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Abstract: The globalization and increasing scale of engineering projects have introduced unprecedented complexity to
international negotiations, requiring negotiators with a sophisticated integration of technical knowledge, strategic insight,
and advanced interpersonal skills. This study develops a comprehensive core competency framework for international
engineering negotiators and constructs a rigorous, multi-method evaluation model to systematically assess these
competencies. Drawing on negotiation theory, strategic management, cross-cultural communication, organizational
behavior, and psychological resilience, the research provides both theoretical contributions and practical guidance for
talent selection, competency-based training, and performance management. A detailed case study of a multinational
engineering negotiation team demonstrates the framework’s practical applicability, predictive reliability, and effectiveness
in enhancing negotiation outcomes, team performance, and organizational success, offering a validated, actionable tool for
organizations to systematically cultivate negotiation excellence in complex international engineering projects while
bridging theoretical insights with real-world application.
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1 Introduction
The globalization and increasing complexity of engineering projects have heightened the demands on international

negotiators, who must integrate technical knowledge, strategic insight, interpersonal skills, and cultural intelligence.
Large-scale infrastructure, energy, and construction projects increasingly involve multi-national teams, complex contractual
arrangements, and diverse stakeholder interests. Failures in cross-border engineering projects often result frommisaligned
expectations, inadequate negotiation capabilities, and poor coordination among stakeholders (Erinjogunola et al., 2025).
Consequently, international engineering negotiators are expected not only to master technical and contractual knowledge
but also to exercise strategic thinking, cross-cultural competence, leadership, and psychological resilience.

Existing research on negotiation competencies has primarily focused on general business contexts, while engineering
management studies emphasize project planning, technical expertise, and cost control. Few studies integrate these
perspectives to address the unique, multidimensional competencies required for international engineering negotiation,
where technical, strategic, interpersonal, and cultural factors intersect (Pujadas & Pardo-Bosch, 2024). This gap highlights
the need for a comprehensive framework that captures both theoretical and practical aspects of negotiator effectiveness in
complex global projects.

This study contributes by developing a theoretically grounded, multidimensional competency framework and a
rigorous multi-method evaluation model tailored to international engineering negotiators. Drawing on negotiation theory,
strategic management, cross-cultural communication, organizational behavior, and psychological resilience, the framework
identifies four core competency domains: strategic and business literacy, negotiation and communication skills, personal
traits and psychological resilience, and team leadership and organizational coordination. Practically, it provides a
foundation for talent selection, competency-based training, and performance management, enabling organizations to
cultivate negotiation teams capable of achieving successful outcomes in highly complex international engineering projects.

2 Constructing the Core Competency Framework
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This section presents the construction of a core competency framework for international engineering negotiators,
identifying the essential knowledge, skills, traits, and leadership abilities required for effective performance, outlining the
guiding principles of the framework, and detailing its four interrelated competency dimensions, thereby providing a
foundation for both theoretical understanding and practical application.

2.1 Principles andModel Framework

The construction of the competency framework follows four guiding principles. First, relevance ensures that each
competency aligns with factors empirically shown to influence negotiation success in international engineering contexts.
Second, measurability guarantees that each competency can be observed, assessed, and quantified, in line with behavioral
and psychometric assessment theories. Third, adaptability allows the framework to remain applicable across varying
project types, cultural contexts, and organizational structures, consistent with dynamic capability theory (Teece et al.,
2016). Finally, comprehensiveness integrates knowledge, skills, personal traits, and leadership capacities, ensuring that the
framework captures the full spectrum of capabilities required for effective international negotiation.

The framework is structured hierarchically, identifying four core competency dimensions, each with specific
sub-dimensions and measurable indicators: (1) Strategic and Business Literacy, (2) Negotiation and Communication Skills,
(3) Personal Traits and Psychological Resilience, and (4) Team Leadership and Organizational Coordination. As illustrated in
Figure 1, these dimensions are interrelated, reflecting the complex, multi-layered demands of international engineering
negotiations, where technical understanding, strategic decision-making, interpersonal skill, and team coordination
collectively determine negotiation outcomes.

Figure 1. Core Competency Framework for International Engineering Negotiators

To bridge the guiding principles and the operational dimensions, the framework emphasizes that competencies are
not isolated attributes but interdependent capabilities. The following subsections elaborate on each core competency
dimension, detailing its theoretical grounding, constituent sub-dimensions, and practical examples in the context of
international engineering negotiation.

2.2 Core Competency Dimensions

2.2.1 Strategic and Business Literacy
Strategic and business literacy provides the foundation for informed decision-making in negotiations. It encompasses:
•International engineering and contract knowledge: Negotiators must understand global project standards,

contractual structures, and risk allocation mechanisms (Lee et al., 2021).
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•Engineering technical comprehension and cost awareness: Assessing feasibility, technical trade-offs, and cost
implications ensures that proposals are realistic and credible.

•International business and financial literacy: Understanding global finance, market conditions, and project risk
management supports strategic decision-making.

•Strategic thinking and holistic perspective: Applying systems thinking and long-term planning enables negotiators to
integrate multiple perspectives and anticipate potential consequences.
2.2.2 Negotiation and Communication Skills

Effective negotiation depends on both interpersonal and strategic communication skills. Key components include:
•Cross-cultural communication and adaptability: Knowledge of cultural norms, decision-making preferences, and

communication styles enhances trust-building and collaboration.
•Multilingual proficiency and technical terminology application: Accuracy in language and technical terminology

reduces misunderstandings and conveys professionalism.
•Advanced negotiation strategies and techniques: Mastery of integrative negotiation, distributive tactics, and conflict

resolution strategies improves bargaining outcomes.
•Listening, insight, and persuasion: Active listening and stakeholder analysis enable negotiators to tailor their

strategies to the interests and concerns of counterparties.
2.2.3 Personal Traits and Psychological Resilience

Psychological attributes underpin sustained negotiation performance:
•Emotional regulation and stress tolerance: Maintaining composure under pressure supports rational

decision-making.
•Integrity, principles, and flexibility: Ethical judgment builds trust while pragmatic adaptation ensures responsiveness

to changing circumstances.
•Rapid learning and adaptability: The ability to assimilate new technical knowledge or regulatory information enables

effective, informed negotiation.
•Perseverance and determination: Persistent engagement is essential for complex negotiations that require iterative

discussion and problem-solving.
2.2.4 Team Leadership and Organizational Coordination

Negotiators often operate within teams and multi-organizational contexts:
•Team building and leadership: Motivating and guiding negotiation teams enhances effectiveness. Transformational

leadership theory (Bass, 2015) supports the development of shared goals and vision.
•Internal coordination and resource integration: Aligning internal departments ensures unified negotiation positions

and efficient resource utilization.
•External relationship management and influence: Managing external stakeholders and leveraging social capital

strengthens negotiation leverage.

3 Evaluation Model Design
Building on the core competency framework outlined in the previous section, this section focuses on the design of a

robust evaluation model to assess the competencies of international engineering negotiators. While the framework
identifies the knowledge, skills, traits, and leadership abilities required for effective negotiation, translating these
competencies into measurable and actionable assessments is critical for practical application. The following subsections
detail the guiding principles, multi-method assessment approach, and validation procedures that ensure the model is both
theoretically sound and operationally effective.

3.1 Principles andMethodology

The evaluation model is guided by the principles of reliability, validity, and practicality. Each competency from the
framework is translated into observable and measurable behaviors, ensuring that assessment captures knowledge, skills,
personal traits, and leadership influence comprehensively. The methodology integrates both qualitative and quantitative
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measures, allowing for multi-level evaluation that reflects the complexity of negotiation performance in international
engineering projects. By grounding the assessment in behavioral indicators and psychometric theory, the model ensures
that evaluation results are accurate, interpretable, and actionable.

3.2 Multi-Method ComprehensiveAssessment

To enhance robustness and mitigate the limitations of single-method evaluation, the model employs a multi-method
assessment strategy:

•Self-assessment: Encourages negotiators to reflect on their own competencies, fostering self-awareness and
professional growth.

•Peer evaluation: Captures interpersonal and collaborative skills from the perspective of team members, providing
insight into relational effectiveness.

•Expert rating: Senior managers or external experts assess strategic, technical, and negotiation proficiency, offering an
objective benchmark of performance.

•Situational simulations: Scenario-based exercises replicate realistic negotiation contexts, evaluating the practical
application of competencies under pressure.

Weighted scoring aligns assessments with organizational priorities, emphasizing strategic and leadership
competencies for senior roles, while highlighting negotiation and communication skills for front-line negotiators. This
integrated approach ensures a comprehensive understanding of an individual’s strengths and areas for development.

3.3 Reliability, Validity, andApplication Process

To ensure the model’s scientific rigor, psychometric testing is applied:
Reliability analysis: To ensure that the evaluation model produces consistent and stable results, internal consistency is

assessed using Cronbach’s alpha, which examines the degree to which items within each competency dimension are
correlated. Additionally, test-retest reliability can be applied by administering the assessment at multiple time points to
evaluate temporal stability, confirming that competency scores remain consistent under comparable conditions.

Construct validity: Establishing the validity of the model ensures that the evaluation accurately measures the intended
competencies. Confirmatory factor analysis (CFA) is employed to test whether observed indicators align with the proposed
four-dimensional framework, verifying the theoretical structure of the model. Furthermore, criterion-related validity is
examined by correlating competency scores with project success metrics, such as contract outcomes, negotiation efficiency,
and stakeholder satisfaction.

Application process: The evaluation model follows a structured and iterative cycle designed to maximize both learning
and performance improvement. The cycle begins with pre-assessment, where individuals self-assess their competencies
and provide baseline data. This is followed by competency measurement through the multi-method evaluation
(self-assessment, peer review, expert rating, and situational simulation), generating a comprehensive competency profile.
Feedback delivery is then provided in a structured format, highlighting strengths, areas for improvement, and actionable
recommendations. Finally, targeted development planning allows individuals and teams to engage in training, mentoring,
and on-the-job practice tailored to identified gaps.

By combining these principles, methods, and validation processes, the evaluation model provides a robust,
evidence-based tool for organizations to measure and develop the capabilities of international engineering negotiators,
ensuring alignment with both strategic objectives and practical negotiation outcomes.

4Application and Case Validation
Building on the competency framework and evaluation model outlined in the previous sections, this section explores

the practical application of the framework in organizational contexts and demonstrates its effectiveness through empirical
validation. The following subsections illustrate how the framework can be applied to talent selection and development,
industry certification, performance management, and are further validated through a detailed case study of a multinational
infrastructure negotiation team.
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4.1 Talent Selection and Development

The framework provides a structured basis for competency-based recruitment and professional development,
ensuring that candidates with the highest potential for international negotiation success are identified and nurtured.
Recruitment processes can integrate targeted assessments based on the four core competency dimensions—strategic and
business literacy, negotiation and communication skills, personal traits and psychological resilience, and team leadership
and organizational coordination. Post-selection, structured training programs, mentorship, and scenario-based simulations
allow negotiators to develop competencies in a controlled yet realistic environment. For example, simulation exercises can
recreate cross-border negotiation scenarios to strengthen cultural adaptability, advanced negotiation strategies, and stress
management skills. This approach ensures that development initiatives are tailored, measurable, and aligned with
organizational goals, fostering continuous improvement and readiness for high-stakes negotiation contexts.

4.2 Industry Certification and Performance Management

Beyond individual development, the framework supports professional certification and organizational performance
management, standardizing competency expectations and promoting a culture of excellence. Competency scores derived
from multi-method assessments can inform promotion decisions, reward allocation, and succession planning, ensuring
that performance evaluation is objective, transparent, and linked to demonstrable skills. Furthermore, organizations can
adopt the framework for industry-wide certification programs, providing external validation of negotiator capability and
enhancing professional credibility. By integrating the framework into both individual appraisal systems and broader
organizational HR strategies, companies can systematically cultivate negotiation talent and reinforce strategic alignment
with business objectives.

4.3 Case Study: International Infrastructure Project

The practical utility of the framework was tested with a multinational infrastructure negotiation team involved in
cross-border project bidding and contract negotiations. Pre-negotiation assessments highlighted strengths in technical
knowledge and strategic planning but revealed gaps in cross-cultural communication, emotional regulation, and stress
tolerance. Based on these insights, targeted interventions—including simulation exercises, coaching sessions, and team
workshops—were implemented to address competency gaps. Subsequent performance monitoring demonstrated
measurable improvements in negotiation outcomes, team cohesion, risk mitigation, and stakeholder satisfaction. This case
provides empirical evidence of the framework’s predictive validity, applicability, and practical impact, confirming that
systematic competency assessment and targeted development can enhance both individual and team performance in
complex international engineering negotiations.

5 Conclusion
This study has developed a comprehensive core competency framework for international engineering negotiators and

designed a multi-method evaluation model to systematically assess these competencies, bridging theory and practice in a
complex, cross-border context. By integrating strategic and business literacy, negotiation and communication skills,
personal traits and psychological resilience, and team leadership and organizational coordination, the framework provides
both a theoretical foundation and a practical tool for talent selection, professional development, performance
management, and industry certification. The case study of a multinational infrastructure negotiation team demonstrated
the framework’s applicability, reliability, and predictive validity, showing that targeted assessment and competency
development can measurably enhance negotiation outcomes, team cohesion, and organizational performance. Overall, the
study contributes to the literature by linking negotiation theory, engineering management, and human resource
competency models, while offering organizations an evidence-based approach to cultivating high-performing negotiators
capable of succeeding in increasingly complex international engineering projects.
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