing one’s own culture as just one organization of reality amongst many
legitimate possibilities. He uses the suffix “relativism” to explain that differing, cultural

perspectives should not be seen as superior to one another, but as relative“:Qe istinct

stages are explained below: <

N

Denial: In this stage, individuals are unaware of cultural differe @\d may assume that
their own culture is superior. They may assume that thei@n culture is the only valid
perspective, showing little interest in other cultures. D@ often leads to ethnocentrism,
where one's culture is perceived as superior. T@ the situation where one’s cultural
perspective is viewed as the only real or a@l\@’bone. Other cultures are either not noticed

at all, or they are understood in a.a@vague manner. Mono-cultural upbringing will

normally result in a denial of cul%fafference”.

Defense: At this sta@duals recognize cultural differences but perceive them as
threats. They may *&ne defensive or ethnocentric when encountering unfamiliar cultures.
In the Defe egta;, individuals start to recognize cultural differences, but they may view
them as s. They become defensive or hostile when faced with unfamiliar cultures, often
resor%g to stereotypes or prejudices. Defensive individuals may avoid intercultural

interactions or engage in them with a guarded attitude**.

At this stage, one’s own culture is viewed as the best form of civilization. Culture difference

is noticed but the world has become organized into a situation where one’s own culture is
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superior and other cultures are inferior. A modification of this polarized situation is referred
to as Reversal, in which the individual has a negative view of their own culture and regards

other cultures as better than their own3%8.

Minimization: People in this stage begin to recognize similarities across cultures and
downplay differences. They may believe that all cultures are the same and this Wead to
cultural misunderstandings. Minimization of cultural difference is the state in @Qelemen‘[s
of one’s own culture are experienced as applying to everybody. In this@@s&neone begins
to feel that there is no difference between them and others since @e all human beings.

The scholar suggests that this stage is the most common stagg 'ntercultural development®s.

)

become more open to diverse perspectives a@

communication style. In the Acceptance sﬁ&ndividuals acknowledge and value cultural

Acceptance: In this stage, individuals acknowledge@d value cultural differences. They
will

ing to adapt their behavior and

differences. They recognize that diff&&p spectives can be equally valid and enriching®?.

Acceptance is marked by 'a&pen-minded approach to intercultural encounters and a
willingness to adapt ond! avior and communication. Acceptance of cultural difference is
present when p '@erience their own culture as just one of a number of equally complex
worldviews.@)p e in acceptance are self-reflective on their experience of other cultures and
are b\k/@’gzknowledge others as different from themselves, but equally human. They are
not necessarily experts in one or more cultures but rather they are able to identify how

cultural differences in general operate in a wide range of human interactions®®.

Adaptation: At the adaptation stage, individuals actively seek to understand and integrate

other cultures into their own worldview. They can function effectively in multicultural

41



environments. Individuals actively seek to understand and integrate other cultures into their
worldview. They demonstrate flexibility in their behavior and communication styles to
accommodate cultural diversity. Adaptation allows individuals to function effectively in

multicultural environments®?.

Integration: This is the highest stage of intercultural sensitivity, which involw deep
appreciation for cultural diversity. Individuals in this stage can effortlessly Q between
cultural perspectives and are highly skilled in intercultural interactiogQgeiliduals in this
stage possess a deep appreciation for cultural diversity and ﬂuidl%@ate between cultural

perspectives. They effortlessly switch between cultural s and exhibit exceptional

intercultural competence®. Q

Q

It should be noted that Individuals are not static i &stages; they can move back and forth
based on their experiences and self—awarer@)evelopment often occurs through exposure
to different cultures, education, and %ﬁti e practices. This model is used in various fields,
such as education, busirle%%&d intercultural training, to enhance cross-cultural

understanding and corr@} It emphasizes the importance of cultural sensitivity, empathy,

and adaptability m®creasingly diverse world?.

The model s@es as a valuable tool for assessing and improving intercultural communication
skillg\/@ng a more inclusive and harmonious global society. It provides a structured
framework for understanding how individuals evolve in their approach to intercultural
interactions, from denial and defensiveness to acceptance, adaptation, and integration. It

underscores the significance of cultural awareness and competence in a multicultural world'4.
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The development of intercultural sensitivity is through the increasing capacity to perceive
difference. This capacity is built upon actual experience combined with reflection on that
experience. Cultural knowledge is not the same thing as intercultural sensitivity. Intercultural

development requires increasing experience of difference coupled with reflection and

N\

This model holds significant importance in the field of intercultural stu several

reasons: /\

It provides individuals with a structured framework to under: eir own intercultural

integration of insights®’.

development. It helps people become more self-aware @ir attitudes, behaviors, and
biases in intercultural interactions, promoting personal@qwth and cultural competence. It is
widely used in educational settings, such as in i &ural training programs, study abroad
programs, and diversity and inclusion init@s. It offers a structured way to teach and
assess intercultural competence, he&%a arners develop the skills needed for effective

N\

cross-cultural communication®’. %

N\
The DMIS encourage?\@%duals to recognize and respect cultural differences. This is
crucial in a gl ﬁ®mrld where people from diverse backgrounds interact regularly. It
fosters a sense,of empathy and respect for others people’s cultural perspectives. In addition,
the @ ffers a framework for understanding and resolving intercultural conflicts. By
recognizing the different stages of intercultural sensitivity, individuals and groups can
identify potential sources of conflict and work towards resolutions that promote

understanding and harmony®?.
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As individuals progress through the stages of the DMIS, they become more adept at adapting
to different cultural contexts. This adaptability is invaluable in various settings, from
international business negotiations to community interactions in multicultural societies. By
promoting acceptance, adaptation, and integration of different cultural perspectives, the
DMIS can lead to stronger and more effective intercultural relationships. It helps bridge

cultural gaps and build trust between individuals and groups®®.

S
The DMIS encourages inclusivity by emphasizing the importance Q&Jstanding and
respecting diverse cultural backgrounds. It is a valuable to @ organizations and
institutions aiming to create more inclusive environments policies. Researchers and
educators use the DMIS as a basis for studying interc1®al competence and developing
assessment tools. It has stimulated research an%%eeper understanding of intercultural

communication and sensitivity>’. @

The model is applicable in Varioé%\ﬁessions, including healthcare, education, and
international business. It eqqi@ssionals with the skills necessary to navigate culturally
diverse environments a vaide effective services to diverse populations. In a world
characterized by } ed globalization and interconnectedness, the DMIS helps individuals

and organi%tlcny navigate the challenges and opportunities presented by global

interacti@

Nevertheless, the DMIS has been a valuable framework for understanding intercultural
competence, it is not without its criticisms and limitations as scholars have critiqued the

theory in many fronts.
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The DMIS suggests a linear progression from one stage to another, implying that individuals
move through the stages sequentially. In reality, people's intercultural development is more
complex, and they may not progress in a linear fashion. Some individuals may exhibit

aspects of different stages simultaneously or regress to earlier stages in certain situations®2.

Furthermore, this model looks Eurocentric and reflects a western perspective of iq%ﬂtural
competence. It may not fully account for the diversity of cultural e@Quces and

perspectives worldwide, potentially leading to ethnocentrism or culturaldiegémény’.

The DMIS simplifies the complexities of intercultural interaz% Ey reducing them to
discrete stages. In reality, intercultural sensitivity is infl various factors, including
power dynamics, social identities, and historical OQ‘axts, which the model does not
adequately address. Also, the higher stages of t 6!;8, such as Adaptation and Integration,
lack clear definitions and measurement crit@his makes it challenging to assess and teach
individuals at these levels and limits & el's practical utility. The model does not account
for cultural variations in how i t%p\ltural sensitivity is expressed. What may be considered

sensitive behavior in o %re might not be the same in another, and the model does not

provide a cultura] @r these differences®®.

Lastly, the IS focuses primarily on individual development, which may neglect the
impq@rbof systemic and structural factors in intercultural competence. It does not

sufficiently address issues of privilege, discrimination, and power dynamics that play a

significant role in intercultural interactions3%%2,

However, the DMIS is significant for promoting intercultural understanding, personal growth,

effective communication, and inclusivity in an increasingly diverse and interconnected world.
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It serves as a valuable tool for individuals, educators, organizations, and researchers seeking
to enhance their intercultural competence and navigate the complexities of multicultural

interactions®s.

2.1.2.4 Effect of Intercultural Competence on Intercultural Communication

Many scholars are of the opinion that intercultural competence predicts iq%ﬂtural
communication. The former plays a crucial role in shaping the dynamic e latter.
Intercultural competence refers to the ability to effectively interact a&gﬂiﬁunicate with

people from different cultural backgrounds, understanding and r@ their values, norms,

and perspectives’’. 0

The impact of intercultural competence on intercult communication is profound and
multifaceted. Intercultural competence enh%é(bthe effectiveness of intercultural
communication by enabling individuals to}\@ate cultural differences. It equips them with
the skills to convey their ideas cleégk nd interpret messages accurately across cultures.
Cultural differences can lqa(kéisunderstandings and misinterpretations. Intercultural
competence fosters @ and sensitivity, reducing the likelthood of these

misunderstandings@acilitating smoother interactions’".

N

Building tr%and respect is essential in intercultural communication. People who are
inter%@ y competent are more likely to be perceived as respectful and trustworthy
because they show an understanding and appreciation for other cultures. Intercultural
competence aids in resolving conflicts that may arise due to cultural differences. Competent
individuals can identify the root causes of conflicts and employ effective strategies to resolve

them peacefully’?.
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In business and diplomacy, intercultural competence is critical for successful negotiation. It
allows negotiators to recognize cultural nuances, adapt their strategies, and find common
ground, leading to mutually beneficial outcomes. Intercultural competence promotes cultural

sensitivity, which means being aware of and valuing cultural differences. This sensitivity

3

In globalized workplaces, intercultural competence is essential for teams llaborate

fosters inclusivity and avoids inadvertently offending or marginalizing others’.

effectively. It enables team members to leverage the strengths of di\@gdspectives and
work cohesively toward common goals. Developing intercultural tence often leads to
personal growth. It broadens one's worldview, challenges s, and encourages a more
open-minded and adaptable approach to communicationgercultural competence is a key

attribute of global citizens who actively engage \@e world and contribute to the global

community. It promotes cultural awareness@ect on a global scale”,

Intercultural competence also helps 1&%,&&&1 Is move beyond stereotypes and generalizations
about other cultures. It allows more nuanced and accurate understanding of diverse
groups of people. In su%@ntercultural competence is an essential skill for effective and
respectful intercp@ communication. It promotes empathy, understanding, and
collaboratio gmss cultural boundaries, contributing to a more harmonious and

interco world”*.

v

2.1.2.5 Intercultural Competence Development
Developing intercultural competence is essential in today's globalized world to effectively
interact and work with people from diverse cultural backgrounds. Scholars have come up

with several steps to take in order to develop intercultural competence. One could begin by
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examining one’s own cultural background, values, and biases. Understanding one’s own
culture shapes perceptions and behaviours. Individuals should also cultivate an open and

non-judgmental mindset towards other cultures and be willing to learn and adapt™°.

Reading books, watching documentaries, and engaging in cultural exchange programs to gain
knowledge about various cultures have also been considered to be helpful. Learnin%oreign
language or at least some basic phrases can greatly enhance one’s ability @Qﬂect with
people from different cultures. Cultural empathy is another key factor. &divg(als should put

themselves in the shoes of others. One should always try to u nd the world from

others’ perspectives’. 0

Another important factor is active listening. One sh@d listen actively and attentively to
people from different cultures and show resp interest in what others have to say.
Equally important is cultural sensitivity. P&Q should be aware of cultural norms, values,
and taboos and avoid behaviours or @ ts that might be offensive to others. There is also
the need to adapt one’s go@caﬁon style as needed with the understanding that

communication styles, %@al and non-verbal, can vary greatly across cultures’®.

Another impo '@t of intercultural competence development is conflict resolution skill.
One shoulg™ develop effective conflict resolution skills that can help resolve
mis%@dings and conflicts that may arise due to cultural differences. One should also
possess cultural humility. Individuals should acknowledge that they may not fully understand

or be experts on another culture. One should be humble in interactions and open to learning’s.

Exposure and immersion is another important thing. Travelling, living, or working in a

different cultural environment is one of the most effective ways to learn about and adapt to
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other cultures. In addition to this, one should seek diverse friendships and networks. The
individual should expand his/her social circle to include people from different cultural

backgrounds. This provides opportunities for intercultural interaction!®,

Attending workshops or courses on intercultural competence to gain structured knowledge

and skills will equally help to develop intercultural competence. One should sta)%ormed
\J

and keep up-to-date with global events, cultural trends, and changes in the 0 remain

culturally aware. One should also be patient when navigating intercultu&ngaéctions and be

flexible in approach to accommodate different cultural expectatic@

Regularly personal assessment of one’s intercultural ce is also important and

necessary adjustments should be made to improve one@bility to interact with people from

diverse backgrounds. In addition to this, one ;8 seek guidance and mentorship from

individuals who have extensive experience\'\‘gtercultural interactions. Continuous practice

of one’s intercultural competence %@i g feedback from others in order to improve will
&

In a world that is becomi ?creasingly interconnected, developing intercultural competence

also help'334,

is not just a p %@(ill; it is a professional necessity. It leads to better collaboration,

improved pr@em-solving, and more inclusive workplaces and communities’”.

O
2.1.3\g§essment Scales for Intercultural Competence
Assessment scales for intercultural competence are tools used to evaluate an individual's
ability to effectively communicate and interact with people from diverse cultural
backgrounds. Assessment scales for intercultural competence play a crucial role in evaluating

an individual's ability to effectively navigate and interact in culturally diverse environments.
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They provide insights into a person's level of cultural awareness, sensitivity, and
adaptability?!. Here are some commonly used assessment scales and frameworks for

intercultural competence:
Cross-Cultural Adaptability Inventory (CCAI)

The Cross-Cultural Adaptability Inventory (CCAI) is a 50-question self assess ool. It
enables individuals to measure their strengths and weaknesses in four dim@ which are
related to cross-cultural communication and activity. This inventoé&\éelf—scored, and it
produces a visual grid of the individual’s profile. It is a widel nized assessment tool
designed to evaluate an individual's ability to adapt @tion effectively in diverse
cultural settings. The CCAL is particularly useful for 1 iduals who work, study, or interact
in multicultural environments, such as expa@ international business professionals,
students studying abroad, or anyone enga iﬁ\@cross—cultural experiences’®.

AN

The CCAI measures cross-cultural &9 bility through the following dimensions:

N4

Emotional Resilience:@ension assesses an individual's emotional stability, stress
ty

management, and abili cope with the challenges of living or working in a different

culture. It lool®ow well one can handle the emotional ups and downs associated with

adapting '@W environment.

FlexMy/Openness: This dimension evaluates one's willingness to embrace new ideas,
behaviors, and values, as well as the ability to be open-minded and adaptable to different

cultural norms and practices.
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Perceptual Acuity: This dimension measures an individual's attentiveness to cultural cues and
their ability to understand and interpret nonverbal communication, body language, and other

subtleties in a foreign culture.

Personal Autonomy: Personal autonomy refers to one's self-confidence and ability to

function independently within a different cultural context, make decisions,. dnd take

responsibility for their actions’. OQ

The CCALI is typically administered through self-assessment questi ’g\es, and the results
provide individuals with insights into their own cross-cultural Qﬂity. It is a valuable
tool for personal and professional development, as it @ individuals identify areas
where they may need improvement when interacting ’ibm@erse cultural environments’®.
Beliefs, Events, and Values Inventory (BEVQQ’b6

According to the Beliefs, Events, a@lues Inventory (BEVI) project, the BEVI is a
questionnaire that helps individ@f?nderstand better what they believe and value about
themselves, about others a@bout the world at large. It also helps to reflect upon how such
beliefs and values may™= or may not - be conducive to learning, personal growth,
relationships, a@)ﬁmuit of life goals. This approach combines four measures into one

instrumengs ering data such as demographic/background information, life history, beliefs,

Valu%sy%rldviews, and qualitative experiential reflection items’®.

The BEVI is grounded in the Intercultural Development Continuum (IDC), which posits that
individuals progress through stages of intercultural competence. Components of BEVI

include:
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Beliefs — The BEVI measures an individual's fundamental beliefs about culture and diversity.
It assesses attitudes, stereotypes, and perceptions related to people from different cultural
backgrounds. Beliefs can fall along a continuum from ethnocentrism (seeing one's culture as

superior) to ethnorelativism (accepting and appreciating cultural differences).

Events — This component evaluates an individual's ability to adapt to, respond to, and learn
from intercultural experiences. It focuses on how one interprets and makes f events

and interactions with people from different cultures. Events are oftely% catalysts for

growth along the intercultural competence continuum. %Q

Values — The BEVI examines the values and priorities ape a person's behavior in
cross-cultural encounters. It assesses an individual's ¢ itment to intercultural competence,
openness to new experiences, and willingne;béo gridge cultural gaps. The BEVI is
administered through a questionnaire that E\Kgpants complete. The results provide a profile
of an individual's intercultural coT%Q and their current stage on the Intercultural

Development Continuum, w.hlc&% des stages such as Denial, Polarization, Minimization,

Acceptance, and Adapt@

BEVI is wideh@ﬁeducational settings to assess and develop intercultural competence
a

among stud culty, and staff. Business organizations use the BEVI to enhance the
inter. ul@’bskills of employees, particularly those working in diverse, global teams. It
serves as a valuable tool for academic research on intercultural competence and its
development. BEVI helps individuals understand their current level of intercultural

competence and encourages self-reflection. It provides a roadmap for personal growth and

development in intercultural competence. The results can be used for programme evaluation,
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helping educators and organizations measure the effectiveness of their diversity and inclusion

initiatives’.

GAP Test: Global Awareness Profile

The Global Awareness Profile (GAP) test is a self-assessment tool that seeks to provide
individuals with a summary of their global awareness. It is an assessment tool %ned to
measure and enhance intercultural competence. The GAP is designed to pro@ividuals
with insight into their intercultural strengths and areas for improvemen@&

The test divides 126 questions across six geographic regions: Asi @ica, North America,
South America, Middle East, and Europe, with a few questio@‘ned at general global issues.
The questions concern six primary topics or issuesgwironment, Culture, Politics,
Geography, Religion, and Socio-Economic. The 6%3 taken online, and auto-generates a

score®, @%

The GAP assesses intercultural com@e through a range of dimensions/components,
including: %\(—)

Cultural Self-Awareness: U \ %anding one's own cultural identity.

Cultural Knowledge: Havig knowledge of different cultures and cultural practices.

Cultural Skills(’{irg&a ility to adapt behaviour and communication to different cultural
contexts. ’bb

Cult gﬁotivation: The willingness and enthusiasm to engage with people from other
cultures.

Cultural Openness: Being open to new experiences and ideas from diverse cultures®’.
Individuals typically complete the GAP through self-assessment questionnaires, 360-degree

feedback, or guided reflection. They rate their own intercultural competencies, and in some
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cases, peers, mentors, or supervisors provide feedback. The assessment results are then used

to identify areas for development.

Using the GAP provides lots of benefits. It encourages individuals to reflect on their own
intercultural skills and attitudes. The assessment results provide a foundation for creating a
personalized plan for improving intercultural competence. The GAP allows for tb%lcking

of progress over time, making it an effective tool for development®’. Oz

The GAP is widely used in various contexts. It is used in education@&&imﬁons to prepare
students for global citizenship. It is used in businesses to e%@ the effectiveness of
multicultural teams and expand global markets. It is us althcare to improve cross-
cultural patient care. The GAP is used in internatio%k organizations and diplomacy for
effective communication and negotiations. Th?bQ’Pbis a valuable tool for assessing and
enhancing intercultural competence. It aim ividuals in recognizing their cultural blind
spots, encourages self—improvement,&o tributes to more effective and harmonious cross-
cultural interactions. Howeyer«@xuould be noted that self-assessment may not always
provide accurate insigk%@ﬂtural competence is highly context-dependent. Additionally,

achieving cultural &etence is an ongoing process, and the GAP is just one tool among

many?®, (_/
O

\/QJ

Global Citizenship Scale
The Global Citizenship Scale (GCS) measures global citizenship in terms of three
components namely: Social Responsibility, Global Competence, and Global Civic
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Engagement, each with their own subcategories of inquiry. This assessment posits a series of

declarative sentences, to which individuals answer using a Likert-type scale®!.

s Global Justice and
Disparities

« Altruism and Empathy

* Global Interconnectedness

and Personal Responsibility

Social
Responsibility

+ Self-Awareness
s [ntercultural Communication
» Global Knowledge

Global
Competence

Global
Citizenship

* [nvolvement in Civic
Organizations

e Political Voice

# Glocal Civic Activism

Global Civic
Engagement

Fi

\I

gure 2.1: Global Citizenshipx\A

This scale is a widely r@é—uzed assessment tool used in the field of intercultural education.
It offers a stru .l{&ap roach to evaluating individuals' intercultural competence. The GCS
is rooted in@ concept of global citizenship, which emphasizes a sense of belonging to a
broa@ al community and the responsibilities that come with it?!.

The GCS assesses intercultural competence through a set of key dimensions:

Global Awareness: This dimension assesses an individual's knowledge and understanding of
global issues, such as climate change, human rights, poverty, and cultural diversity. It

measures the extent to which a person is informed about global challenges.
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Global Perspective: The GCS evaluates an individual's ability to view issues from a global
perspective, recognizing the interconnectedness of the world and the impact of local actions

on global outcomes.

Global Engagement: This dimension examines an individual's level of involvement and
commitment to addressing global issues. It assesses their participation in ac%ﬁes or

initiatives aimed at making a positive impact on the world. Oz

Global Responsibility: Global citizenship involves taking responsibili & one's actions and

their implications on a global scale. This component assesses a@wdual's willingness to

contribute to solutions for global challenges. QO

Global Identity Dimension: This dimension ex %e extent to which an individual

identifies as a global citizen and their commit o taking action to address global issues. It

assesses their motivation to engage in @itizenship activities. The GCS utilizes a range
[ ]

of assessment methods, including @sessment, peer evaluation, and instructor evaluation.

Participants are asked to re\r@on their experiences, knowledge, attitudes, and behaviors

related to intercultural etenced!.

In summary, t@% Citizenship Scale is a tool that quantifies an individual's global

citizenship@tommitment to addressing global challenges. It serves as a valuable resource
in e&h&nal, research, and organizational contexts to foster a sense of responsibility and

engagement with global issues®!.

Global Perspectives Inventory (GPI)
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This is a self-assessment tool that measures how a student thinks, views him/herself as a
person with a cultural heritage, and relates to others from other cultures, backgrounds, and
values. Thus, the inventory measures a student’s outlook related to cognitive, intrapersonal,
and interpersonal development in order to better design curriculum to facilitate students’

A\

learning and growth.

“How do | know?”

Intrapersonal Interpersonal @

\ v
Figure 2.2:  Global Perspe&nkg{nventory82

Intercultural Developm&ntory (IDI)

This is a 50-i€.®tionnaire which attempts to identity an individual’s intercultural
competenceégﬁned by the IDI as the capability to shift cultural perspective and
apprqq/@e y adapt behaviour to cultural differences and commonalities. It asks questions to
measure an individual’s goals for cross-cultural activity, challenges encountered when
navigating intercultural interactions, and ability to adapt to these challenges and situations®®.

The IDI is a widely used assessment tool designed to measure an individual's or a group's

intercultural competence and development. It is used to assess an individual's intercultural
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competence, which includes their ability to understand, communicate, and effectively interact
with people from different cultural backgrounds. It is often used in various contexts,
including education, business, healthcare, and government. It is employed to design diversity
and inclusion training, assess the effectiveness of intercultural programs, and support

individuals in their intercultural development journey®3.

The IDI is grounded in the Developmental Model of Intercultural Sensitiviti @\Q), which

outlines six stages of intercultural competence: /\

a. Denial: Lack of awareness of cultural differences. %Q
b. Polarization: Viewing one's culture as superior or inferior. 0

c. Minimization: Recognizing some cultural differences b@mhasizing similarities.

d. Acceptance: Valuing cultural differences and ad@{@Qbehavior.

e. Adaptation: Shifting perspectives and be%\@o fit different cultural contexts.

f. Integration: Developing a multicultuu\('\'%ntity and facilitating intercultural interactions®®.
Individuals taking the IDI typica%fe@yond to a series of statements or scenarios, indicating
their level of agreement @foﬂ. Their responses are then scored to determine their
intercultural develop Qtage. This tool provides detailed feedback to help individuals
understand théi&&ﬁultural competence and how they can progress to higher

developm: %stages. This feedback can be used for personal growth and in training

progﬁ;@és83 .

Some critics argue that the IDI may oversimplify the complex nature of intercultural
competence and development. Additionally, it has been criticized for potential cultural biases
and limitations in assessing practical intercultural skills®3. However, the IDI plays a vital role

in fostering inclusivity and effective cross-cultural communication in various settings.
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2.1.4. Concept of Missions/Missionary

A missionary is an individual who is sent by a religious organization or group to propagate or
spread their faith, religious beliefs, or humanitarian work in a particular region or among
specific communities. Missionaries often engage in various activities, such as evangelism,
teaching, providing medical assistance, establishing schools or orphanages, and,offering

S

Missionaries can be found in many different religious traditions, includi iStianity, Islam,

humanitarian aid®.

Buddhism, Hinduism, and others. They are driven by a desire to %@eir religious beliefs,

values, and practices with others and may work in both local international contexts®,

In Christianity, for example, missionaries are com@nly associated with the work of
spreading the teachings of Jesus Christ and esta g churches in areas where Christianity
is not widely practiced. They may travel \Q)reign countries or live among indigenous

[ ]
communities to engage in evangehsr@&&m leship, and social services?®.

It is important to note that tH@ﬂ “missionary” can also be used in a broader sense to refer
to individuals or groups, inyolved in non-religious activities aimed at promoting a specific
cause or ideol '}@ example, people working in humanitarian organizations or Non-
Govemmen@)rganizations (NGOs) can be referred to as missionaries of humanitarianism,

as t@gedicated to providing assistance and support to those in need®!”.

The word “missionary” has been narrowly defined as “a person who is sent to a foreign
country to teach people about Christianity®*.” From this definition, it is clear that missions

work is cross-cultural in nature.
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Missions is from “mitto,” a Latin word which translates “to send.” Missions entails the
totality of the proclamation of the gospel within a particular people group with the objective
of planting a viable church which is able to influence the particular people group through
expression of love and dynamic witness. It is that part of the mission (goal and/or purpose) of
the church which sends out specially selected and spiritually mature Christians to ev&ngelize,

S

A missionary is, therefore, a person sent by God and the local church Q&Jple other than

disciple converts and plant churches often in cross-cultural contexts®54,

his own to minister the love of Christ especially by the preachin gospel, nurturing of
converts and planting of churches. Traditionally, a miss@y is a Christian who has
completed training in the art of missions, commissioned ba local church or an agency and

sent to any particular field for the work of mi@ which could be located within his

country or outside his country®*. @
2.1.4.1 Types of Missionary X 5\%

Field Missionary %

A field missionary resi \ng the people group. He is known and recognized by the

people as a missio%His task is to preach the gospel contextually; disciple converts and
plants a Viatzge &1}1
Specialzl\@f@ ary

He is\lncerned with the logistics of missions. He is special because he is not directly
involved in the actual preaching of the gospel to any particular people group. He is involved
with such things as training of prospective missionaries, administration, missions’
mobilization, mission research, support groups which raise finance, materials, human

resources, prayer partners etc.
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Tent-Making Missionary

This is a missionary with a professional job. He uses the income from his employment on the
field to support himself, the work and operations of that field. He does the work of missions
not as his primary assignment. A local church or agency may commission him but he is

independent of them for subsistence and operation?®193,

XY
2.1.4.2 Importance of Intercultural Competence in Missions OQ
Christian missionaries should have intercultural competence for severa&asgd

Effective Communication: Intercultural competence allows miss s to bridge cultural
gaps and communicate effectively with people from diffe:@)ac grounds. It helps them
understand cultural nuances, language barriers, and socia@toms, enabling them to convey

their message in a way that is relevant and relatabl@%e local population®’.

O

Respect for Local Cultures: Intercultural etence fosters respect for diverse cultures.
[ ]

Missionaries with this competenc&o%pr ach local communities with an open mind,

appreciating their values, tga(@, and beliefs. This respectful attitude builds trust and

facilitates meaningful e@nt with the people they seek to serve's.

Contextualizati '@ Gospel: Intercultural competence helps missionaries contextualize
the gospel %‘sage within the local culture. They can find culturally appropriate ways to
expr%% cal concepts and adapt their methods of sharing the message to resonate with the
cultural context of the people they are serving. This approach ensures that the message is

understood and received in a meaningful way®.

Building Relationships: Intercultural competence enables missionaries to build genuine

relationships with people of different cultures. By understanding and valuing cultural
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differences, they can connect on a deeper level, establish trust, and create lasting bonds. This

relational aspect is crucial for effective ministry and discipleship'®.

Avoiding Cultural Insensitivity: Without intercultural competence, missionaries may
unintentionally engage in cultural insensitivity or ethnocentrism, which can hinder their
effectiveness and alienate the local population. Understanding cultural norms, cus%s, and

sensitivities helps missionaries navigate potential pitfalls and prevents unnec@ conflicts

or misunderstandings®. /\

Adapting to Local Challenges: Intercultural competence equips%onaries to adapt to the
challenges they may encounter in a foreign culture. Th etter understand the social,
economic, and political dynamics of the community, al@ing them to address specific needs

and work alongside local leaders and organizati ectively?®,

Collaborative Ministry: Intercultural \ptence encourages collaboration with local
[ ]

believers and churches. It recogniz@ value of indigenous leadership and empowers local

communities to take ownetship, Of their faith. Missionaries who prioritize intercultural

competence work as f}@%rs and mentors, supporting and empowering local believers
rather than impc’:@yign practices®.

Overall, ipﬁb‘ltural competence enables Christian missionaries to approach their work with
humility,Cultural sensitivity, and a deep appreciation for the diversity of humanity. It allows
them to be effective ambassadors of their faith while honouring and valuing the unique

identities and experiences of the people they serve®.
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On the other hand, missionary trainers need to possess a higher level of competence because
their competence level has a direct bearing on the students whom they raise. Below are some

of the reasons why missionary trainers should have intercultural competence:

Diverse Student Populations: Classrooms today are increasingly diverse, with students from
various cultural backgrounds, ethnicities, and languages. Intercultural competenf&nables
trainers to effectively communicate and engage with students from dif cultures,
fostering an inclusive and supportive learning environment. By{ understanding and
appreciating their students' cultural backgrounds, trainers can b%@eet their individual

needs and create a sense of belonging?®. 0

Cultural Sensitivity and Respect: Intercultural com ce helps trainers develop cultural
sensitivity and respect for their students' divers;kagrounds. It enables them to recognize
and value different cultural norms, practi&\&‘ld perspectives. This understanding allows
them to avoid stereotypes, biases, anés%ai inatory practices. By promoting cultural respect,

they create a safe and inclusiy@ for all students?2.

\Y

Effective Communicat@ Instruction: Effective communication is essential for teaching
and learning. | %@al competence equips trainers with the skills to navigate linguistic
and cultural@ferences, facilitating clear and meaningful communication with students. By
ada@ instructional strategies and language to students' cultural backgrounds, trainers
can enhance comprehension and engagement, ensuring that all students can access the

curriculum!>.

Building Positive Relationships: Building positive relationships with students is a

cornerstone of effective teaching. Intercultural competence helps trainers establish
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meaningful connections with students from diverse cultures. By demonstrating understanding
and respect for their students' cultural identities, trainers create a sense of trust and rapport.

This connection promotes student motivation, participation, and academic success?2.

Addressing Cultural Biases: Intercultural competence empowers missionary trainers to
recognize and address cultural biases, promoting social justice and equity in educadtion. By
\J

incorporating diverse perspectives, resources, and examples into their teachi @ rainers can

challenge stereotypes, foster critical thinking, and create a moy\i&ive learning

environment?3. %Q

Global Citizenship Education: Intercultural competenc with the goals of global
citizenship education, which aims to develop learners QQ are aware, empathetic, and active
contributors to a diverse and interconnected w, y fostering intercultural competence,
missionary trainers prepare students to &Qate global challenges, appreciate cultural

diversity, and work collaboratively v@e le from different backgrounds®.

Preparation for a Multicultut Ciety: In an increasingly interconnected world, missionary
trainers who are interc\@%y competent will be able to prepare missionary students for
multicultural s Ta&%d global ministry. By developing intercultural competence, trainers
will be ableéequip their students with the skills and attitudes needed to thrive in diverse
setti%&oting social cohesion, and fostering intercultural understanding. This will help

the students to thrive in any cross-cultural setting they find themselves doing ministry3°.

In summary, missionary trainers should have intercultural competence to effectively engage
with diverse student populations, promote cultural sensitivity, enhance communication, build

positive relationships, address biases, and prepare students for a multicultural society.
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2.1.5 History of the Redeemed Christian Church of God (RCCG)

When asked about how the RCCG was established, the present leaders of the church usually
begin by saying the genesis of the church is likened to the day of small things of the select
stone in the hands of God destined for great rejoicing at the end time. It is in the story of
small beginnings that RCCG’s present import in the socio-cultural and religious laﬁape of

X

In July 1909, the Akindayomi family of Ondo State of Nigeria was b)Qe ith a son. He

Nigeria is anchored®®.

was named Josiah Olufemi Akindayomi. He grew up in an environ here the worship of
Ogun (the Yoruba divinity of iron and war) was prevalent b tu%md by the knowledge of
the existence of a greater power, he yearned to know thgod who created the earth and
everyone on it. This pursuit for God led him to th@ch Missionary Society where he was

baptized in 1927. Still in search of spiritua\ ent, he joined the Cherubim and Seraphim

Church (C&S) in 193157, (—;\\'\

Josiah Olufemi Akindayomi \QQ} to worship in the C&S for subsequent years and got
married in 1941 after v%’@relocated to Lagos in the latter part of that year. In 1947, he
was prompted by.aséfor a better service and deeper experience with God when he bore the
concern tha§hggw\rch was departing from the true Word of God in some of its practices.

This 1eaé:©~

Fell(Mp that met at 9, Willoughby Street, Ebute-Metta, Lagos.

1s establishment of the prayer fellowship later known as the Glory of God

A group of twelve former members of the Cherubim and Seraphim (C&S) church founded
the RCCG. The leader of this group was a man called Josiah Olufemi Akindayomi (hereafter

Josiah), himself an established but estranged prophet of the C&S church in Ebute-Metta, a
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once suburban area of Lagos. Initially, there were nine members but before long the
fellowship rapidly grew as the news of the miracles that occurred in their midst spread. By

1952, he felt persuaded to leave the church.

Akindayomi also had a vision of words that appeared to be written on a blackboard. The
words were “The Redeemed Christian Church of God.” Amazingly, Pa Akinda%i who
could not read or write was supernaturally able to write these words down. I Q'isitation,
God also said to him that this church would go to the ends of the ea«lgd'(hat when the
Lord Jesus Christ appeared in glory, He would meet the churc then established a
covenant with Pa Akindayomi, synonymous with the Abral@ covenant in the Bible. He
said that He the Lord would meet all the needs of the @h in an awesome way if only
members would serve Him faithfully and be obe%(bo His Word. It is upon this covenant

that RCCG was built. ®%

Thus, RCCG was born in 1952, desti@the Lord Himself to take the world for Him. The
church continued to meet at 9 @hby Street, however, upon the acquisition of some land,
the church witnessed a@on to the present site of the headquarters of the church at 1-5

Redemption Way, -Metta, Lagos (formerly 1a, Cemetery Street)®.

N

In the early @ od spoke to Pa Akindayomi about his successor who was not a member of
the %@’qlen and would be a young educated man. Thus when the young university
lecturer joined the church in 1973, Papa was able to recognize him in the Spirit as the one
that the Lord had spoken about in the past. This man, Enoch Adejare Adeboye who was then
a lecturer of Mathematics at the University of Lagos soon became involved in the church- He

became one of the interpreters translating Pa Akindayomi’s sermons from Yoruba to English.
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He was ordained a pastor of the church in 1975. Pa Josiah Akindayomi was 71 years old
when he died. Amidst controversy, Pastor Adeboye’s appointment was formalized by the

reading of Pa Akindayomi’s sealed pronouncement after his burial¢-47,

In 1981, Pastor Enoch Adejare Adeboye became the General Overseer of the Church. In
1983, the land for the Redemption Camp in Mowe was purchased. In 1988, a st t body
known as the Redeemed Christian Fellowship RCF was established. It is th@Qb wing of

the church concentrated within tertiary institutions of learning in the QQS&' In 1990, the

Redeemed Christian Church of God Bible School was foundéd) 1990, Christ the
Redeemers Friends Universal CRFU, was established t rner financial and human
resources from the very wealthy in the society®. QQ

RCCG’s Vision and Mission Statement (bbrb

The overall church planting objectives an@s for RCCG is encapsulated in the church
vision and mission statement which légéw hereunder:
1. To make heaven. . AQ\
2. To take as many p@ us.
3. Tohavea m.eg&)f RCCG in every family of all nations.
4. To acc 1:&&\10. I above, holiness will be our lifestyle.
5. To Q@nplish numbers 2 and 3 above, we will plant churches within five minutes
Ming distance in every city and town of developing countries and within five minutes
driving distance in every city and town of developed countries.

6. We will pursue these objectives until every nation in the world is reached for the Lord

Jesus Christ®.
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As part of the approaches to actualize the above vision, the Redeemed College of Missions
was established in 1993 to train cross-cultural missionaries, who could be sent to any part of
the world to propagate the gospel of Christ and plant RCCG churches. This method has been

yielding positive results®.

Since 1981, an open explosion began with the number of parishes growing in J8aps and
bounds. Based on the last count, there are at least about 2000 parishes of@%edeemed
Christian Church of God in Nigeria. On the International scene, the chuith 18+pfesent in other
African nations including C’ote D’Ivoire, Ghana, Zambia, Mala @e, Tanzania, Kenya,
Uganda, Gambia, Cameroon, and South Africa. In Europe, @hurch is spread in England,
Germany, and France. In the United States, there are paris@n Dallas, Tallahassee, Houston,

New York, Washington, and Chicago and also in t@nbbean states of Haiti and Jamaica®®.

O

2.1.5.1 The Redeemed College of Mission Overview

The Redeemed College of Missionéo ), formerly known as the Redeemed Christian
School of Missions (RECSO.MAQ’QE integral part of the Redeemed Christian Church of God
(RCCG). RCCG staﬁ%@issions training school as a department of the Redeemed

Christian Bible CO@RCBC) with three [3] students and Pastor D.A. Ilori as her principal

at the Reiz@&kamp. This was after 40 years of the existence of the church. Perhaps,

RCCG Q

1992 ndf come to place®.

not be having this training arm had a commissioned Board for Missions in

Knowing the importance of a full-fledged School of Missions, the search went on for a
suitable location. For its rural-urban setting, Ede was preferred above the three selected

locations for the site of the school in 1993. Thus, the vision for the commencement of a
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school of missions the Redeemed Christian Church of God would call her own was
actualized. The college kicked off in a rented apartment at Olowoobida, Ede with less than

10 students.

As the year turned around, in the year 2000 particularly, the school was relocated to its
permanent location at Ededimeji, Ede, Osun State in South-western Nigeria where\there is
on-going development of physical structures, human lives and spiritual giant@?@te. RCM
seeks to train Christians with definite call and conviction for cross-cwgnﬂssions within
the rural and urban context who would use all communicable fo%@resent the gospel to
all the people of the world. The entire programme of the e is planned based on the

commitment of RCCG to plant and grow parishes and r@lisciples in all the countries of

N\
the world®. ’b
O

As at November, 2024, 36 countries have\\QQ1 represented in the Redeemed College of
Missions across Africa, Asia and Arégg{%a. tudents from more than 100 tribes are currently

undergoing training in RCM. ollege has 125 external campuses and has graduated

3,561 full-time student%@\ovember, 2024°0, 107,
s

x@b
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Figure 2.3: The Redee ege of Missions, Ede, Osun State, Nigeria

Source: Researcher’s Co ct, 2023.

2.2 Theore@ﬁamework

The theorp&band conceptual framework explains the path of a research and grounds it
firmlyninstheoretical constructs®. This section examines only one theory relevant to this study,
which is Fantini’s Intercultural Competence Assessment Model. However, there are other
theories of intercultural competence. Some of them are highlighted below:

Ting-Toomey's Face Negotiation Theory focuses on how people from different cultures

manage face, or one's public self-image, in communication and conflict resolution!®. Hall's
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High and Low Context Culture Theory categorizes cultures as high context (relying on non-
verbal cues and shared knowledge) or low context (relying more on explicit verbal
communication)!. The Cultural Intelligence Theory emphasizes four capabilities:
metacognitive, cognitive, motivational, and behavioral, which help individuals adapt to and

X

2.2.1 Fantini’s Intercultural Competence Assessment Model 0

function effectively in culturally diverse settings!?®.

The scholar divides intercultural competence into four different %&kﬁs. They are
intercultural knowledge, intercultural attitude, intercultural skill a cultural awareness.
According to him, these four dimensions can be used to me@ intercultural competence**.

The four dimensions are explained below: QQ

Intercultural Knowledge: This dimension is a}b@nsidered as the conceptual aspect of
intercultural competence. Intercultural kno\gge refers to an individual’s skills to gain
knowledge about products of the peé%K their own culture or another culture with which
they interact, and the skill to &%&levant information which would help the individual to
personally interact with p \rom the other culture.

Intercultural Atti.tﬂhis dimension includes being open and respect to, interest in and
curiosity a ut<djﬂerent cultures. In addition to these, being open-minded, risk-oriented,

empathiQ respecting differences are among the other intercultural attitudes.

v

Intercultural Skill: This refers to being able to listen to people from other cultures, observe
other cultures, interpret, analyse, evaluate and relate them. This also includes the skills to
learn a second or third language and stand up to the difficulties faced during the process of

learning a second or third language. It also involves skills to interrelate languages with each
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other, listening skills, information gathering skills and problem solving skills are among the

intercultural skills.

Intercultural Awareness: This refers to the ability of the individual to see the similarities and
differences between their own culture and the other culture with a criticizing point of view.
Intercultural awareness is also seen as someone’s consciousness in improving the%tudes,

knowledge and skills while learning their own culture and other people’s culﬂ@ V.

This model offers a comprehensive framework that encompasé‘@rious aspects of
intercultural competence, including knowledge, skills, att% and awareness. It
emphasizes the importance of cultural sensitivity, helping- @iuals recognize and respect
diverse perspectives, behaviours, and communicati@tyles. The model also provides
practical tools for assessing intercultural comp&ée, making it applicable in real-world
scenarios such as cross-cultural comnh\qgtion, global business, and international
: . 5& : :
collaborations. It acknowledges & intercultural competence is a dynamic and

developmental process, encqu@ngoing growth and learning in individuals.

However, assessment \égercultural competence often involves subjective judgment,
making it cha '@to measure accurately and consistently. Different assessors may
interpret be@ours differently. Thus, this model might be more applicable to certain cultural

contex\t)@g less effective in others, as cultural norms and expectations can vary significantly.

23 Review of Empirical Studies
Assessment of intercultural competence has been done by several scholars and applied to
several issues. For instance, some researchers assessed the intercultural competence of 185

university teachers at Matej Bel University (MBU) in Banské Bystrica, Slovakia and found
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their linguistic and intercultural skills to be very low. A further assessment of 218 teachers
after seven years revealed a 100% increase in intercultural skills®*. Another study sought to
determine Kocaeli University’s international students’ level of intercultural competence.
With the sample of 230 international students chosen randomly at Kocaeli University,

Turkey, the research revealed that the level of intercultural competence of those stt&ts was

high®*. Q
Furthermore, a group of scholars assessed the intercultural comp% health care
practitioners from the faculty of Medicine and Health Sciences of Western-European

university and discovered that individuals with higher scorese motivation and cognition

dimension of cultural intelligence showed higher levels of cultural self-efficacy®.

A researcher explored and assessed the impact %Q(Qultural experiences provided through
service projects conducted as part of the Vwéers in International Partnerships program®®.
This research project involved two séo%ng nd one receiving Member Organizations: Great
Britain, Switzerland and Ec.u@ne purpose of the study was to explore and develop a
comprehensive constru%@}ercultural competence, develop a tool for its assessment, and
investigate interq@& outcomes on participants and their hosts in select civic service

programs inz%u&gimplications for their lives and work.

The tuQ’Qs conducted through the use of a survey questionnaire followed by individual
interviews, collecting both quantitative and qualitative data. Findings from the research were
summed up in ten assertions, all of which were strongly supported by the evidence:

- that intercultural competence involves a complex of abilities

- that learning the host language affects intercultural development in positive ways
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- that intercultural experiences are life-altering

- that participant choices made during their sojourn produce certain intercultural
consequences

- that all parties in intercultural contact are affected

- that service programs offer unique opportunities for sojourners and hosts, beyond

R
(O

- that returnees lean toward specific life choices, life partners, life stues and jobs,

traditional exchanges

- that people are changed in positive ways as a result of this experience

as a result of their experience
- that returnees often engage in activities that further imp Qhers in positive ways,
and Q
O

- that their activities further the organizational 13,9,
Also, some researchers examined the eff S\%FL teachers’ level of instruction, education,

.
and experience on their perceptio@mtercultural competence on the one hand and the
effect of teachers’ intercultur petence perceptions on their practices of teaching culture
on the other. The parti%i%% of this study were 111 EFL teachers (59 males, 52 females),
selected throug '@ive sampling. The findings revealed that there were no significant
differences imthe participants’ perceptions of intercultural competence in terms of their level
of e pe@, education, and instruction. The study also revealed that with the increasing
influence of globalization, teachers of language need to become teachers of language and
culture, developing the specific elements of intercultural competence®’.

Another researcher examined the effect of intercultural competence on intercultural

communication, collecting case studies among Hungarian businesspeople so that the
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consequences of the lack of intercultural competence could be examined and illustrated. The
findings revealed that intercultural competence is in its infancy among the interviewed
Hungarian business people as it was found that in most cases it was the lack or the low
degree of intercultural competence which led to misunderstandings and miscommunication
during intercultural communication. The findings also indicate that the barriers to

& more

communication are culture-related, thus interculturally competent business p@

likely to avoid miscommunication during their intercultural interactions®®. <

Furthermore, a study examined the intercultural competence o @ed States Christian
missionaries who were engaged in developing indigenous lﬁle researcher made use
of 169-question survey to first identify the levels ofgbutes linked to cross-cultural
competence among U.S. Association of Vineyard%% es missionaries. He then proceeded
to empirically explore the demographic ,@fggnition style factors that might explain
variation in the distribution of theses a@{[es. Qualitative interviews were conducted with
some indigenous leaders who w@gca\vith the missionaries that participated in the survey.
Results revealed that partic@ scored highest in the attributes of relationship orientation,
interpersonal skills, ¢ & interest, inquisitiveness, inclusiveness, and self-efficacy, while
variation in th(at}ﬁs were explained by the extent to which respondents were cross-

culturally ed”.

Som&olars carried out a study on the effects of acculturation of missionaries who have
spent a longer period in Nepal'®. Investigation was conducted through a questionnaire in a
post-test design with a control group. The control group consists of two heterogeneous

samples. The staff posted abroad were mainly from Australia, Great Britain, Canada, New
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Zealand, the USA, and Western Europe. They were aged between 25 and 71 and lived in

Nepal for an average of five years.

A total of 100 missionaries and 67 overseas workers from other professions and areas of
activity were questioned. Both research groups received the same questionnaire, which
comprised seven criteria: adaptation to the host culture, satisfaction with life ig&e host
culture, feelings of self-worth, social support, problems, perceived acculturress, and
convictions of control. This investigation aimed to compare the ngdry personnel
concerning their degree of adaptation and their chosen coping a anaging strategies

with other non-missionary workers posted overseas!0%103.104, 0

The results reveal that the missionaries showed a signi@mtly lower level of satisfaction and
cultural adaptation compared to other overseas everal factors responsible for this were
identified. One factor is that the missio 2@\3(1 more intensive and direct contact with
members of the host culture. Other é%ﬁére: their lower social status (e.g., lower salary, a

lower standard of living), d,is@ ed expectations, and the feeling that they experienced

less social support in @ilieu than other overseas employees with a similar cultural

background'0%10%;! w%
C\\

2.4. Conce Framework

The %%ptual framework for this research study is diagrammatically shown in the figure
below. The figure presented the two variables of the study, which are intercultural
competence and RCM missionary trainers, based on the theoretical foundations for the study.
The first concept, which is intercultural competence, includes four dimensions. They are

intercultural knowledge, intercultural attitude, intercultural skill and intercultural awareness.
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Each of the four dimensions also has sub-dimensions. The highlighted indicators are directly
linked to productivity and effectiveness of RCM missionary trainers. Intercultural
competence assessment and adjustment will help the trainers in the following areas: empathy
development, effective communication, development of holistic missionary approach,
conflict resolution, proper mentorship of students, cultural adaptation, effective leadership,
global perspective, respect for diversity, community integration, cultural in Q&e and
building relationships. Assessment of intercultural competence will aid the trainers in

identifying necessary areas where adjustment is needed.
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Fig. 2.4: Conceptual Framework for the Study

Source: Resear¢her®s Construct, 2023
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2.5  Summary of Gaps in Literature Reviewed

This work began with a discussion of the opinion of scholars on the concept of culture.
Cultural diversity as a concept was also discussed. Intercultural competence has been
described as the ability to communicate effectively and appropriately in int@ijltural

situations based on one’s intercultural knowledge, skills, and attitudes. Severfonp nents

of intercultural components have been identified. ’\<
Furthermore several assessment scales and models of intercultura etence proposed by
scholars have been examined. Fantini’s Intercultural Comp e Assessment Model as the

main theory used for this work was extensively discusse@portantly, it has been gathered

from literature that intercultural competence is Ver@to the missionary enterprise.

(&

From the reviewed literature, it is revealed@he concept of intercultural concept has been
applied to several issues bz(o\ lars, from business, medical practice,
leadership/management and reli . One gap that is left is that the models and assessment

used for intercultural co ce has never been applied to missionary trainers. This is the

gap to be ﬁlledé}@udy.
O
\/QJ
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Chapter Three
Methodology
3.1  Research Design
This study adopted the descriptive survey research design in order to objectively collect data
and describe the current level of intercultural competence of the study population. The
&ecord

method was considered suitable for this study as it allowed the researcher to CﬁQly

observation and analyze the information obtained from the sampled populat‘on.

3.2 Population of the Study Q

Population of this study consists of all missionary traine@ the Redeemed College of
Missions, Ede, Osun State, Nigeria. However, the pri@s derived from the study are
believed to be replicable in any other missionarﬁ%ﬂmg context if properly applied and
contextualized. This college is significant @ been purposefully selected because of its
characteristic multiculturality. The tmb\&h%to be studied include the 38 full time trainers at
the permanent site and the 278 a@é? trainers both at external campuses scattered all over

Nigeria and the perman%@
33 Sample a‘n&npling Techniques

Two hundred a ty (260) missionary trainers were selected as respondents from the study
populat@ this is believed to be representative of the entire population. Purposive
sampling method was used for this study. This helped the researcher to freely select the cases
to be included in the designated sample. These participants were selected based on ease of
access and availability of good internet facility in their various locations. The participants
include thirty (38) full time missionary trainers, forty (50) adjunct faculty, eighty (80) tent-

making coordinators and eighty (82) tent-making lecturers. In addition, ten (10) senior

88



college full staff members were purposively selected for oral interview, among them are: the

College Provost, the Dean of Academic Affairs and the College Registrar.
3.4 Description of the Research Instruments

Interview guide and a structured questionnaire were used as instruments for this research.
The interview guide was designed to obtain information on the intercultural c A{nce of
the trainers, challenges they have faced over time in applying interculturf/@etence and
their perceived ways of developing their intercultural competence, questionnaire was
prepared and sent to Two hundred fifty (250) of the trainers via ¢ Form in view of the
fact all of them are academics and are computer literate. 0

The questionnaire is rated on four-point Likert type @e: NA= Not At All; BA= Barely;
FW= Fairly Well; VW= Very Well. It has fo@—dimensions which are: “knowledge”,
“attitude”, “skills” and “awareness.” The q&gns cover various dimensions of intercultural
competence relevant to missionary &%ﬁ such as cultural awareness, cultural sensitivity,
cultural adaptability, comngu@ skills, empathy, knowledge of local customs and
traditions, and ability t%@te cross-cultural challenges.

The questionnairg *&No sections. Section one focuses on the bio-data of the respondents
while secti t&_})nsists of questions relating to the objectives of the research, which the
respond@re required to answer by writing or ticking in the appropriate boxes.

Sect%(wo has five (5) parts. Part one deals with the level intercultural knowledge of RCM
missionary trainers. Part two deals with the degree of intercultural attitude of RCM
missionary trainers. Part three deals with the level of intercultural skill of RCM missionary

trainers. Part four deals with the degree of intercultural awareness of RCM missionary
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trainers while part five deals with practical ways of developing RCM missionary trainers’

intercultural competence.

3.5 Validity of Research Instruments

In order to ensure that the instruments measure what they were designed for, the researcher

designed them under a strict examination of the supervisor, who took his tinq make

structural corrections. Other experts in various fields were also consulted. I@o ensure

that each item of the instruments was comprehensive enough and repregéntative of the stated

objectives of the study. This enables the instruments to cover @aspects they should

cover in the areas of research questions and purpose of@ study. Thus, the research

instruments are valid both in content and on the face Valuglso, the various constructs are
N\

bias-free. b’b

3.6 Reliability of the Research Instrumex@fb

The Cronbach Alpha reliability V%@ Intercultural Competence Scale and its sub-
dimensions were used to as.ce@reliability and reliability coefficient was (¢=0.90). This

value indicates excellen%!%q\l consistency for the research instrument.

3.7 Methot@Collection

The researcl%sent the questionnaire to the individual respondents through Google Form via
Wha@d email. Voice recorder, jotter, and writing materials were used to document
data from the interview. Analysis was based on returned copies of the questionnaire and the
data gathered from the interviews. The secondary sources of information consist of relevant
books, journals, magazines, archives and internet materials. In addition, content analysis was

used for the data collected through interviews.

90



3.8  Method of Data Analysis

In an attempt to properly interpret the level of intercultural competence of RCM missionary
trainers and for the result of this work to be easily understood by many people, the simple
percentage method was used. The results presented and discussed are based on responses
obtained from about 65% of the entire population for the study. In other words, out of the

entire population of the study (316 persons), copies of the questionnaire (Ap Qx were

privately sent via Google Form to 250 participants and 204 of them ris<e n addition,
responses from 10 senior trainers, who were purposively selected @n rview, were also

analyzed. The data is presented in pie charts and bar charts6 ¢ analysis is done using

descriptive statistics. Q

91



Endnotes

1. J. Oke, Why We Need a College of Intercultural Studies, Paper Presentation,
Redeemer’s University, Ede, April 21, 2023.
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Chapter Four
Results and Discussion of Findings
4.1 Demographic Data Presentation
This chapter deals with the presentation, analysis and interpretation of data obtained in the
course of this study. The results presented and discussed are based on responses obtained
from about 65% of the entire population for the study. In other words, ou Qhe entire
population of the study (312 persons), copies of the questionnaire (Appefdix I) were
privately sent via Google Form to 250 participants and 204 of then@n ded. In addition,

responses from 10 senior trainers, who were purposively @for interview are also

presented under discussion of findings. The data is prese ie charts and bar charts and

the analysis is done using descriptive statistics. ; ’b

4.1.1: Demographic Characteristics of Rnts Genders

o

@ Female
® Male

Figure 4.1: Demographic Characteristics of Respondents’ Genders

Source: Researcher’s Construct, 2023.
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Figure 4.1 reveals that 71.1% of the respondents (145 persons) are men while the remaining
28.9% of them (59 persons) are women. This shows that men are more involved in missions
training work than women, at least in the Redeemed Christian Church of God and probably
in other denominations as well.
4.1.2: Demographic Characteristics of Respondents’ Age Range

>\
R
® 21-30 Q/Q
® 3140 '\

O

® 41-50
@ 50+

)

Figure 4.2: Demographic Characteris}i@?sbondents’ Age Range

Source: Researcher’s Construct, 20&9

Figure 4.2 reveals that 6.9% if\he respondents (14 persons) range between 21-30 years of
age. 21.1% of them ébbrsons) range between 31-40 years of age. 52.9% of them (108
persons) are W@&e age range of 41-50 while 19.1% of them (39 persons) are 50 and

above. This §hiews that the majority of the trainers are between 41 to 50 years of age.

\¥
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4.1.3: Participants’ Level of Involvement as

@ College Full Staff Member
@ Adjunct Faculty

@ Tentmaking Coordinator/
Assistant

@ Tentmaking Lecturer
@ Others

Trainers
Figure 4.3: Participants’ Level of Involvement as Trainers $\)

Source: Researcher’s Construct, 2023. 0

Figure 4.3 shows the level of involvement of the resp@&, as missionary trainers. Out of
the 204 respondents, 18.6% (38 persons) were colll staff members. 20.6% (42 persons)
were adjunct faculty. 32.4% (66 person&\\@re tent-making coordinators and assistant
coordinators. 25.5% (52 persons) of @Were tent-making lecturers while the remaining
2.9% (6 persons) were “othe.rs.” é

It should be noted that l®hem in the various categories are actively involved in the
training of missig\a%’es in RCM. Tent-making coordinators and assistants combine

administrative @cmring assignments together. Those in the category of “others” could

have bee nteers who offer free services or who feel they do not belong in any of the

desigﬁh&%w.
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4.1.4: Demographic Characteristics of Respondents’ Ethnicity

150
106 (52%)
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Figure 4.4: Demographic Characteristics of Respondents’ Eﬂ@}\‘
Source: Researcher’s Construct, 2023. Q

Figure 4.4 reveals the ethnic spread of the respgd&@t should be noted that the spread

covers all the Geo-Political zones in Nigeria a beyond the shores of Nigeria. It should
also be noted that majority of the res& s are Yorubas (52%). This could be because
RCM is headquartered in Yoruba r%ecause the Redeemed Christian Church of God
started and is also headquartb@%{ong the Yorubas.

However, this does no@hat RCCG is a Yoruba church. The church is universal, with
presence in sev@@ns across the globe.
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4.1.5: Number of Languages Spoken by Respondents

@1
®:
®3

o R

Figure 4.5: Number of Languages Spoken by RespondentQ:

Source: Researcher’s Construct, 2023.
Figure 4.5 reveals the number of languages s §by respondents. From the chart above,

none of them is monolingual. 37.3% (7 }fsons) of them indicated that they spoke two
languages. 48.5% (99 persons) of@h said they could communicate in three languages.
11.3% (23 persons) of them s@p to four languages while the remaining 2.9% (6 persons)

indicated they spoke up@ languages or more. This statistics shows that majority of the
respondents are @Wual.
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4.1.6: Respondents’ Year (s) of Stay in a Cross-cultural Setting

® 15

® 6-10
@ 11-15
@® 16-20

® 21+ \
S
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O

Figure 4.6: Respondents’ Year (s) of Stay in a Cross-cultural Ef

Source: Researcher’s Construct, 2023. Q

Figure 4.6 reveals the number of years respond ty@ stayed in cross-cultural settings.
10.3% of them (21 persons) indicated that ﬂ% ave stayed 1-5 years in cross-cultural
settings. 11.8% (24 persons) indicated tha &ave stayed up to 6-10 years in cross-cultural
settings. 26% of the respondents (%Berso s) indicated that they have spent 11-15 years in
é&g% (75 persons) indicated they have stayed up to 16-20

N\

years while the remaink@%% (31 persons) indicated they have spent more than 21 years

in cross-culturai;'\@
h

These ﬁgur% that majority of them have stayed more that one decade in cross-cultural

settings@ra puts them in the best position to respond to the questionnaire and the oral

cross-cultural settings. Then

interview questions.
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4.2 Presentation of Research Questions

4.2.1. Research Question One: What is the level intercultural knowledge of RCM
missionary trainers?

Not at Al
Barely \
Fairly Well 94 (46.1%)
Very Well 91 (44.6%)

0 25 50 75 100
. . A 4
Figure: 4.7: Respondents’ Knowledge of History of Se@e Area

Source: Researcher’s Construct, 2023. 6
Figure 4.7 reveals that majority of the res\\@ents had knowledge of the history of their

service areas. As can be seen, 94 of 3& 6.1%) had the knowledge fairly well while 91 of

them (44.6%) had the knowled Q well. 17 of them (8.3%) had the knowledge barely

while only 2 of them (1 %@0 knowledge at all.
L N

Not at All

Barely 9 (4.4%)

Fairly Well 91 (44.6%)

Very Well 104 (51%)

0 50 100 150

Figure: 4.8: Respondents’ Ability to Describe the Natives in Their Service Area
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Source: Researcher’s Construct, 2023.

Figure 4.8 shows that majority of the respondents could describe the natives well in their
respective cross-cultural settings. 104 of them (51%) indicated that they could describe the
natives very well. 91 of them (44.6%) indicated they could describe the natives fairly well
while the remaining 9 people (4.4%) said they could only barely describe the natives, None

of them indicated zero ability to describe them. Q\

V o

MNot at All
Barely
Fairly Well 88 (43.1%)

Very Well 99 (48.5%

0 25 50 75 100
Figure 4.9: Respondents’ Knowledge'@ntial Norms and Taboos of the Host Culture

Source: Researcher’s Construct 58
[ ]

Figure 4.9 shows respon e@‘knowledge of essential norms and taboos of the host culture in

a cross-cultural setti§ of them (48.5%) indicated that they had knowledge of essential

norms and tab@os Of the host culture in a cross-cultural setting very well. 88 respondents

(43.1%) san y had the knowledge fairly well. 15 of them (7.4%) indicated they possessed

the IEQ%edge fairly while only 3 of them (1.5%) said they had no knowledge at all. In

summary, majority of them indicated that they had knowledge of essential norms and taboos

of the host culture in cross-cultural settings.

100



Mot at All 3 (1.5%)
Barely 6 (2.9%)

Fairly Well

\

Very Well 112 (54.9%)

0 a0 100 .
Figure

150
4.10: Respondents’ Ability to Describe Their Own Culture in Relati hve Host Culture in
a Cross-cultural Setting

Source: Researcher’s Construct, 2023. Q

Figure 4.10 represents respondents’ ability to descrithelr own culture in relation to the
host culture in a cross-cultural setting. As can &, 112 participants (54.9%) indicated
that they could describe their own culture @tion to the host culture in the cross-cultural
setting very well. 83 of them (40.7%&9;&&% y could describe it fairly well. 6 of them (2.9%)
said they could barely desc.rilQ ile the remaining 3 people (1.5%) said the could not
describe it at all. Thi@ that majority of them could describe their own culture in

relation to the hog&re in a cross-cultural setting very well.

\/QJ
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Not at All 1(0.5%)
Barely
Fairly Well 88 (43.1%)
Very Well 105 (51.5%)

0 50 100 150

Figure 4.11: Respondents’ Ability to Cite Important Historical armio-Political Factors
That Shape Their Own Culture and That of the Host Culture

Source: Researcher’s Construct, 2023. Q

Figure 4.11 represents respondents’ ability to c%%?ortant historical and socio-political
factors that shape their own culture and th@wst culture. As revealed in the chart, 105
(51.5%) of the participants indicated}@they were able to cite important historical and
socio-political factors that shape%fr'}wn culture and that of the host culture very well. 88
of them (43.1%) said they@ cite them fairly well. 10 of them (4.9%) said they could
barely cite them whi &y one person (0.5%) said they could not cite them at all. In
summary, maj@

socio-poli}j&éﬁctors that shape their own culture and that of their host culture.

e respondents said they were able to cite important historical and
Thusx&ng all the components of intercultural knowledge into consideration, those who

indicated a high level of intercultural knowledge as expected of missionary trainers averaged

50.1% of the respondents.

102



4.2.2. Research Question Two: What is the degree of intercultural attitude of RCM

missionary trainers?

Mot at All 0 (0%)

Barely —4 (2%)

Fairly Well

Very Well 117 (58.5%)

0 a0 100 150

Fi
gure 4.12: Respondents’ Degree of Relationship@\l}eople outside Their Own Cultural
Milieu fb

Source: Researcher’s Construct, 2023. ®

Figure 4.12 shows respondents’ degr')\&ﬁ,r ationship with people outside their own cultural
milieu. 117 of the responde.ntsq(%x%) indicated that they relate with people outside their
own cultural milieu ve @\ 79 of them (39.5%) said they relate fairly well while the

remaining 4 peopl ) said they barely relate with people outside their own cultural milieu.

In summary, mﬁ@}y of them relate with people outside their own cultural milieu very well.

x@b
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Not at All |0 (0%)
Barely 8 (3.9%)
Fairly Well 79 (38.9%)
Very Well 116 (57.1%)
0 50 100 150
F1

gure 4.13: Respondents’ Ability to Interact with People withi eis Service Area
Source: Researcher’s Construct, 2023. Q
Figure 4.13 reveals respondents’ ability to interac w}%%)ple within their service area. As it
can be seen, 116 of the respondents (57.1%) re ed that they relate very well. 79 of them
(38.9%) said they relate fairly well whil&% remaining 8 persons (3.9%) said they barely
relate with people within their sel{ﬁs\area. In summary, majority of them responded that
they relate very well with peo, fthin their service area.
N
)
C
O
O
\/QJ
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Not at All 56 (27.5%)

Barely 33 (16.2%)

Fairly Well

Very Well 67 (32.8%)

0 20 40 60 80 ]
F1

_
gure 4.14: Respondents’ Level of Attendance of Community @}s or Neighbourhood

Meetings Q

Source: Researcher’s Construct, 2023. Q

Figure 4.14 represents respondents’ level 0@ ndance of community forums or
neighborhood meetings. As can be seen 9@\6 chart, 67 of them (32.8%) indicated that
they do attend community forums or«heighborhood meetings very well. 51 of them (25%)

said they attend fairly well. 3?@% (16.2%) said they barely attend while the remaining
56 of them (27.5%) said not attend at all. This means that approximately 44% of the

respondents (86 @15 either never attend or barely attend any neighbourhood or

x@&
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Mot at All

Barely
Fairly Well 89 (43.6%)
A\
Very Well 108 (52.9%) \

0 50 100 150
Figure 4.15: Respondents’ Sense of Safety within the Communit@They Work

Source: Researcher’s Construct, 2023. Q

Figure 4.15 shows respondents’ sense of safety within thg)mmunity where they work. It
can be seen that 108 of the participants (52.9%6%@ated that they felt very safe in the
community where they were. 89 (43.6% (Qem said they felt fairly safe while the

remaining 7 respondents (3.4%) said,t@:lt barely safe. This means that majority of them

felt very safe.
&
Mot at All
Barely
Fairly Well 90 (44.8%)
Very Well 103 (51.2%)
0 50 100 150 F

igure 4.16: Respondents’ Ability to Eat Local Foods in Their Service Area
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Source: Researcher’s Construct, 2023.

Figure 4.16 represents respondents’ ability to eat local foods in their service area. 103 of the
respondents (51.2%) indicated that they do eat local foods very well. 90 of them (44.8%) said
they eat local foods fairly well. 7 of them (3.5%) said they barely eat local foods while the
remaining 1 person (0.5%) said they do not eat local foods at all. In summary, major'&of the

R
e

respondents do eat local foods very well based on the

responses.
Not at All 3 (1.5%)
Barely 11 (5.4%)
Fairly Well
Very Well 109 (54%)

0 50 100 150 Fi
Sy lg
ure 4.17: Respondents{ Ability to Wear Local Dress in Cross-cultural Settings
Source: Resear he:\\c nstruct, 2023.
Figure 4. éﬂlls respondents’ ability to wear local dress in cross-cultural settings. As it
can 1%&& 109 of the participants (54%) said they do wear local dress very well. 79 of them
(39.1%) said they wear it fairly well. 11 of them (5.4%) indicated that they barely wear local

dress while the remaining 3 persons (1.5%) said they do not wear local dress at all. This

means that majority of the respondents do wear local dress very well.
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Mot at All

Barely

Fairly Well

Very Well 121 (59.3%)

0 50 100 150
Figure 4.18: Respondents’ Ability to Respect Other People’s @ﬁvgws in Relation to

Their Own Q

Source: Researcher’s Construct, 2023. Q

Figure 4.18 reveals the respondents’ ability to @k other people’s worldviews in relation
to their own. From the chart, 121 resp r@ (59.3%) indicated that they respect other
people’s worldviews in relation to Q.A_é;}{\ very well. 75 of them (36.8%) indicated they
respect others’ worldview fairlﬁ%% while the remaining 8 people (3.9%) said they barely
respect other people’s @ws. In summary, majority of them indicated that they respect

other people’s wor&&vs in relation to their own very well.
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Mot at All

Barely

Fairly Well

Very Well 114 (56.2%)

0 50 100 150

ure 4.19: Respondents’ Level of Interest in New Cultural As;@\
Source: Researcher’s Construct, 2023. Q

Figure 4.19 represents respondents’ level of in d@ new cultural aspects. 114 of the

respondents (56.2%) said new cultural aspe@merest them very well. 81 of them (39.9%)
said they have a fairly good interest in&ﬁltural aspects while 7 of them (3.4%) said new

cultural aspects barely interest ther&% remaining 1 person said new cultural aspects do not

interest them at all. In sumr majority of the respondents said new cultural aspects do

interest them very wellQQ

Thus, putting I@mponents of intercultural attitude into consideration, those who

indicated a @ level of intercultural attitude as expected of missionary trainers averaged

52.8% (%’hg respondents.
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4.2.3. Research Question Three: What is the level of intercultural skill of RCM
missionary trainers?

Mot at All
Barely
Fairly Well 87 (43.1%)
Very Well —111 (55%)
0 50 100 150 .
e Fl

gure 4.20: Respondents’ Ability to Communicate with le of Other Cultures in Their
Workplace

\
Source: Researcher’s Construct, 2023. %6’6
Figure 4.20 presents respondents’ ability &Qnmunicate with people of other cultures in
their workplace. 111 of the respond&\gé %) said they communicate with people of other
cultures in their workplace VPQ@ 87 of them (43.1%) said they communicate with people
of other cultures in their \lace fairly well while the remaining 4 participants (2%) said
they barely commg&e with people of other cultures in their workplace. This means that

majority of %egﬁ}ndents do communicate with people of other cultures in their workplace

very we ’b
N
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Mot at All

Barely

Fairly Well 82 (40.6%)

Very Well 112 (55.4%)

0 50 100 150

Figure 4.21: Respondents’ Ability to Function Effectivel aMespectfully within the
Context of Varying Beliefs and Backgrounds b

Source: Researcher’s Construct, 2023. Q

Figure 4.21 shows respondents’ ability to functié%ectively and respectfully within the

context of varying beliefs and backgrou@ of the respondents (55.4%) said they

function effectively and respectfully'@ the context of varying beliefs and backgrounds

very well. 82 of them (40.6%) %{&caey function fairly well. 7 of them (3.5%) said they

barely function well w%@emaining 1 person said they do not function well. In summary,
en

said they function effectively and respectfully within the context

majority of the resp(%
of varying bg@%‘b ckgrounds very well.
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Mot at All

Barely 20 (10%)

Fairly Well

Very Well 113 (56.5%)

0 a0 100 150
ure 4.22: Respondents’ Level of Use of the Local Dialect in a@s ultural Setting

Source: Researcher’s Construct, 2023. Q

Figure 4.22 represents respondents’ level of use o the&l dialect in a cross-cultural setting.

113 of the respondents (56.5%) said they use §a1 dialect very well. 67 of them (33.5%)

indicated they use it fairly well. 20 of the }ﬁ %) said they barely use the local dialect while
S

the remaining 1 (0.5%) person sai \c o not use the local dialect at all. In summary,

majority of the respondents Sa&r use the local dialect very well.
%
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Mot at All

Barely

Fairly Well 78 (38.6%)

Very Well 113 (55.9%)

0 50 100 150

Figure 4.23: Respondents’ Degree of Drive to Learn the Loc Mage in a Cross-cultural
Setting

Source: Researcher’s Construct, 2023. 3

Figure 4.23 shows respondents’ degree of drive to@the local language in a cross-cultural
setting. 113 of the participants (55.9%) sa'r@%ave a very strong drive to learn the local
language in a cross-cultural setting. 7@em (38.6%) said their drive is fairly good while

the remaining 11 of them (5.4% Qﬁ?\ey barely have the drive. In summary, majority of the

participants said they 1@3' strong drive to learn the local language in a cross-cultural

setting.
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Not at All 1(0.5%)
Barely
Fairly Well 85 (41.9%)
Very Well 107 (52.7%)

0 50 100 150
Figure 4.24: Respondents’ Ability to Mentor Students from Diffe@tﬁtural Orientations
Source: Researcher’s Construct, 2023. 0

Figure 4.24 presents respondents’ ability to men%students from different cultural
orientations. 107 of the respondents (52.7%) s 'b\ey have been able to mentor students
from different cultural orientations very we}\\@ of them (41.9%) indicated fairly well. 10 of
them (4.9%) indicated barely while&\m aining 1 person (0.5%) said they have not been
able to mentor any student f;rox@l\’ferent cultural orientation. In summary, majority of the

respondents affirm th@ave been able to mentor students from different cultural

orientations veréj ws\&
x@b
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Mot at All

Barely
Fairly Well 85 (42.1%)
Very Well 109 (54%)
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~ Fig

ure 4.25: Respondents’ Ability to Use Appropriate Strategies@hwlpting to the Host
Culture and Reducing Stress Q

Source: Researcher’s Construct, 2023. Q

Figure 4.25 presents respondents’ ability to use ?@priate strategies for adapting to the host
culture and reducing stress. 109 of them N indicated “very well”; 85 of them (42.1%)
indicated “fairly well”; 7 of them (é)% dicated “barely” while the remaining 1 person
(0.5%) indicated “not at all.” &@pry, majority of the respondents have been able to use

appropriate strategies f@lg to the host culture and reducing stress very well.

x@b
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Notat All |0 (0%)
Barely 5 (2.5%)
Fairly Well 81 (40.1%)
Very Well 116 (57.4%)

0 50 100 150

Figure 4.26: Respondents’ Ability to Prepare Students to @th People of Diverse
Cultures

Source: Researcher’s Construct, 2023. be

Figure 4.26 represents respondents’ ability students to work with people of diverse
cultures. 116 of them (57.4%) indicated\‘very well”; 81 of them (40%) indicated “fairly
well” while the remaining 5 of theég\.ﬁ%) indicated “barely.” In summary, majority of the

respondents have been able T@%ﬂe students to work with people of diverse cultures very

N
R
x@b
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Figure 4.27: Respondents’ Ability to Deal with Their Emotions a@strations with the
Host Culture in a Cross-cultural Setting

Source: Researcher’s Construct, 2023. Q

Figure 4.27 represents respondents’ ability to dea@% their emotions and frustrations with
the host culture in a cross-cultural setting. ,@%\em (53.7%) indicated “very well”; 87 of
them (42.9%) indicated “fairly well”; Q&em (3%) indicated “barely” while the remaining
1 person (0.5%) indicated “not a%lf.—’a\ln summary, majority of the respondents have been
able to deal with their em@ and frustrations with the host culture in a cross-cultural
setting very well. Q
Q)
C
O
O
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Notat All §—2(1%)

Barely 9 (4.5%)

Fairly Well

Very Well 113 (55.9%)

0 a0 100 150
Fig
ure 4.28: Respondents’ Ability to Adjust Their Behaviour to@nEOffending Their Host in

a Cross-cultural Setting Q

Source: Researcher’s Construct, 2023. Q

Figure 4.28 presents respondents’ ability to adju&r behaviour to avoid offending their
host in a cross-cultural setting. 113 of t 5.9%) indicated “very well”; 79 of them
(39.1%) indicated “fairly well”; 9 of @4.5%) indicated “barely” while the remaining 2
persons (1%) indicated “not.at 1% n summary, majority of the respondents have been able

to adjust their behaviou%@hd offending their host in a cross-cultural setting very well.

x@b
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Mot at All

Barely

Fairly Well

Very Well 110 (54.2%)
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Fi
gure 4.29: Respondents’ Ability to Resolve Cross-cultural C@Md Misunderstanding

Source: Researcher’s Construct, 2023. Q

Figure 4.29 shows respondents’ ability t Q\re cross-cultural conflict and
misunderstanding. 110 of them (54.2%) indic é@ ery well”; 85 of them (41.9%) indicated
“fairly well”; 8 of them (3.9%) indicat \barely” while the remaining 2 persons (1%)
indicated “not at all.” In summa&ﬁs\jorlty of the respondents have been able to resolve
cross-cultural conflict and nfi standing very well.

Thus, putting all the co@%ts of intercultural skill into consideration, those who indicated

a high level of C@Jral skill as expected of missionary trainers averaged 55.1% of the

respondents6
&
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4.2.4. Research Question Four: What is the degree of intercultural awareness of RCM
missionary trainers?

Mot at All

Barely

Fairly Well

Very Well

0 a0 100 150

Figure 4.30: Respondents’ Level of Awareness of Differences and Similarities across Their
Own Culture and the Host Culture in a Cross-cultural Setting

Source: Researcher’s Construct, 2023. fb

Figure 4.30 reveals respondents’ level ofweness of differences and similarities across
their own culture and the host culfigenin)a cross-cultural setting. 111 of them (54.7%)
indicated “very well”; 81 of K(39.9%) indicated “fairly well”; 10 of them (4.9%)
indicated “barely” whi%@naining 1 person (0.5%) indicated “not at all.” In summary,
majority of the rqsg&nts are aware of differences and similarities across their own culture

and the host&@n a cross-cultural setting very well.
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Notat All }—1 (0.5%)

Barely 10 (4.9%)

Fairly Well

Very Well 120 (59.1%)
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Fi

gure 4.31: Respondents’ Level of Awareness of the Dangers o G@hzmg Individual
Behaviours as Representative of the Whole Culture ina C Sf tural Setting

Source: Researcher’s Construct, 2023.

Figure 4.31 reveals respondents’ level of awarene@’bhe dangers of generalizing individual
behaviours as representative of the whol@% in a cross-cultural setting. 120 of them
(59.1%) indicated “very well”; 72 of 1@5.5%) indicated “fairly well”; 10 of them (4.9%)
indicated “barely” while the remé'w‘? 1 person (0.5%) indicated “not at all.” In summary,
majority of the respondent ware of the dangers of generalizing individual behaviours as

representative of the whole’culture in a cross-cultural setting very well.

>
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Figure 4.32: Respondents’ Level of Awareness of Their Personal%s That Affected Their
Approach to Ethical Dilemmas in a Cross-cultural Setting

Source: Researcher’s Construct, 2023.

Figure 4.32 represents respondents’ level of awar%’bof their personal values that affected
their approach to ethical dilemmas in a cro@%al setting. 109 of them (53.7%) indicated
“very well”; 80 of them (39.4%) ir@gd “fairly well”; 11 of them (5.4%) indicated
“barely” while the remaining 3 péga (1.5%) indicated “not at all.” In summary, majority
of the respondents are awa%$heir personal values that affected their approach to ethical
dilemmas in a cross-cylt setting very well.
D"
C
O
O
\/QJ
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. ‘- .
igure 4.33: How Respondents’ Values and Beliefs Ha@kgatlvely Impacted Their
Relationships with Students Q

Source: Researcher’s Construct, 2023. Q

Figure 4.33 shows how respondents’ values ar@ iefs have negatively impacted their
relationships with students. 16 of them ("N\@indicated “very well”; 29 of them (14.3%)
indicated “fairly well”; 44 of them'@@) indicated “barely” while the remaining 114
persons (56.2%) indicated “.no @SL” In summary, majority of the respondents indicated

that their values and be@@t not negatively impacted their relationships with students.

x@b

123



MNot at All

Barely
Fairly Well 81 (40.1%)
Very Well 116 (57.4%)
0 a0 100 150
Fig

ure 4.34: How Respondents’ Values and Beliefs Have Positiy, m:ted Their
Relationships with Their Colleagues Q

Source: Researcher’s Construct, 2023. Q

Figure 4.34 reveals how respondents’ values a&iefs have positively impacted their
relationships with their colleagues. 116 of\@ 57.4%) indicated “very well”; 81 of them
(40.1%) indicated “fairly well”; 4 o'f\@)ﬁ%) indicated “barely” while the remaining 1
person (0.5%) indicated “not at ‘{\In summary, majority of the respondents submitted that

their values and belief%@positively impacted their relationships with their colleagues

very well.
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gure 4.35: How Much Benefit Respondents Have Derived fr(ﬁxe\lacial, Ethnic and
Gender Diversity in the Faculty and the Student Body Q

Source: Researcher’s Construct, 2023. Q

Figure 4.35 shows how much benefit responde t& derived from the racial, ethnic and
gender diversity in the faculty and the stu}i\\gody. 116 of them (57.7%) indicated “very
well”; 82 of them (40.8%) indicaté@\ly well” while the remaining 4 of them (2%)

indicated “barely.” In summz&@&iority of the respondents indicated they have derived

much benefit from the %z@-nic and gender diversity in the faculty and the student body.

x@b
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igure 4.36: How Much Respondents Have Been Able to Work C@Eely with Those
Who Do Not Share the Same Values with Them

Source: Researcher’s Construct, 2023. Q

Figure 4.36 reveals how much respondents have %’rbble to work cooperatively with those
who do not share the same values with th f them (53.7%) indicated “very well”; 88
of them (43.3%) indicated “fairly w‘&vhile the remaining 6 of them (3%) indicated
“barely.” In summary, majority o&g—ispondents indicated that they have been able to work

cooperatively with those w@ot share the same values with them very well.
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Fairly Well 87 (43.1%)
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igure 4.37: How Much Respondents Have Been Able to Abid mies They Did Not
Personally Agree with

Source: Researcher’s Construct, 2023. Q

Figure 4.37 reveals how much respondents have @&3 to abide by policies they did not
personally agree with. 108 of them (53. @cated “very well”; 87 of them (43.1%)
indicated “fairly well”; 8 of them @ﬂ&dicated “barely” while the remaining 1 person
(0.5%) indicated “not at all.” I\%@n\ary, majority of the respondents indicated that they

have been able abide by o@ney did not personally agree with very well.
QQ

Thus, putting all the nents of intercultural awareness into consideration, those who

[ ]
indicated a higq ISQS'O intercultural awareness as expected of missionary trainers averaged

55.8% of ﬂg@pondents.
¥

127



4.2.5. Research Question Five: In what practical ways can RCM missionary trainers’

intercultural competence be developed?

Notat All |0 (0%)

Barely 4 (2%)

Fairly Well

Very Well 123 (60.9%)

0 50 100 150
N ot Active Listen h
gure 4.38: Competence Development through the % e of Active Listening

Source: Researcher’s Construct, 2023. \Qrb

Figure 4.38 shows respondents’ pqsﬁ on the possibility of developing intercultural
competence through the practice (@tlve listening. 123 of them (60.9%) indicated “very
well”; 75 of them (37.100.@0ated “fairly well” while the remaining 4 of them (2%)
indicated “barely.” In ﬁbary, majority of the respondents agreed strongly that intercultural

competence co(dﬂle\d eloped through the practice of active listening.

x@b
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0 50 100 150

Figure 4.39: Competence Development through Periodmraining Courses on
Language/Culture Learning and Intercultural Communicatio

Source: Researcher’s Construct, 2023. Q

Figure 4.39 shows respondents’ positions on t%’bssibility of developing intercultural
competence through periodic training cour@nguage/culture learning and intercultural
communication. 130 of them (64%) iadicated “very well”; 68 of them (33.5%) indicated
“fairly well”; 4 of them (2%) @ga\ted “barely” while the remaining 1 person (0.5%)

indicated “not at all.” In ary, majority of the respondents agreed strongly that

intercultural compet Qcould be developed through periodic training courses on

[ ]
language/cultm(l%ﬂ and intercultural communication.

x@b
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igure 4.40: Competence Development through Periodic Asse@nt
Source: Researcher’s Construct, 2023. Q

Figure 4.40 shows respondents’ positions on tg&bility of developing intercultural
competence through periodic assessment. @\em (62.6%) indicated “very well”; 71 of
them (35%) indicated “fairly well” whi e remaining 5 of them (2.5%) indicated “barely.”

In summary, majority of the resposécﬂs agreed strongly that intercultural competence could

be developed through perio@essment of competence.

N\
C\x\
x@b
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Fig

ure 4.41: Competence Development through Personal Invest@ i}Language/ Culture

Training Q

Source: Researcher’s Construct, 2023. ’bQ

Figure 4.41 shows respondents’ positions om‘@aossibility of developing intercultural
competence through personal investmen }\nguage/culture training. 130 of them (64%)
indicated “very well”; 68 of them {%@ndicated “fairly well” while the remaining 5 of

them (2.5%) indicated “barel;@! summary, majority of the respondents agreed strongly

that intercultural cox@e could be developed through personal investment in

language/culture t@.

4.3: Disc@on of Findings

Bas%gvhe research question one, the researcher discovered that the level of intercultural
knowledge of most of the RCM missionary trainers is high. Figures 4.7 — 4.11 reveal this.
For instance, the results show that majority of them have knowledge of the history of their
service areas. Also the results reveal that most of the respondents can describe the natives in

their service areas very well in their respective cross-cultural settings. It is also discovered
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that majority of them know the essential norms and taboos or of the host culture in cross-

cultural settings very well.

This is in tandem with the results from the interview. One of the people interviewed said that
even though she is not from Nigeria but she knows the essential norms and taboos of the

Yoruba people!. Another trainer who is from Northern Nigeria also said the same th%f.

It is also discovered that the larger percentage of them are able to describeQ/@wn culture

in relation to the host culture in cross-cultural settings. Lastly, the-tesults also show that

majority of the respondents are able to cite important historica%social political factors

that shape their own culture and that of their host cultur@ ding to one scholar, all the
e’

above parameters are components of intercultural knov&@g

Putting all the components of intercultural ¢ into consideration, those who indicated

a very high level of intercultural knov@ as expected of missionary trainers averaged

50.1% of the respondents. \(—;\\'
Q

Based on the research q@on two, on the degree of intercultural attitude of RCM
missionary trainers, figures 4.12 to 4.19 reveal that majority of the respondents relate with
people outside @ cultural milieu very well. Also, majority of them indicated that they
have a Ve%$d interaction with people within their service area. In addition, majority of

the r&&ients said that they have a high sense of safety within their community of service.

Majority of them also indicated that they have keen interest in new cultural aspects and that
they have the ability to respect other people's worldview in relation to their own. They
indicated that they wear local dress very well. All the above variables are components of
intercultural attitude according to scholars®. Putting all the components of intercultural
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attitude into consideration, those who indicated a very high level of intercultural attitude as

expected of missionary trainers averaged 52.8% of the respondents.

However the researcher finds it antithetical to discover that despite the fact that most
respondents said they have a good relationship with people within their service areas, yet
many of them indicated that they do not attend community forums or neighborhood&etings

at all. Approximately 44% of them either never attend or barely attend any n@?orhood or

community meeting. /\

On research question three, the findings reveal that the level o®cultural skill of RCM
missionary trainers is generally high. Figures 4.20 to eal this. According to the
findings, majority of the respondents do communicateQQh people of other cultures in their
workplace very well. Majority of them func% ectively and respectively within the
context of varying beliefs and background&Qr well. Also, majority of them use the local
dialect very well and indicated that %9&%3 e a very strong drive to learn the local language

in a cross-cultural setting. I@e been able to mentor students from various cultural
backgrounds. QQ\

Interviews wit h@ted people corroborate this. One of them said he has mentored up to
20 students @n other countries®. Another interviewee said that one of her primary goals is
to p% dents to work with people of diverse cultures. She added that even though she
is not from Nigeria, one of the students named his newborn baby after her mentoring

relationship with the ex-student!.

In addition, based on the findings, majority of the respondents have been able to resolve

cross-cultural conflict and misunderstanding very well. They have also been able to adjust
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their behaviour to avoid offending their host in a cross-cultural setting. Lastly, majority of
them said that they are unable to deal with their emotions and frustrations with the host
culture in a cross-cultural setting to a great extent. All the above variables constitute a

person’s intercultural skill according to scholars®*6,

Putting all the components of intercultural skill into consideration, those who %ated a

very high level of intercultural skill as expected of missionary trainers averaf@% of the

respondents. /\

Based on the research question four, figures 4.30 to 4.37@tbat the degree of
intercultural awareness of RCM missionary trainers is ge igh. For instance, majority
of the respondents indicated that they are aware of differences and similarities across their
own culture and the host culture in a cross- cultpbbettmg very well. Majority of them also
responded that they are aware of the da of generalizing individual behaviours as

representative of the whole culture 1@cultural setting very well.

Also, the rate at which th&i rsonal values and beliefs have negatively affected their
relationship with their@?ﬁ has been discovered to be very low while their values and
beliefs have p ?@Simpacted their relationship with their colleagues at a high rate.
Majority of ghem also indicated that they have derived a very high benefit from the racial,
ethn'&/’gnder diversity in the faculty and the student body. The majority also responded
that they have been able to work cooperatively with those who do not share the same value
with them very well. The above result is in agreement with what constitutes intercultural skill

according to scholars’.
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Putting all the components of intercultural awareness into consideration, those who indicated
a very high level of intercultural awareness as expected of missionary trainers averaged

55.8% of the respondents.

On research question five, which is about practical ways by which RCM missionary trainers’
intercultural competence can be developed, figures 4.38 to 4.41 reveals the posi%of the
respondents. Majority of the respondents strongly agree that intercultural coe can be
developed through periodic training courses on language and &geﬁeaming and
intercultural communication. In the same vein, majority of t reed strongly that
intercultural competence can be developed through perio@ssessment of competence.
Lastly, majority of the respondents also strongly agree t&tercultural competence can be

developed through personal investment in languag@%culture training.

O

The above result on practical ways to deve%\ggtercultural competence is in agreement with
the interview results and the posm(%\Q scholars. One of the people interviewed said:
“Beware of the attitude of fe@ at you are superior or that your culture is superior to

others; beware of ethr@\m; work through the filters through which you judge other

people!.” @

According t: a 1 respondent,

@of the ways to improve upon intercultural competence of trainers in this college
V go to various cultures. Irrespective of the books you have read, the lectures or
rainings you have received, the on-site training is also necessary; mission field

exposure is very important. The other day we travelled to Ivory Coast and we got a

lot of experience there’.”

Another respondent’s position agrees with this. He said trainers need to be going out
once in a while, especially outside the country in order to have first-hand experience of

intercultural relations. According to him, intercultural competence cannot be fully achieved if
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trainers’ experience is limited to cultures within Nigeria. He said such a practical experience

with other cultures will help the trainers to go beyond individual or national cultures’.

One respondent also added that being open to learning from students will also help. When
students come they come with the richness of their various cultures. Trainers should interact

well with them in order to learn from them®. \
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Chapter Five

Conclusion
5.1. Summary of Findings
This study was conducted among missionary trainers at the Redeemed College of Missions,
Ede, Osun State, Nigeria. It was intended to assess the intercultural competence of the
trainers irrespective of their various levels of involvement as trainers, whether Qlle e full
staff members, adjunct faculty, tent-making coordinators/assistant COO@QS or tent-
making lecturers. The objective is to ascertain the level of @tural knowledge,
intercultural attitude, intercultural skill and intercultural aw; e@of the trainers so that
needed areas of adjustment could be determined and @

| ways of developing their

intercultural competence could be determined. (bQ

Two hundred and fifty (250) of the traina§\®(b selected and questionnaires were sent to

them via Google Form. Only two hu\ﬁ&and four (204) of them responded by filling the

questionnaire. In addition, ten @%ﬂior college full staff members were purposively

selected for oral interview .ﬁg them are: the College Provost, the Dean of Academic

Affairs and the Collgge~Registrar. Responses from the questionnaire and the interview
S

sessions were @

d analysed.

In tl@rse of the study, the following findings were established:

I\While incorporating the various components of intercultural knowledge, those who
indicated a very high level of intercultural knowledge averaged 50.1% of the
respondents.

2. Considering the various components of intercultural attitude, those who indicated a

very high level of intercultural attitude averaged 52.8% of the respondents.

138



3. Putting all the components of intercultural skill into consideration, those who
indicated a very high level of intercultural skill averaged 55.1% of the respondents.

4. Putting the various components of intercultural awareness into consideration, those
who indicated a very high level of intercultural awareness averaged 55.8% of the
respondents.

5. There is need for adjustment for some of the trainers in the area o ®ltural
attitude as approximately 44% of them either never attend or Barely” attend any
neighbourhood or community meeting according to the ﬁndi@

6. Majority of the respondents generally possess good in@ ral competence but there

is still room for improvement. Q
5.2. Conclusion 6’6

This study was carried out in view of t B@fgmic nature of cultural diversity and the
evolving challenges missionaries eneo\ in various cultural contexts, which necessitate a
deeper exploration of the interCU%gpcompetence of the trainers who prepare them for the
work. Against the backdr(@the aim of the study, which is to assess the intercultural
competence of missi Qrainers at the Redeemed College of Missions, Ede, Osun State,
Nigeria, it has ﬁ%%ﬁa

competen}bb

Q

led through the study that majority of the trainers are interculturally

Thew reveals that 50-56% of the trainers possess a very high competence level in all the
four dimensions of intercultural competence which are: intercultural knowledge, intercultural
skill, intercultural attitude and intercultural awareness. Yet, it has been discovered that there

is still much to do in order to improve the trainers’ intercultural competence.

139



It has been recommended in this study that the college should be taking the staff through
periodic assessment so that staff intercultural competence can be improved. It has also been
discovered that RCM missionary trainers need to improve on their relationship with their
respective host communities as this will the students and help them to be successful on the

X

5.3. Recommendations 0

mission field.

In order to improve on the quality of training being delivered to the stuggmgnffhe Redeemed
College of Missions, the following recommendations are pr@r the trainers, the
college and the Redeemed Christian Church of God. ould be noted that these

recommendations apply to other missionary trainers, &@g institutions and churches as
well. b{b

5.3.1 Recommendations for the Redeem ollege of Missions Trainers

Q)

.

1. RCM missionary trainers @ improve on their relationship with their respective
host communities. Thisswill have a direct bearing on their students and help them to
be successful oﬁ@,sion field.

2. There s '@periodic visits to foreign missions field by the trainers in order to
have@re practical experiences with other cultures, especially national cultures.

&@’Qrs should personally invest more on culture and language learning.

4. Trainers should always undergo periodic personal assessment of competence so that
they could be more effective not only in the training context but also in their
interpersonal relationship. They can make use of the assessment questionnaire in this

work (Appendix 1).

140



5.

Trainers should maximize the cultural diversity in the student body and faculty to

improve their intercultural knowledge.

5.3.2 Recommendations for the Redeemed College of Missions, Ede

1.

The college should be taking the staff through periodic assessment so that staff
intercultural competence can be improved. The assessment questionnair@'@ work

(Appendix 1) can as well be utilized. ( 0

The college should organize for periodic training courses culture and language
learning for the staff. This will sure increase their productivi

There should be on-site experience with other @ cultures organized by the
college for the staff. That is, they should be Q@sored periodically to go and visit

foreign mission fields in order to improv, @r effectiveness as missionary trainers.

5.3.3 Recommendation for the Redeeme %hristian Church of God

[ ]
1. The church should invest r@n the training institutions considering the fact that

they prepare and supply'@wnpower needed for the achievement of growth objectives

of the church. QQ

5.4

Thi

1.

Co@ to Knowledge

@y has contributed to knowledge in two broad ways.

A

It has been revealed that intercultural competence assessment scales could be applied
to missionary training assignment in order to help identify needed areas of

improvement. Before now, scholars have only applied the concept to business,
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university education, the military and the like and not to a faith-based issue like
Christian missions training.
. Also, the level of intercultural competence of RCM missionary trainers has been

identified. Though they have been assessed in other areas in the past but not in the

X

. This study could be taken further by assessing the intercultur@petence of

area of intercultural competence.

Suggested Areas for Further Studies

missionary students in order to determine the effectiveneé‘\te training being
received on them.

. This study was conducted at the Redeemed Colissions, which is a single

entity. Similar studies could be conducted Q(rr@ group of other missionary training

institutions. ’b

. Also, similar studies could be ¢ i\e& out among our political leaders in Nigeria,

whether at the state or f@k level, because they deal with culturally diverse

~ Q
populations. . A
N
i

x@b
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Appendix I

Questionnaire
Dear Sir/Ma,

A scholar is carrying out research on the assessment of intercultural competence of trainers
of missionaries at The Redeemed College of Missions, Ede. Your responses to the questions
are highly valued and strictly confidential. The information supplied is purely fi ademic

purposes. Please, kindly supply the answers that most accurately reflect you(;@) ions.

Thank you very much.

SECTION A: Please supply the appropriate responses in the%; provided below by

ticking (V). 0

1. Gender: Male ( ) Female ()

2. Age Bracket: 21-30 () 31-40 () 6‘& ) 50 & above ()

3. Level of Involvement as a Missionary Tra@bﬂlege Full Staff Member ( ) College

Adjunct Faculty ( ) Tent-making Cow@r/Assistant ( ) Tent-making Lecturer ( ) Others

(Specify Q{fo\ )

. $

4. Nationality/State of (@

5. Tribe/Dialect:
Q

6. Number L(qy

ages Spoken

7. Year@ay in a Cross-cultural Setting 1-5( ) 6-10( ) 11-15( ) 16-20 ( )21+ ()
SECNN B: Instruction: Please tick in the box that appropriately suits your opinion in any
of the spaces below. There are four options in each of the questions which are abbreviated as

follows: NA= Not at All; BA= Barely; FW= Fairly Well; VW= Very Well
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S/N Intercultural Knowledge BA | FW | VW
1. | How well do you know the history of your service area?
2. | How well are you able to describe the natives in your service area?
3. | How much do you know the essential norms and taboos of the host

culture?

IA‘

4. | How well are you able to describe your own culture in relation to the \{

host culture in a cross-cultural setting? <’ Q
5. | How well are you able to cite important historical and socio- ab

factors that shape your own culture and that of the host culé

Q
Intercultural Attitude Q
Xb BA | FW | VW

6. | How well do you relate with people outsi@b‘ﬁ'r own cultural

milieu? ®

* X

7. | How much do you interact wit@%@@ll within your service area?
8. | Do you attend commun;j ms or neighborhood meetings within

your service area%Q

\

9. | Doyou fe(el \\Tﬁ*ithin the community?
10. | Do yomeat Toods which are local to your service area?
11.

@%uch do you use dresses which are local to the natives in

cross-cultural settings?

12. | How well do you respect other people’s worldviews in relation to
your own?
13. | How much interest do you show in new cultural aspects?
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Intercultural Skill

14. | How much do you communicate with people of other cultures in
your workplace?
15. | Do you function and communicate effectively and respectfully
within the context of varying beliefs, behaviours, and backgrounds? \
<
16. | How much do you use the local dialect of your service area? X Q
17. | How much do you aspire to learn the local language of your servi (V
area?
18. | How much have you been able to mentor/disciple stud@'ro}n
different cultural orientations? Q
O\
19. | How well have you been able to use approp @}ategies for
adapting to the host culture and reducin ?
20. | How well do you prepare your sty&s}o work with people of
diverse cultures? ‘&C)\
21. | How much have you bee\n&%% to deal with your emotions and
frustrations with @ culture?
\
22. | How muchol‘@sou been able to adjust your behaviour, dress, etc as
approg to avoid offending your host in a cross-cultural setting?
23. well have you helped to resolve cross-cultural conflicts and NA | BA | FW | VW

\gsunderstandings when they arose?

Intercultural Awareness

24.

How well are you aware of differences and similarities across your

own culture and the host language/culture in a cross-cultural setting?
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25. | How much are you aware of the dangers of generalizing individual
behaviours as representative of the whole culture in a cross-cultural
setting?

26. | How well are you aware of your personal values that affected your
approach to ethical dilemmas in a cross-cultural setting?

27. | How often have your values and beliefs negatively impacted your *
relationships with your students? éz

28. | How well have your values and beliefs positively impacted your /\
relationships with your colleagues? 0

29. | How well has the racial, ethnic and gender diversity in @a&llty
and the student body benefitted you? Q

30. | How much have you been able to work coo vely with someone
who does not share the same values with %

31. | How much have you been able to qge\gl a policy that you did not
personally agree with? C;\\d

o\
e \&V
Practical Ways of D@l@ ing Intercultural Competence
AN
32. | Intercultural competénce can be developed through the practice of
active lis@
N\
33. |RC @iners’ intercultural competence can be developed by
{p ic training courses on language/culture learning and
intercultural communication.

34. | Periodic assessment of intercultural competence of RCM missionary
trainers will help in developing their intercultural competence.

35. | RCM trainers’ intercultural competence can be developed through
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personal investment in language/culture training.

)

%0&(') Appendix 11

° . . .
Qlkterwew Guide for Trainers

Based on the research q\%ons for the study, the following questions were explored during
the semi-struché/@iew sessions with the sampled trainers (main research questions are
in bold ita@
1.\% what extent are you familiar with the culture of the host community?
a. How much can you describe the natives?
b. How much do you know the essential norms and taboos of the host culture?
2. How well do you relate with people outside your own cultural milieu?

3. How much do you aspire to learn the local language of your service area?

162




a. What is the level of your mastery of the local language in a cross-cultural
setting?
b. What is the level of your mastery of new languages?
4. How well has the racial, ethnic and gender diversity in the faculty and the student
body benefitted you?
a. Have you been able to handle culture-related frustrations ®
workplace? (/
5. Can you, please, suggest practical ways of developing the i@ﬂr&ll competence

of trainers at the Redeemed college of Missions, Edelfs ate?

Q
Q
o

N

N
\C'JAppendix I
. \EQ

\ st of Trainers Interviewed
A0

S/N Name ex\.Position in the College Years of Experience Date Interviewed
N
1. AyobamiQladapo M Provost 19 November 8§, 2023.
2. Mba@rbgaaj e F  Dean of Academic Affairs 16 November 8§, 2023.
3. Sanmi Oyedeji M  Registrar 12 November 8§, 2023.
4. Joseph Adebayo M  HOD B.A Sandwich 16 November 8§, 2023.
5. Ademola Olajesu M Admission Officer 16 November 8§, 2023.
6. Oluwatooyin A. M  Director of Works 12 November 8§, 2023.
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7. Esther Ibeabuchi F

8. Gladys Francis F

9. David Sebastine M

10. Emmanuel S. M

HOD Advanced Diploma

Counsellor

Lecturer

Lecturer

14 November 8, 2023.
14 November 8, 2023.
3 November 8, 2023.
3 November 8, 2023.

. \QQJ Appendix IV

NATIONS AND T@REPRESENTED IN THE REDEEMED COLLEGE OF

. @MISSIONS, EDE, OSUN STATE (RCM)

Students fromh,36Tations of the world have undergone or are undergoing training in RCM.

Belo@@r list:

1.

2.

Cuba

Dominican Republic
Myanmar

Sudan

Kenya
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8.

9.

. Uganda

Ethiopia
Ivory Coast

Burkina Faso

10. Lesotho



11. Hong Kong

12. Philippine

13. Guinea Conakry
14. Rwanda

15. Congo Brazzaville
16. Sao Tome & Principe
17. Madagascar

18. Sierra-Leone

19. Seychelles

20. Honduras

21. Angola

22. Bangladesh

23. Mali . @

®%

24. Chad
25. Liberia
26. Gambia
27. Ghana
28. Cameroon
29. Guineas Bissau Q\
30. Togo (JO
31. Benin Rep@’\
32. Ne %
33. Q
r&%anada
635. India

36. Democratic of Republic of Congo

Diversity of Ethnic Groups Repre@fpa in the Redeemed College Of Missions

RCM generally is blessedﬁ@ents from over 100 tribes and ethnic groups both within and
ria:

without the shores of Ni§
1. Mono (B@;\\'
2. Gra o (Benin)
3. &(Bumndi)
4. Mendakwe (Cameroon)
5. Bassa (Cameroon)
6. Metah (Cameroon)

7. Mbo’o (Cameroon)

165

ome of them are listed below:

8. Mafa-Gele (Cameroon)
9. Fulani (Cameroon)

10. Bamileke (Cameroon)
11. Bali (Cameroon)

12. Wum (Cameroon)

13. Nzebi (Gabon)

14. Fang (Gabon)



15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Ewe-GA (Ghana)
Ewe (Ghana)

Soso (Guniea Conakry)
Kikuyu (Kenya)

Luo (Kenya)

Greebo (Liberia)
Mwaghavul (Plateau)
Zuru (Kebbi)

Koma (Adamawa)
Tarok (Plateau)
Numana (Kaduna)
Ribina (Bauchi)

Bura (Borno)
Dukkawa (Niger)

Dadiya (Gombe)
Kukeb (Taraba) QQ
Kaka (Taraba) %

° \\'

Hausa (Kan

Tiv (B

B%hibma (Adamawa)
Kambu (Taraba)
Regwe (Plateau)
Idoma (Benue)

Fulani (Plateau)
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39. Yoruba (Benin)
40. Nagot (Benin)
41. Krahn (Liberia)
42. Kru (Liberia

43. Betsimisaraka (Madagascar)

44. Merina(Madagascar) \
45. Dihi-Dosso (Niger QQ
46. Teke (Republique Du Congo)
47. Rwandai nda)
48. (Senegal)
49K 0n0 (Sierra Leone)

&Kuku (Sudan)

51. Kakuwa (Sudan)

52. Kera (Tchad)

53. Gor (Tchad)

54. Yoto (Togo)

55. Mina (Togo)

56. Mugisu (Uganda)

57. Luo (Acholi) (Uganda)

58. Luo (Uganda)

59. Muganda (Uganda)

60. Muyamzi (Republique Demoratique Du

Congo)
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