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The evolution of the international business environment during the past twenty years due to globalization and
the recent pandemic determined an increase in international projects requiring new organizational and indi-
vidual capabilities to ensure project success. Cross-cultural competencies have been analyzed within the cross-
cultural management field and organizational behavioral studies, with limited research available in the inter-
national project management field.

Through a comprehensive literature review, the current research outlines the gap within the project man-
agement domain concerning the need triggered by the pandemic to acquire cross-cultural and digital abilities

Multiculturalism among project professionals. We disclose how the existent globalized virtual environment differs from the new
Cross-culturalism one triggered by the pandemic due to the forced shift to the digital setting with a strong impact on in-person
Pandemic interactions, verbal and non-verbal communication.

COVID-19

The originality of this work resides in the development of a novel project professional ability framework,

including digital and cross-cultural components that emerged during the pandemic. Secondly, we propose the
application of the identified cross-cultural and digital abilities within the project process group of the life cycle
based on their scope and outputs.

1. Introduction
1.1. The context

In an increasingly globalized world, international projects are
becoming commonplace, characterized by multicultural teams and
intricate digital technologies. These elements pose considerable chal-
lenges to project managers who grapple with cultural, religious, lin-
guistic, and mindset variations, along with differences in political and
legislative systems (Binder, 2016; Chua et al., 2012; Oertig & Buergi,
2006; Orr, 2005; Panina, 2021). The COVID-19 pandemic added another
layer of complexity, forcing a rapid shift to digital and remote working
and accentuating issues of trust, role clarity, communication, and
collaboration (Bartik et al., 2020; Coenen & Kok, 2014; Harrison &
Klein, 2007; Klein & Todesco, 2021; Liguori & Winkler, 2020; Mangla,
2021; Newman & Ford, 2021). Consequently, the importance of
addressing these challenges cannot be overstated, particularly in this era
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of profound change and digital transformation.

Existing research offers extensive insights into multiculturalism and
remote work within international business and project management
(Dulebohn & Hoch, 2017; Konanahalli et al., 2014; Pheng & Leong,
2000; Presbitero, 2019, 2020; A. 2021; Alfred Presbitero & Lemuel S.
Toledano, 2018a, 2018b; Shokef & Erez, 2015). However, there is a
notable gap in understanding the interplay between cultural and digital
abilities in projects, particularly where effective communication, lead-
ership, and collaboration tools are critical. This knowledge gap has
significant implications for project performance and management,
particularly as the landscape of work continues to evolve rapidly due to
factors emerged during pandemic.

Addressing this gap is crucial because it would provide valuable in-
sights into how project management can adapt to this evolving digital
and multicultural environment, fostering better project outcomes and
more robust and resilient project teams. We aim to bridge this gap by
exploring the abilities required for project professionals to navigate this
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new landscape. We utilize Cultural Intelligence (CQ) theories (Liver-
more, 2009; Livermore & Soon, 2015; Van Dyne et al., 2010) to un-
derstand how individuals can enhance their cross-cultural abilities,
thereby improving team performance and mitigating project risks in
these complex digital environments.

To refine readability and bring a clearer understanding of the ter-
minology adopted, we adhere to Livermore’s model, which character-
izes competencies as a sophisticated level of capabilities. Additionally,
we employ the term ’abilities” in alignment with the abilities model
proposed by Pennetta et al. (2023), using it as a broad reference to both
capabilities and competencies. Academic researchers suggest that abil-
ities are derived from knowledge acquired via training courses and
educational programs, which are categorized as skills. When these skills
are applied within an industry context - such as marketing, manage-
ment, manufacturing, or robotics - they evolve into capabilities.
Depending on their level of utilization - whether low, intermediate, or
high - these capabilities can subsequently be elevated to competencies.

1.2. Research aim

While the concept of working remotely in a multicultural setting has
been explored in international business and management fields, there is
a gap in understanding the effects of diversity in projects characterized
by high levels of multiculturalism and digital technology reliance. This
research aims to address this gap by investigating the following research
questions.

RQ1: Which abilities are necessary for project managers to deliver
international projects in the new digital work environment that emerged
during the pandemic?

RQ2: How are these abilities connected to the process groups of the
project life cycle?

To answer these research questions, we apply cultural intelligence
(CQ) theories and models to the international project management
domain and project life cycle, adopting the Livermore et al. (2012)
approach which includes aspects related to the awareness of cultural
diversity but also behavioral strategies for individuals to improve their
effectiveness during cross-cultural interactions. CQ includes knowledge
about individuals’ identities, differences, biases, global issues, and
opposing values. CQ theories show that individuals such as leaders and
managers can be extremely knowledgeable due to their experiences but
still hold a low level of CQ. However, managers and leaders can
implement Livermore’s CQ theory to overcome their lack of knowledge
about diversity (Ang et al., 2020; Austin, 2006; Earley & Ang, 2003;
Groves & Feyerherm, 2011). This being because the model goes beyond
cultural awareness and any notion of national culture, also addressing
conscious and unconscious bias to overcome stereotypes when evalu-
ating every situation (Livermore, 2011, 2022; Livermore & Soon, 2015).

Livermore (2009) proposes four types of capabilities needed by in-
dividuals to measure their level of CQ, including CQ drive (motivation to
learn and respond to different cultures), CQ knowledge (awareness of
differences in cultural aspects and understanding of their impact), CQ
strategy (ability to apply cultural awareness effectively in a multicul-
tural setting), and CQ action (capability to adapt and use an appropriate
behavior when responding to different situations in a multicultural
context). Because such capabilities can be measured through a CQ model
assessment (Livermore & Van Dyne, 2015), individuals need all four
capabilities to become CQ competent. The reason behind choosing
Livermore’s model lies in the model itself since it overcomes any form of
national culture that was the predominant focus of Hofstede (1984,
1996, 2001) investigations. Livermore (2009) CQ model focuses more
on the individual level with the additional value of proposing strategies
to overcome diversity in a multicultural context. This model also allows
individuals to quickly adapt to the volatile, uncertain, complex, and
ambiguous (VUCA) (Rings & Rasinger, 2020) work environment that
has emerged from the pandemic and is similar to the context of inter-
national projects and global virtual teams.
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1.3. Research contribution

The rationale underlying this investigation contributes to knowledge
by providing a critical review of the extant literature as it delves in using
a constructive approach to identify the gap in the implementation of any
CQ models available within the project management life cycle. We
provide a summary of the most significant studies about CQ implications
in project management and global virtual teams and explore further the
impact of the COVID-19 pandemic with a focus on the challenges
emerging from this new virtual-intensive and hybrid work environment.

An important contribution of this research is the development of a
project professional ability framework that embeds in-demand skills
outlining and interrelating some of the key abilities that emerged as a
result of the pandemic.

Another important contribution to the project management body of
knowledge is the proposal to implement such a set of abilities within the
project process groups of the project life cycle (A. PMI, 2021) integrating
each process group’s scope and outputs accordingly.

A summary table (Table 1) is provided below to highlight the
research gap, significance and contribution.

2. Methodology

The current research investigation is based on an adaptation of
Onwuegbuzie and Frels (2016) literature review process known as
comprehensive literature review (CLR), in which the process of data
collection is gathered by conducting a CLR. The preference over a more
traditional systematic literature review (SLR) lies in the nature of the
research topic itself, where the use of external resources in addition to
white papers broadens the spectrum of the research. The data sources for
the CLR comprised three databases, including Scopus, ProQuest and
EBSCO, within about a twenty-year interval range, from 2000 to 2022.
This range is broad enough to warrant the analysis of past and present
trends within the project management domain, observing the evolution
of the work environment from globalization to the pandemic to justify
the paradigm shift.

The research labels selected for data collection were cultural intel-
ligence, international project management, global project, virtual teams,
global virtual teams, cross-cultural competencies, cross-cultural capa-
bilities, and cross-cultural skills. These labels were chosen taking into
consideration definitions and theories presented by Livermore et al.
(2012).

Table 1
Summary table - research importance, gap and contribution.

Research Focus Research Outcome

Research Importance The research is important due to the prevalent challenges
faced by project professionals in a global, multicultural,
and digitized context. The recent pandemic has further
accentuated these challenges, making it crucial to
understand how project management can adapt to such
rapid changes and transformations.

The existing knowledge gap lies in the understanding of
the effects of cultural diversity in projects characterized
by high levels of multiculturalism and digital technology
reliance. Current research does not fully explore the
coexistent relationship between cultural and digital
abilities in international projects which plays a
significant role for communication, leadership, and
collaboration in such complex environments.
Addressing this gap is critical as it could provide insights
into fostering better project outcomes and building
resilient teams in the evolving digital and multicultural
work landscape.

This research proposes the theoretical ability framework
for project professionals which embeds cultural and
digital abilities which coexist in the lifecycle of
international, multicultural and virtual projects to
enhance project performance.

Gap in the extant
literature

The importance to
address this gap

Research contribution
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As presented in the CLR flowchart in Fig. 1, we followed the classic 7
steps as follows. In Step 1 we explored beliefs and topics within the
business and management domain, developing the problem statement
on how CQ influences project teams, starting from the scholar’s stance
and identifying a gap in the literature. In Step 2 we subsequently
selected Scopus, Web of Science and Ebsco as research databases for our
investigation to warrant enough coverage of the literature. We devel-
oped the following query in each database:

"Cultural intelligence" (Title) or "Cross-Cultural Competenc*" (Title)
or "Cross-Cultural Capabilit*" (Title) or "Cross-Cultural Skill*" (Title)
and "International Project*" (Title) or "Global Project*" (Title) or "Virtual
Team*" (Title) or " Global Virtual Team*" (Title) and Management or
Business or Behavioral Sciences or Cultural Studies (Web of Science
Categories) and Articles or Proceedings Papers (Document Types) and
English (Languages)

In Steps 3 and 4 results were first automatically and then manually
filtered by title and abstract and exported in ris format for references
management. In Step 5 the comprehensive review was also enriched
with white and government papers as suggested by the CLR tool which
embeds MODES (Onwuegbuzie & Frels, 2016, p. 58). In Step 6 we
implemented a robust approach to identify, analyze, and critically
summarize relevant literature findings. A cross peer-review approach
supported this step. Furthermore, papers were coded with the following
labels: CVD — about the COVID-19 impact on the workplace, GVT —
related to global virtual teams, IPM — concerning international project
management studies, and CQ - for cultural intelligence implications
within the management and project management domains. In Step 7 we
present the CLR findings and implications for project professionals in the
conclusion paragraph with a conceptual framework of competency for
modern project professionals outlining the new set of skills required.

Running queries across the three selected databases produced a list
of 639 papers which was narrowed down to 263 through automatic
filtering considering only peer-reviewed articles within the domain of
business, management, cross-cultural management, and behavioral
studies. We then manually filtered by title and abstract, reducing the list
to 29 research articles considering only papers about the impact of
COVID-19 or CQ on project management, virtual teams, and papers of
relevance in such topics. In addition, 15 white papers and government
reports were included in the last step of this CLR.

This work considers a total of 44 articles summarized in Table 1
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(Appendix A) to outline how CQ has been used by leaders, managers,
project managers and team members to enable effective communica-
tions and interactions, contextualized before and during the COVID-19
pandemic era.

3. Literature review
3.1. The rise of cultural intelligence

Different definitions of culture have been developed over the years,
starting with Hall (1976, p. 16) who described culture as characterized
by ideas, values, attitudes and patterns of behavior. An important
contribution was made by Hofstede (2001, p. 21) who defined culture
as, “The collective programming of the mind which distinguishes the
members of one group from another.” Hofstede developed dimensions of
culture to cluster individuals, namely power distance, individualism vs
collectivism, masculinity vs femininity, uncertainty avoidance, long- vs
short-term orientation. Hofstede’s perspectives indicate that culture is
acquired through generations with the tendency to change with expo-
sure to a different environment or external influences. Fischer et al.
(2009, p. 189) confirmed Hofstede’s view and explained that culture
exists through interactions amongst individuals in society, adding that
culture cannot be considered as part of genetics.

Livermore (2011) expanded and elevated Hofstede’s concept of
culture by providing a further four dimensions (being vs doing, uni-
versalism vs particularism, neutral vs affective, monochronic vs poly-
chronic) more connected to the individual level and focussing on
interactions in the workplace. Livermore, for example, included theories
of cultural differences and behavioral sciences which also consider as-
pects of personalities, and in doing so he transcended Hofstede’s defi-
nition of culture based on the dimensions of national cultures.
Livermore and Soon (2015) suggested, in fact, that generating stereo-
types of groups based on nationalities can produce bias and therefore it
is best to assess the cultural component at the individual level which can
be influenced by personal traits, experiences, and exposure to other
cultures. The idea to focus on the individual level is a crucial pillar for
cultural intelligence (CQ) theories since it helps to avoid stereotypes,
prejudices, and discriminations due to conscious and unconscious
biases.

The concept of CQ was defined two decades ago by Schmidt (Schmidt
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& Hunter, 2000) and a few years later other researchers like (Ang et al.,
2007) explained how through CQ models it was possible to address
globalization issues in intercultural settings. Specifically, researchers
explained how CQ theories can enable individuals to comprehend,
interpret and behave adequately in multicultural contexts. In fact, in this
context, CQ can be interpreted as, a capability of an individual to
function effectively in a situation characterized by cultural diversity.

According to Livermore (2009, p. 19), CQ is a multidimensional
concept based on the macro from cognitive, metacognitive, motiva-
tional, and behavioral factors developed by Ang et al. (2004) and pro-
posed as CQ knowledge (cultural awareness), CQ strategy awareness and
ability to plan for multicultural situations, CQ drive (interest, drive, and
confidence to adapt to multicultural situations), CQ action (ability to
adapt when working and relating interculturally). This concept of CQ is
different from other theories because it focuses on behaviors that can be
learned through training and experience. Moreover, Livermore’s theory
recognizes how individual interests (CQ drive) influence leaders or team
members in cross-cultural interactions. Acknowledging that each indi-
vidual is different within the same cultural frame, we explore the CQ
model described by Livermore (2009, p. 1) to develop the project pro-
fessional abilities (PPA) framework, contextualized with the new envi-
ronment that has emerged as a result of the pandemic to reflect the real
skillset required for the current job market. This proposed framework
also points out the group of skills required when working in multicul-
tural and virtual contexts, which are key characteristics of international
projects.

3.2. Paradigm shift: the role of CQ and digitalization

The recent global challenges forced organizations to shift to a highly
virtual-intensive workplace with team members geographically
dispersed across borders (Caligiuri et al., 2020; Deloitte, 2020a; Juer-
gensen et al., 2020; Liguori & Winkler, 2020; Sheppard, 2020; World
Economic Forum, 2020). At this stage researchers (de Lucas Ancillo
et al., 2021; Klein & Todesco, 2021; Kudyba, 2020; Newman & Ford,
2021) have been enquiring whether the outcomes of previous studies in
the fields of international project management and organizational and
behavioral science are still relevant. Despite the overall consensus being
probably affirmative, that is not entirely true (Caligiuri et al., 2020).
There is still, in fact, a fundamental gap concerning the concurrence of
digitalization and multiculturalism that generates significant chal-
lenges. Although competencies such as cultural awareness, inclusive and
digital leadership, in addition to digital literacy, are transposable and
applicable to the newly emerged work environment, scholars have
addressed those skills in unique and more controlled environments (i.e.,
digital, multicultural, national or organizational at once).

Kudyba (2020) outlined how the shift from the ordinary workplace
based on physical interactions to an online and virtual-only environment
is characterized by a massive use of technology that has never been
experienced. One fundamental characteristic of this VUCA environment
(Rings & Rasinger, 2020) that has developed during the pandemic is, in
fact, the coexistence of multiculturalism and digitalization due to the
increase of flexible work arrangements with employees scattered across
countries. Despite that could not be seen as a novelty for large corpo-
rations and multinationals with several subsidiaries across the globe, it
is also evident that any organization during the pandemic, independent
of size and field of operation, have been forced to implement a signifi-
cant and onerous digital transformation process throughout the entire
business. Organizations had to acquire new digital tools and train em-
ployees accordingly, not just to respond to a specific business initiative
(i.e., internationalization process, globalization effect, etc.) but to move
the entire business operations online as a countermeasure to an un-
precedented and unexpected situation.

Evidence of the previously described shift was reported by the
simulation model developed by Dohring et al. (2021) as a productivity
outlook for the economic growth during the pandemic that is seen as a
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catalyst for the digital transformation. Despite the boost in certain sec-
tors, such as e-commerce, information communication technologies
(ICT) and some of its subsectors (e.g., streaming, videoconferencing,
cloud computing, and data analysis), which can provide a significant
increase to nations’ GDPs, it is forecast that there will also be an increase
in barriers to upskilling employees of other sectors, with a far worse
scenario for the workforce of industry sectors in decline (i.e., tourism,
travelling, hospitality and so forth). The limitation of Dohring et al.
(2021) study is the simulation model itself which is not able to provide
or identify a specific set of skills required during the pandemic. Simi-
larly, other scholarly studies propose a highly abstract definition of
digital skills. Pre-pandemic research focused mainly on low-level abili-
ties, such as the usage of email, the internet, and the Microsoft Office
suite (Claro et al., 2012; Hatlevik et al., 2015). However Digitalization
encompasses advance abilities including programming languages data
management, Internet of Things (IoT), big data, data analytics (Chen &
Dai, 2021), international data policies knowledge, Artificial Intelligence
(AI), Augmented and Virtual Reality (AR/VR),robotics, additive and
digital manufacturing, cyber security, among others (Lahmann, 2018;
Morandini et al., 2020). In the project management domain, this extends
to the application of AR/VR and IoT technologies to Building Informa-
tion Modeling (BIM) (Marnewick 2022). A case in point is the Cross
River Rail project in Brisbane, Australia, where due to
pandemic-induced challenges, the project team relied heavily on digital
tools such as Slack, MS Project Online, Teams or Zoom for communi-
cation, IoT, robotics, Al, and data analytics for progress monitoring
(Newton, 2022). IoT sensors and UAVs were utilized to collect data, and
an additional AR/VR layer was added to the BIM, transforming the
engagement model for experts and the community, enabling interactive
project process monitoring, and visualizing the final outcome before
completion.

However, to fill the gap of the aforementioned skills, several gov-
ernments promoted upskilling and reskilling programs as documented in
industry and government reports (AISC, 2021; Doroba et al., 2020;
RMIT, 2021; TDA, 2020; Wilkie & Edwards, 2021). Those investigations
adopted a more pragmatic approach to identify and define these digital
skills in demand during the pandemic.

From a management perspective, since the new virtual intensive
environment has cut off all the physical interactions, including non-
verbal cues, several organizational processes such as auditing, moni-
toring, and control have been hardened. Newman and Ford (2021)
suggest, in fact, adopting five key steps including leadership, role
mistrust, miscommunication, and misunderstanding, with organization
and team strategies to overcome cultural aspects. Researchers have also
provided a thorough list of practical tips to overcome the common
challenges encountered when operating in the virtual environment that
emerged during the COVID-19 pandemic; however, they fall short in
addressing multicultural aspects and competencies from the employee’s
perspective (AISC, 2021; Almeida et al., 2020; Bartik et al., 2020; Butt
et al., 2021; Deloitte, 2020b; Dohring et al., 2021; Doroba et al., 2020;
Kaushik & Guleria, 2020; Klein & Todesco, 2021; Koch & Schermuly,
2021; Kudyba, 2020; Liguori & Winkler, 2020; Lund et al., 2021;
McKinsey, 2021a; Newman & Ford, 2021; RMIT, 2021; Saputra et al.,
2021; Sheppard, 2020; Tawakol & Ibrahim, 2021; World Economic
Forum, 2020; Wu, 2021). From this standpoint, one interesting research
concerning the cultural intelligence (CQ) role amplified during the
pandemic was proposed by Mangla (2021). The author suggests that the
four factors (cognitive, metacognitive, motivational and behavioral) of
the CQ model developed by Ang and Van Dyne (2008) were the key to
addressing virtual team effectiveness through five key indicators: role
clarity, performance, collaboration, trust, and virtual communication.
The empirical research based on the test hypothesis disclosed the posi-
tive influence of CQ on virtual teams’ challenges across the five in-
dicators, with a focus on the effectiveness of overcoming the language
barriers in the digital environment and minor contributions on the in-
dividual digital abilities other than the knowledge and use of



F. Anglani et al.

conferencing tools, mail, and the internet.
3.3. CQ in international project management and GVTs

While scholarly literature indicates varied interpretations regarding
the distinction between international and global projects (Cleland &
Gareis, 2006; Mossolly, 2015), one can highlight that global projects are
fundamentally associated with global virtual teams (Anantatmula &
Thomas, 2010). Both types of projects may profoundly influence the
global landscape, yet it is typically the global projects that address
macro-level challenges brought about by globalization, encompassing
issues that transcend national boundaries (Gardberg & Fombrun, 2006).
Such projects often involve multiple nations and target global issues or
challenges, including but not limited to climate change, poverty, and
pandemics (Binder, 2016; Grisham, 2009).

International projects, on the other hand, can be more focused on
two or more countries (Grisham, 2009). They can also be bilateral or
multilateral projects between countries (PMI, 2017). The Eurotunnel
project, which developed a railway tunnel connecting England and
France under the English Channel, as well as the Panama Canal expan-
sion project (van Marrewijk & Smits, 2016), are two examples of in-
ternational initiatives involving two or more countries, cultures, and
perspectives. Such an approach allows for a more comprehensive un-
derstanding of the issue and the development of inclusive solutions that
take into account the unique challenges and opportunities faced by
different countries.

However, with the advent of the pandemic, project complexity was
extended to a different level. On one hand, the presence of international
stakeholders required project managers to have a fundamental under-
standing of the role of culture and how behaviors, language, traditions,
norms, beliefs, and values impact project relations. On the other, they
now needed to have the knowledge and skills to properly use digital
tools such as business information modeling, project and business
management platforms and implement technologies such as artificial
intelligence, machine learning, augmented and virtual reality, and
internet of things (Lahmann, 2018; Marnewick & Marnewick, 2021,
2022; Newton, 2022). The coexistence of the intertwined virtual and
multicultural components introduced new challenges at each stage of
the project life cycle which need to be investigated.

International projects are characterized by more than one layer of
complexity in comparison to local projects because they often entail a
multicultural and virtual environment simultaneously. Hence, people
working on such projects face challenges of working in a highly digi-
talized environment where physical interactions are limited and po-
tential additional difficulties arise from interacting within non-
culturally homogenous workgroups. Briinnemann (2013), for example,
outlined that project managers are somewhat recurringly involved in a
global environment, pointing out that multiculturalism can manifest
both domestically and internationally. Project managers can manage a
diverse team of members who are delivering activities within national
borders, or the project can be part of a larger initiative spanning
different countries. In any of these cases, project managers need to
address cultural aspects which can be country related but more impor-
tantly related at a personal level. On the latter, Binder (2016) asserted
that every team member has their own national identity (culture) which
brings diversity and then further challenges to such projects. Although
national and organizational culture may have an impact on some pro-
jects, in this study, we also acknowledge that with the advent of
hyper-globalization (Wright, 2022), the concept of national culture has
evolved due to migration and the spread of technology which allows the
integration of cultures and societies (Kuttner, 2022; Livermore, 2022).
Therefore, the focus of this research is on the investigation of
cross-cultural abilities developed at the individual level based on the
dynamic cultural intelligence model developed by Livermore (2009).

A succinct definition of international projects is proposed by Hodg-
son and Paton, (2016) as a temporary endeavor across countries
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characterized by an elevated level of complexity due to geographical,
cultural, legal, and time zone differences. Despite being formulated in
2016 as a result of several studies on the effect of globalization on the
project management field (Bredillet et al., 2010; Elena, 2010; Grisham,
2010; Koster, 2009; Miller & Lessard, 2001; Pheng & Leong, 2000), this
definition remains contemporary.

According to Kiznyte et al. (2015), the effects of culture on project
success and its impact on team performance, including collaboration,
trust, empathy, communication, responsiveness, cultural adaption, and
group identity, has been raised by scholars mostly operating in organi-
zational and behavioral sciences but not often addressed by researchers
and practitioners in the project management discipline (A. Presbitero,
2021). Organizations realize the need to ensure employees are “cross--
culturally aware” or multiculturally competent to be more successful in
managing business internationally. The scholarly interest has often
focused on individuals’ cross-cultural capabilities being suitable for the
organization’s boundary-spanning roles. Those roles are indeed filled by
individuals with leadership and managerial skills who demonstrate a
high level of cross-cultural competency.

3.3.1. Why do project managers and leaders need to develop digital and
cross-cultural competencies?

The modern work landscape has catalyzed a transformation in work
arrangements and reshaped the dynamics of workgroups. The organi-
zational shift towards a virtual setting has spurred the emergence of
global virtual teams, which are inherently dispersed and multicultural.
This evolution necessitates a new set of skills to navigate the nuanced
challenges of this environment, encapsulating both cross-cultural un-
derstanding and digital ability. Leaders of companies within all in-
dustries generally understand the value and benefit of a multicultural
and diverse environment and leading and managing a diverse workforce
effectively can generate competitive advantage (Moon, 2013; Alfred
Presbitero & Lemuel S. Toledano, 2018a, 2018b). Individuals differen-
tiated by mindset, beliefs, actions, and mentality exhibit their cultural
attributes through observable (behaviors, facial expressions, dress
codes, languages, traditions, practices, eating habits) and unobservable
(conscious and unconscious bias, assumptions, attitude, beliefs, morals,
ethics, motives) ways.

Project managers in a global virtual environment must pay attention
to potential cultural differences, recognizing their effects on team
members’ values, attitudes and behaviors (Martinelli et al., 2017).
Despite the cultural awareness (Mueller, 2014), global project managers
should be culturally attentive in managing teams, opting for good
communication, respect, flexibility and the ability to compromise when
required (Ranf, 2010).

Previous studies from Judy and d’Amico (1997) and Earley and Ang
(2003) evidenced how the increasing competition due to globalization
led to a change in workforce demographics. Their research then turned
towards the cross-cultural effects and impact on the workplace. The
growing demand for professional mobility led by the rise of multina-
tionals has resulted in workgroups with different ethnicities, cultural
backgrounds, attitudes, beliefs, values, and languages (Harrison &
Klein, 2007; Hays-Thomas, 2004; Judy & d’Amico, 1997). The phe-
nomenon of multiculturalism started occurring in the 1960s in Western
societies, such as Canada and the US (Chua et al., 2012; Hero, 2010). The
nature of architectural, engineering and construction (AEC) professional
services delivered by advanced and industrialized countries facilitated
the migration of professionals (i.e., consultants, managers, engineers,
and architects) to transfer knowledge and technical expertise (Carrillo,
1994) and manage operations in foreign countries (Dikmen Toker &
Birgonul, 2002).

The diversity represented by multiculturalism emerges when orga-
nizations conduct business beyond national borders (i.e., international
projects, see (Konanahalli et al., 2014)) and when staff members interact
with other team members of different nationalities. But cultural di-
versity also emerges when firms expatriate professionals for the short to
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long term and/or when hiring a local workforce in the host country (i.e.,
internationalization, see (Bell & Young, 1998; Oviatt & McDougall,
2005)). Because organizations can either employ a local foreign work-
force or expatriate their professionals for a certain amount of time or
even permanently in host countries, it is critical to understand how to
manage cultural diversity and how cross-cultural competencies can be
learnt (Parboteeah et al., 2015). Speaking a different language and
holding a different mindset because of diverse values and beliefs
significantly affects people’s interactions, communications, and
decision-making. This diversity can be seen as a risk if not embraced
(Freedman & Katz, 2007) and may threaten project scope because of
miscommunication or loss of information due to misinterpreting
behavioral aspects connected to different nationalities, heritages, cul-
tures, religions, or political and legislative systems (Chua et al., 2012;
Miller & Lessard, 2001; Orr, 2005; Young, 2013).

Multiculturalism assumes a critical stance in international projects.
By collaborating with people from diverse cultures and backgrounds,
international projects can gain a deeper understanding of the unique
difficulties and opportunities of the nations and territories in which they
operate (Mesly et al., 2013; Wang et al., 2016). This can result in more
efficient and lasting solutions, as well as stronger connections and
partnerships between nations.

Managing distance and rethinking boundaries have been the primary
focus of many international business research investigations due to
recent global challenges (Caligiuri et al., 2020), along with defining a
new normal workplace which is heavily reliant on digital technologies
and contains other new challenges (Furumo et al., 2012; Mangla, 2021).
Working from home or in different countries are not completely new
concepts in the management domain (A. Presbitero, 2021) which is
driven by multinationals and large enterprises with a high degree of
digitalization (Bouncken et al., 2019; Nadkarni & Priigl, 2020; Rubino
et al., 2020). These types of work arrangements were promoted via
virtual teams (VTs), classified as geographically dispersed workgroups
which rely heavily on digital tools and platforms to communicate and
coordinate business activities effectively (Jarvenpaa & Leidner, 1999).
These VTs are either called global (GVTs) (Gunasekare, 2015; Luo et al.,
2012; Mattarelli et al., 2017; A. Presbitero, 2021; Alfred Presbitero &
Lemuel S Toledano, 2018), transnational (Earley & Mosakowski, 2000;
Lagerstrom & Andersson, 2003), multicultural or multinational (Con-
naughton & Shuffler, 2007) when made up of culturally diverse mem-
bers geographically distributed.

The recent paradigm shift from analogic to digital and then from in-
person to fully virtual (Liguori & Winkler, 2020), resulting in the
intensification of multiculturally dispersed teams which represent the
“new normal” workplace (Newman & Ford, 2021). The acceleration of
digitalization is critical now more than ever, for responding to ongoing
global challenges. Digital technologies and tools become the underlying
structure or “hardware” that allow organizations to continue working in
novel context. Companies have increased the use of technology to allow
interconnection and intercommunication across the mix of workplaces
(working from home, hybrid working arrangements). The digital
transformation is deeper than it looks because it also includes external
stakeholders such as vendors, distributors, contractors, regulators, pol-
icymakers, partners, government agencies and clients, which in turn
must possess similar technology to communicate, share and exchange
information accordingly. Working from home and in different countries
implies the massive use of digital technology and extensive knowledge
of digital tools. However, working in heavily digitalized environments
such as virtual or global teams comes with challenges. The technology
adopted must be user-friendly, effective, efficient, and secure, following
organizational policy requirements (Lewicki, 2018; Morrone et al.,
2020; Payette et al., 2015).

One of the major challenges that digitalization exposes is overcoming
cultural diversity. Although team members may speak the same lan-
guage, communication is also affected by different values, attitudes, and
beliefs in the context of today’s VUCA pandemic environment (Rings &
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Rasinger, 2020). GVTs rely on digital technologies for communication
and interaction but because team members are geographically dispersed
and culturally diverse, cultural differences are still a major concern for
such kinds of workgroups. Modern technology provides communication
platforms that allow the interconnection between team members that
are geographically distributed in different time zones. However, digital
technologies and individual digital capabilities cannot overcome cul-
tural differences in terms of social norms, languages, and beliefs
affecting individual behavior, attitudes, communication, leadership
styles, participation, role expectations, and pace of decision-making.

Kudyba (2020) discloses some limitations when working in a digi-
tally accelerated environment during the pandemic, including i) the
curtailed opportunities for spontaneous collaborations with re-
percussions for innovative and creative initiatives, ii) a sense of team
disconnection with apathy and overall low morale of team groups, iii)
limited knowledge transfer due to digital tool limitation and physical
interaction, iv) increased stress due to longer work hours in the new
forced digital-enabled workplace, and v) limited ability to audit business
performance with digital tools. In addition, Szewc (2013) and Gheni
et al. (2016) outlined that digital tools cannot reproduce, mimic or
interpret body language and the majority of non-verbal cues, for
example, voice modulation and hand gestures are hard to capture or
even notice. That can create the potential for misunderstandings and
miscommunications and an overall unstable work environment (Ayoko
et al., 2012).

More recently, Feitosa and Salas (2020) questioned the validity of
previous research outcomes of working in VTs with evidence that the
recent pandemic has added another level of complexity. According to
their investigation, trust has become more challenging since today’s VTs
have a heightened level of virtuality. Digital tools are the only means for
communicating and keeping businesses running, hence monitoring trust
has become even more important than building it. Researchers suggest
that new indicators need to be considered because of the heavy virtual
environment, such as team members’ responsiveness, and discrediting
or ignoring co-workers’ messages. Those may be signs of mistrust.
Therefore, we suggest an active auditing process should be put in place,
reinforced by communications policies to raise employees’ awareness
about, for example, respond to queries within 48 h. Feitosa and Salas
(2020) outlined other takeaways including a focus on process gain,
fostering inclusion, and auditing teamwork and team performance
frequently. Accordingly, managers and leaders need to acquire a new set
of skills to promote productivity and innovation during disruptive times,
with abilities to understand and adapt to any differences in a humane
way.

Studies on the leadership of multicultural teams (Abudi, 2012; Fur-
umo et al., 2012; Lepsinger & DeRosa, 2010) have evidenced the
important role played by leaders in coordinating, managing activities,
and establishing role clarity and trust amongst team members through a
mix of soft and technical skills. Caligiuri et al. (2020) provided a fresh
and novel perspective on the challenges faced by newly generated
multinational distant teams due to travel bans and reduced international
mobility in response to the recent pandemic. Researchers have empha-
sized that managers and leaders operating in such disruptive environ-
ments need to acquire cross-cultural skills to remain open-minded, and
cognitively and behaviorally attentive in an unfamiliar, uncertain, and
distressing environment (Caligiuri et al., 2020).

With regard to cultural implications in project management, we
found several research studies which examined the effect of the glob-
alization process (i.e., international projects and global projects, see
(Alvarez-Dionisi et al., 2016; Cleland & Gareis, 2006; Grisham, 2010;
Koster, 2009, 2010; Niazi et al., 2016). However, only a few have
investigated the role of cultural intelligence, or the project manager’s
cross-cultural skillset, therefore confirming a gap in the literature
(Aaltonen, 2010; Bredillet et al., 2010; Chiesa, 2000; Henderson et al.,
2016, 2018; Mansoor, 2019; Ochieng & Price, 2010; Pheng & Leong,
2000).
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Within the international project management domain, Aaltonen and
Kujala (2010) investigated the influence of external stakeholders’ be-
haviors providing significant contribution in terms of strategies to in-
fluence them for project delivery success. Despite the cross-cultural
component being somewhat included through the behavioral factor
(Ang & Van Dyne, 2008), it does not focus on the other cultural intel-
ligence (CQ) factors — cognitive and metacognitive. These CQ factors are
essential to become culturally competent and ready to apply such
knowledge through behavioral strategies for effective multicultural in-
teractions. Furthermore, the motivational factor was not included as
well as the drivers to build the motivation for a robust cross-cultural
strategy.

From the cultural perspective, Chipulu et al. (2016) conducted an
interesting quantitative investigation on the effect of Hofstede (2001)
cultural dimensions to define more in-demand project management
skills at that time. Through the extrapolation of keywords from job ad-
vertisements connected to the six dimensions, the authors were able to
identify which of the six dimensions was more influential for project
professionals to respond to job market needs. Despite the title of the
paper suggesting the building of CQ or the identification of
cross-cultural competencies for project managers through job adver-
tisement analysis, the application of Hofstede’s theory based on the
concept of national cultures does not provide the ability to function
across cultures. Therefore, although Chipulu et al. (2016) provided in-
sights on cultural denominators, they did not suggest any models to
operate across cultures (Ang & Van Dyne, 2008; Livermore, 2009). From
a similar standpoint, Bredillet et al. (2010) investigated project man-
agement deployment in 74 countries through Hofstede (2001) cultural
dimensions, providing an excellent contribution to the project man-
agement domain from national low to high level GDP and Hofstede’s
cultural dimensions. Similar to Chipulu et al. (2016) investigation,
Bredillet et al. (2010) provided very minor cross-cultural contributions
concerning the project management sector as scholars relied on Hof-
stede’s national six cultural dimensions only.

The application of Livermore (2011) and Van Dyne et al. (2010)
cultural intelligence models to international project management prac-
tices is limited to a conceptual investigation provided by Kiznyte et al.

and laws L
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(2015). The authors proposed a significant advancement in the project
management field by suggesting an implementation of Livermore (2009)
CQ four factors model. Although Kiznyte et al. (2015) suggested which
and how to implement such factors (Kiznyte et al., 2015), they did not
disclose how a CQ model can be framed within the project life cycle.
Essentially, the authors curtailed their reasoning to the presentation of
Van Dyne and Livermore’s four factors model without any reference to
specific project process groups or stages. Alternatively, Henderson et al.
(2018) proposed a quantitative investigation into how global virtual
teams’ CQ moderates the positive relationship between communication
norm alignment, role clarity, and interpersonal trust in global
manufacturing projects. Despite the authors empirically demonstrating
that global virtual teams (GVTs) need to develop proper communication
skills, they also need to be motivated to do so to be effective and efficient
in a multicultural environment. Findings provided by this investigation
and other similar studies are not limited by a strict virtual environment;
in fact, face-to-face communication still happened once a month (47.2
%), several times a week (12.4 %) and even several times a day (9.6 %).

4. Discussion and implications

The constructive critical analysis of the extant literature on the effect
of cultural intelligence and the challenges arisen with the pandemic on
international project management and GVTs enabled us to develop a
new framework of abilities for project professionals of the 21st century
(Fig. 2). This framework proposes the most influential abilities spread
across the four components in demand by the industry, as documented
in government and industry reports.

This proposed framework is made up of the block of personal or soft
abilities and the block of technical or hard abilities. The spread of the
cross-cultural and digital components across these two blocks shows the
impact of the evolving landscape on international project management
and reveals the novel contribution proposed in this study. Unlike the
IPMA competence baseline (Coesmans et al., 2015; Vukomanovic et al.,
2016) based on domains and on the three areas of competencies (people,
perspective, and practice), the proposed Project Professional Ability
(PPA) framework explores abilities for project professionals (project and
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Fig. 2. Proposed Project Professionals Ability Framework for the 21st Century- source authors.
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business managers, team leaders, risk and quality specialists, etc.). As a
result, additional competencies to the ones presented in the IPMA
competence baseline are recommended. Therefore, scholars and pro-
fessionals may consider the proposed PPA framework as integrative to
the IPMA baseline, as it extends the competencies in the people area
crucial during the pandemic era, whilst treating the concept of culture at
an individual level.

This research further proposes the implementation of the beforehand
identified cross-cultural and digital abilities within the project process
groups of the project life cycle (PMI, 2017; A. 2021). Table 2 shows the
cross-cultural and digital abilities being integrated within the five pro-
cess groups (initiating, planning, executing, monitoring and controlling,
and closing) following each process group’s function and outputs. We
aim to connect projects’ processes to the abilities of project professionals
needed to deliver such functions in a multicultural and virtual envi-
ronment typical of international project management and business

Table 2
Project professionals’, leaders’, and managers’ capabilities in international
projects.

Project Project Professional/Leader/Manager Abilities
Process
Groups
Digital Cross-Cultural
Initiate e Highly skilled with CRM e Open-mindedness
software o Adjusting abilities
o Relying on digital e Moderating cross-cultural
technologies communication
e Disseminating knowledge e Establishing trust
through digital channels e Cultural awareness
e Online meetings e Interculturalism
o Biculturalism
Plan o Highly skilled with ERP, e Open-mindedness
and PSA software e Defining individual roles and
e Planning with cloud-based duties
platforms e Defining and promoting the
e Data governance and organization/team identity
privacy knowledgeable e Time management across time
e Online meetings zones
o Strong scheduling abilities of
dispersed resources
e Emotional Intelligence
o Interculturalism
e Biculturalism
Execute e Highly skilled with ERP, e Open-mindedness
MRP and PSA software e Moderating cross-cultural
e Advanced abilities in meetings
coordinating dispersed e Promoting online
teams collaborations
e Advanced abilities in e Attentive to individual
document management behaviors
systems e Maintaining trust amongst team
e Online cross-cultural members
meetings e Managing stressful situations
e Attentive to international within global virtual teams
data standards and data across time zones
policies e Adjusting abilities
e Artificial Intelligence e Emotional Intelligence
e Robotics e Advanced change management
abilities across countries
e Cultural awareness and
sensitivity
Monitor & e Strong auditing abilities o Reinforcing organizational
Control e Advanced abilities to policies to promote team
generate reports withing efficiency
platforms e Emotional Intelligence
e Online cross-cultural e Monitoring Trust
meetings
e Online reporting
e Artificial Intelligence
Close e Adapting presentation and e Skilled in synthesizing outputs

and outcomes
Bicultural and intercultural
abilities

communication styles
Online cross-cultural
meetings
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initiatives delivered during the pandemic.

The initiation process group is the project’s starting point, where the
project manager, project sponsor and clients have kick-off meetings to
define the project purpose, objectives, outcomes, and deliverables. The
outcome of this process is the project charter that must be aligned with
the organization’s strategy and respects the agreements with stake-
holders in addition to the stakeholder register, assumption log and
change requests form. Usually, the initiation process group strongly
relies on data gathering through face-to-face meetings with other inputs
from phone calls and emails. Working in a disruptive environment with
limited to no human interaction, project professionals, managers and
leaders need to rely on digital tools such as Integrated Project Man-
agement Information Systems (IPMIS) with Customer Relationship
Management (CRM) and/or Enterprise Resource Planning (ERP) capa-
bilities to identify and categories resources and stakeholders at this stage
and to future deal with contractors, suppliers, policy makers, and other
stakeholders in the next stages. Moreover, project managers need to be
culturally competent to adapt and adjust to different styles of commu-
nication when interacting with global stakeholders, holding abilities
such as acculturalism (Berry, 2005; Ward et al., 2001), interculturalism
(Deardorff, 2006, 2011, 2014), and biculturalism to increase success and
well-being among individuals (Hong, 2010). Alongside such abilities,
CQ Knowledge helps project managers to align with stakeholders’ ex-
pectations to develop culturally appropriate project plans and strategize
communication effectively. It is therefore critical that project organi-
zations 1) align project managers with these abilities in the conceptu-
alization phase of the project, or 2) establish the necessary cross-cultural
training to upskill existing project managers who are to be heavily
involved in the initiation process group of their projects.

The planning process group foresees the definition of project scope,
work breakdown structure (WBS), resource breakdown structure (RBS),
budget, and timeline, and develops the cost, quality, schedule, stake-
holder, procurement, communication, and risk management plans. To
do that, project managers and practitioners must rely on cloud-based
platforms and digital tools and strategize how to manage communica-
tion effectively in multicultural teams or amongst international stake-
holders. Here, CQ Strategy, which involves the ability to apply cultural
awareness effectively, can enhance the creation of the communication
management plan, fostering open-mindedness, cultural empathy, and
emotional stability under pressure. Distress is generated when defining
team members’ role clarity through duties (Henderson et al., 2016,
2018). Managing trust across teams and stakeholders is important and
this ability requires cultural diversity knowledge (CQ Knowledge) usu-
ally acquired through real work experience across cultures or training.
Furthermore, Interculturalism plays a significant role in the success of
the planning process, complementing CQ Strategy (Livermore, 2011;
Livermore & Soon, 2015).

The execute stage is where previously mentioned plans and project
artefacts are implemented to acquire resources and deploy teams to
deliver activities and sub-tasks matching client expectations and quality
metrics as much as possible on time and within budget. During the
execution process, a significant amount of information is generated and
processed through digital tools only, which may generate stress amongst
stakeholders and project members. Therefore, communication plays an
important role as much as biculturalism and intercultural effectiveness
since these abilities can effectively facilitate verbal and non-verbal
communication (Hammer et al., 1978; LaFromboise & Rowe, 1983).
The executing phase is also labor intensive, and it is often predicted to be
a phase where team conflicts and stakeholder communication problems
emerge. The communication management plan could, for example,
benefit from abilities such as open-mindedness, cultural empathy, and
emotional stability to encourage team members to manage internal and
external communications when under pressure with effectiveness and
efficacy, enabling them to remain calm in stressful situations (Hanni-
gan, 1990). Language proficiency can also play an important role,
especially when projects are delivered through joint ventures where
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managers, leaders, and project professionals speak the counterpart
foreign language fluently (Light et al., 2002; Masgoret & Ward, 2006).
Therefore, organizations need to plan ahead of this stage and equip the
project team with the necessary cross-cultural competencies that can aid
conflict management.

Monitoring and controlling is a reiterative process that crosses every
project process group and provides the tools to mitigate or correct any
discrepancies from the baseline. At this stage, project professionals need
to be resilient when dealing with unexpected changes or requests from
stakeholders which can significantly impact the project from a time and
budget perspective. Resilience represents the ability of individuals to
address stressful situations by adapting the response to the context.
Resilience combined with a positive attitude also helps team members
approach matters from a different perspective, including the cultural
perspective (Omorede et al., 2015; Tugade & Fredrickson, 2004).

Closing is the last process group where the handover of products/
services to the customer takes place. After a quality check, a final
meeting with the client is usually held to demonstrate products/services
features following the stipulated quality metrics. Project managers must
demonstrate strong cross-cultural communication abilities; therefore,
the knowledge of customers’ language and culture (values, norms, and
beliefs) is extremely important. In this phase, communication also
contemplates the ability to renegotiate terms that require emotional
management and a positive attitude to adjust and cope with stressful
situations (LaFromboise et al., 1993).

Finally, it is worth noting that cultural awareness does not guarantee
an effective improvement of communication nor the successful
completion of projects; however, what is proposed and proven is that
cultural intelligence theories (Ang & Van Dyne, 2015) help individuals
and organizations to address such issues (Livermore & Ang, 2016).

5. Implications

In this research, we identified a paradigm shift of abilities required
due to the pandemic with theoretical and practical implications. This
research links cultural competencies and digital capabilities in a new
and novel way to provide a greater understanding of the new context in
which project teams operate.

5.1. Theoretical implications

The originality of this work resides in the development of a novel
project professional ability framework, including digital and cross-
cultural components that emerged during the pandemic. The proposed
framework serves as an instrumental blueprint for augmenting the un-
derstanding of the required abilities of project professionals. The novel
framework can assist with a greater understanding of the various cul-
tural competencies required and the mix that best reflects a productive
team. It can also allow the development of new tools for assessing
project professional abilities, integrating digital and cross-cultural
metrics enriching the field of skills assessment and development. It
may also support the redefinition of leadership roles in relation to
leading remote and culturally diverse teams.

The utilization of the framework may influence the models used for
training and development within organizations, emphasizing the critical
need for digital and cross-cultural abilities in modern project manage-
ment. Consequently, it may reshape the theories of adult learning and
professional development.

5.2. Practical implications

The pandemic has forced organizations to operate in a virtual and
cross-cultural setting, thus highlighting new challenges for project
management. For instance, businesses need to navigate the complexities
of global data privacy and protection laws such as the General Data
Protection Regulation (GDPR), California Consume Privacy Act (CCPA),
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and the Australian Privacy Act (APA). Therefore, the ability to under-
stand and navigate these cross-cultural norms and legal nuances be-
comes a competitive advantage.

The request of a new group of abilities as evidenced through the
analysis of industry and government reports outlines the major role of
academia in the development of education material which must consider
the skillset dictated by the newly emerged workplace to better match in-
demand abilities with the modern job market. The Cross River Rail
construction project is an example of how the project management team
has had to navigate several challenges arising with the remote working
arrangements and supply chain disruptions, while still ensuring the
success of the project. Therefore, the implementation and reliance on
cloud-based enterprise resource planning, customer relationship man-
agement, and Project software automation platforms in addition to
artificial intelligence, internet of things, robotics, digital communication
and collaboration tools, have been instrumental in helping the team to
continue to make progress on the project despite the challenges of the
pandemic. Additionally, the development of skills such as adaptability,
resilience, and cultural and emotional intelligence has helped the team
to manage the stress and uncertainty caused by the pandemic and suc-
cessfully deliver the project within budget and timelines.

Consequently, education institutions must consider restructuring
their management courses with a major focus on digital communication
strategies and the necessary soft management skills to be more effective
in the virtual business world. Thus, we propose that for such courses, the
integration of advanced foundations on programming languages, arti-
ficial intelligence, machine learning, cybersecurity, international data
privacy policy standards, data management strategies, data analytics,
online team working in conjunction with cultural adaptation, cross-
cultural communications, scant resource management and leadership
styles with more focus on the combination of digital and inclusive
leadership could be beneficial. If training is focused on the double cross-
cultural and digital ability components, then it can foster trust, respect,
and effective teamwork processes in a virtual and highly technology-
driven environment, with relevant integration from both the cross-
cultural management and cultural intelligence theories to work effec-
tively across cultures.

From a practitioner’s perspective, this research suggests the imple-
mentation of cross-cultural and digital abilities across the five project
process groups. This will help professionals to develop cultural aware-
ness and be more attentive to diversity while also understanding the
importance of continuous professional development to sharpen abilities
in a specific industry context. In turn, this can aid professionals to
become more “employable” in those industry sectors which have seen an
increased demand in virtual skills during, and likely after, the pandemic.

6. Limitations

While this research presents substantial insights into the evolution of
abilities required for effective project management during and post-
pandemic, there are some limitations to consider. Primarily, the focus
on international projects and global virtual teams might not capture the
full breadth and diversity of project types, team structures, and in-
dustries. This focus might limit the overall generalizability of our find-
ings and proposed Project Professional Ability (PPA) framework to
different settings. Additionally, various industries might have their
unique challenges and requirements that our framework may not fully
address.

Secondly, our research methodology relied heavily on secondary
data sources, such as literature reviews, government, and industry re-
ports. While these provided a rich source of information, they may not
entirely reflect the complexity of real-world scenarios, personal expe-
riences, or unique cultural or organizational contexts. Therefore, the
developed ability framework might not be fully universally applicable.
Furthermore, due to the rapid advancement in technology and digital
tools, there might be specific technical abilities overlooked in this study,
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or some might become obsolete in a short period, limiting the longevity
of our PPA framework.

7. Future research avenues

From this investigation, an array of potential trajectories for future
research emerges. Future studies might also consider focusing on the
impact of varying degrees of cultural intelligence among team members
on project outcomes. For instance, research could explore whether
teams with a higher average level of cultural intelligence outperform
those with a broader spread of cultural intelligence levels. Such an
investigation could potentially illuminate whether it’s more beneficial
to have a uniformly high level of cultural intelligence across a team or if
a degree of variation can bring about unique advantages.

Another potential area of exploration could be the development of
new methods and tools to assess and improve cultural intelligence in
virtual teams. This could include the creation of novel training programs
or technologies to facilitate cross-cultural communication and collabo-
ration in the digital environment. That represents a current gap in the
cultural intelligence field. Furthermore, exploring the efficacy of these
programs or tools through longitudinal studies would provide insights
into their long-term impact on project success.

Expanding the ambit to include a diverse range of project categories,
team structures, industries, and geographic regions could furnish a more
comprehensive understanding of the abilities required in the project
management domain. This could entail the exploration of case studies
across diverse industries and regions to evaluate the efficacy and
adaptability of the proposed Project Professional Ability (PPA) frame-
work in these different contexts.

Moreover, the implementation of empirical research methodologies
could further validate and refine the proposed framework. Such meth-
odologies could include qualitative research, through interviews or
focus groups with project managers and team members, or quantitative
research, via surveys or experiments. These methodologies would aid in
capturing the complexities and nuances of real-world project manage-
ment, enhancing the practical relevance of the proposed framework.
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An intriguing avenue for future research could be to scrutinize the
dynamic character of the required abilities, in the context of evolving
technologies and ongoing digital transformations. This could lead to the
development of a more dynamic and adaptable PPA framework, capable
of responding promptly to changes in the project management
landscape.

Therefore, longitudinal studies could be pivotal, allowing re-
searchers to observe the application of the PPA framework over an
extended timeframe, thereby shedding light on its long-term influence
on project outcomes, team dynamics, and organizational performance.
Such studies could help to identify potential areas for refinement in the
proposed framework and better predict future trends and changes in the
field of project management.

8. Conclusion

This research study unlocks the potential of crossing digital frontiers
with cultural intelligence—a new paradigm for project managers
inspired by changes and challenges of the emerged workplace . Inte-
grating these abilities across project process groups mayd: ensures
adaptability and resilience, critical for modern project professionals and
leaders. The research underscores the significance of continuous pro-
fessional development and honing virtual skills. Despite recognized
limitations, this fusion of cultural intelligence with digital acumen lays
the foundation for future research, framework refinement, and tools
development, augmenting cross-cultural collaboration in the digital age.
It presents a refreshed perspective in project management, harmonizing
the complexities of our time by bridging the gap between the traditional
and the virtual.
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telework and flexible work schedules
Connaughton Journal Conceptual ~ GVT Multinational and multicultural distributed teams: A review and future Small Group Research 2007
agenda
Dulebohn Journal Conceptual ~ GVT Virtual teams in organizations Human Resource Management 2017
Review
Earley Journal Empirical GVT Creating hybrid team cultures: An empirical test of transnational team Academy of Management 2000
functioning journal
Feitosa Journal Conceptual ~ GVT Today’s virtual teams: Adapting lessons learned to the pandemic context Organizational dynamics 2020
Gunasekare Journal Empirical GVT Virtual teams in Sri Lankan business process outsourcing companies Journal of Business & 2015
Economic Policy
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future research Management and Economics
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Henderson Journal Empirical IPM The centrality of communication norm alignment, role clarity, and trust in International Journal of 2016
global project teams Project Management
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Pheng Journal Empirical IPM Cross-cultural project management for international construction in China International Journal of 2000
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