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Abstract
In Global business environments influenced by technology dynamic life cycles, structural organizational changes
are frequently required to take advantage from new business opportunities, being top level managers´ readiness
for change a core issue for organizations. This paper presents results of a research project conducted to gain
understanding in regard of which of the Intercultural Competences structural components influence manager´s
readiness for organizational change. Using a unique and innovative analysis lens resulting from combining
Organizational Readiness construct from the Organizational Behavior (OB) arena with the Professional
Competences approach from the Education Sciences field,and data collected from 557 worldwide respondents.
Results of quantitative analysis identify eight of the twelve Intercultural Competence components related to
Managers´ Readiness for Change, revealing that behavioral-social skills are remarkably relevant as influencing
factors in terms of organizational readiness. Findings are considered to be valuable information for HRM policy
definitions as well as for managers´ training and education programs development.
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1. Introduction
During the last three decades, Technology Development dynamic growth, as well as the viral diffusion of
technology use in business as a means to support productivity growth, competitiveness and new business
ventures, created new rules for business such as Global Markets attendance, Supply Chain integration as business
practice, and new technology based type of business in the form of E-Commerce and E-Business among other
types of E-relations as in E-Government (Bailey & Cotlar, 1993). The impact of technology change due to the
Information Technology re-evolution is widely documented by the scientific and popular literature. This
technology turmoil and its effects in the business world soon became -for top level managers and civil servants- a
major challenge to face as Technology Adoption leads to structural organizational changes in order to be able to
cope with e-based operational processes, work with interconnected technology infrastructure, fulfill obligations
with Government Agencies such as the fiscal ones (Erosa, 2013), and to develop different –new- professional
competences in the Human Resources platform. The relation between business and technology configure a
complex environment in which organizations require to change themselves rapidly to survive and/or to grow. In
consequence, intercultural competence has become a necessary piece on the path of top management career
development as a means to deal successfully with multi-cultural business environment.
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This changing business scenario soon took the focus of attention of practitioners and researchers into the field of
Organizational Change studies, in which the readiness issue became a priority when implementing change derived
from the impact of three structural conditions that promote organizational change: technology, organizational size
and strategic business choice (Burgelman, & Maidique, 1983). Technology Readiness stands for the propensity of
individuals and organizations to adopt and embrace cutting-edge technology for accomplishing goals
(Parasuraman, 2000), considering their infrastructure availability, positive attitude towards technology and the
skills and knowledge required to operate the technology. From the Diffusion Theory view, Leonard-Barton (1982)
points that the process of adoption that brings technology change involves the dissemination of know-how and
technical information as well as further adoption by end users which are not the decision making person, this view
grounds organizational change implementation at the individual level. Organizational Readiness refers to the
organization´s capabilities to manage change (Madsen, 2005; Weiner, 2009) while Human Resources (HR)
Readiness refers to employees attitude by the means of proactive behavior to adapt to changing conditions
supporting organizational change, because proactivity enhances confidence to behave in new ways as required
when facing changing circumstances (Herscovitch & Meyer, 2002; Hornung & Rousseau, 2007). Although each
area is focused in different subject, the common construct of readiness is considered by all of them as a
multidimensional construct applied in readiness assessment research studies (Erosa & Arroyo, 2003; Rafferty,
2013).
While the business world was trying to understand the proper ways to take advantage and profit from the
Technological re-evolution and from global business operations, a parallel change of the same magnitude was
fermenting in the Education field by means of the European Countries agreement (European Commission: Tuning
Project, 2002 :22) to use as a figure of a persons´ education the notion of what a person can do with its knowledge
and skills, known in the Education Science field as the concept of Professional Competence. This concept is
identified as a major change derived from the implementation of the Bologna Standards (Agten, 2007) as reveals
the following statement…Competences and learning outcomes are the basic parameters in order to be able to
compare higher education between different universities and different countries. They are as reference of
transparency, benchmarks for quality assurance and accreditation, and for employability as a tool for better
communication with the stakeholders of the field… (Keeling, 2006).
The Competence concept reached business´ world landing in the Human Resources (HR) arena as a key tool to
support the stages of the HR managerial process, producing a major change in the job position´s description for
which the employees profile is aligned to competences instead of the abilities description using a traditional list of
knowledge developed by formation, training or work experience (Mansfield, 1996). The concept expanded to
Latin America (Erosa, et al, 2008) to pave the road to work on competences development for undergraduate
studies in Management, Engineering, Social and Health fields. In this context Education by Competences reached
the Management of Technology (MOT) arena, -by means of a module integrated to several MBA Programs
delivered in various countries with worldwide participant students-, focusing the interest in development of the
competences platform required to cope with challenges related to Technology Planning and Technology Change
Management and implementation. In this context, research was conducted to identify the MOT competences
required by middle and top managers for performance assessment and promotion, resulting a dominant
requirement of technology change management, technology planning and technology suppliers selection
competences (Erosa & Arroyo, 2009).
Upon this scenario of Technology Change in Global business environment, arise the notion of the two venues´ Organizational Readiness for Change and Intercultural Competences- meeting point at the individual level (the
Top Level Manager) being extended to work group level (Board/Steering Committee), where interpersonal
competences related to attitudes and behavior are a key issue to follow and conclude decision making processes.
Within attitudinal competences such as creativity, leadership, empathy and risk taking are the Intercultural
Management Competences considered as foundations for doing business in a Global context with country´s and
organizational culture diversity, as well as to operate complex organizations and business units with multicultural
employees and multicultural disciplines of knowledge participation and/or intervention. At this point, top level
managers´ readiness for change is a core issue for the firms. From this reasoning, emerges the research purpose to
explore which of the Intercultural Competences structural components determine manager´s readiness for
organizational change. Upon this basis, the research question is posed.
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R. Q. Which are the Intercultural Competences structural components that determine manager´s readiness for
organizational change?

2. Conceptual Framework
Being the Unit of Analysis at individual (Manager) level, this research does not intent to cover all the
organizational change variables, neither all managerial professional competences. The purpose is to look for
deeper understanding of the array of components of a single managerial interpersonal competence, -the
intercultural management competence-, that supports manager´s readiness for Organizational Change. To do so, is
used as analytical tool a theoretical framework based on Organizational Behavior Theory which hosts the
constructs of Organizational Change and Change Readiness, and Education Theory in which is grounded the
Professional Competences construct. The implications of the results of such a research endeavor are related to HR
policies regarding top management competences profile as well as with job positions design (Hoff, 2008). New
areas of opportunity to develop are unveiled regarding Managerial Education and Training, given the extended
coverture of Global business transactions and Technology change. In this wide and complex context, to determine
the study boundaries, the research question is operationalized through the Conceptual Framework presented in
Diagram 1.

Diagram 1: Conceptual Framework of the Research Study focused on Managers´ Intercultural
Competences Readiness connection with Organizational Change Readiness

3. Theoretical Framework
3.1 Organizational Behavior (OB)
The research purpose in this paper is set on the Organizational Behavior (OB) arena, as it is the interdisciplinary
field of Managerial Sciences dedicated to the better understanding and managing people at work (Robbins &
Judge, 2009 :5). OB model has three levels of analysis: organizational, group and individual, it is a horizontal
discipline that cuts across virtually every job category, business function and professional specialty. The
contingency approach of OB encourages managers to view organizational behavior within a situational context,
meaning that organizations react to some contingency factors producing uncertainty and instability in the business
environment (Kreitner & Kiniki, 1998:625). This view matches with organizational challenges to be faced -by
managers- such as technology changes and/or operation in global business environments.
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OB is the theoretical realm of organizational change management and individual attitudes, abilities and emotions,
providing the analytical tools and supporting constructs to look for better understanding of problems related with
organizational change readiness and managers competences to face organizational changes.
3.2 Organizational Readiness for Change
Organizations themselves go through dynamic patterns of development over time, and in doing so they experience
changes in their nature as business environment matures or change radically making clear that is a context in
which nothing stands still. This means that organizations have to involve constantly in Organizational Change
processes. The degree of complexity, cost and uncertainty of the change goes in a range from adaptation to
business practices that are familiar to the organization, followed by innovative changes that introduce new
practices, up to radically innovative changes in which new industry practices are introduced to the organization
(Lewin, 1951). Framed in the OB field, Organizational change has three dimensions: Organizational, Work Group
and Individual, being commonly accepted that all individuals consider change readiness the same way along the
same set of dimensions (Kozlowski & Klein, 2000). Working at Individual level, Top management´s role in
implementing change according Lewin model is discussed by Shein (1992), while readiness for change is
discussed by Trahant and Burke (1996), and subject of assessment by researchers of various fields (Amatayakul,
2005; Rafferty, Jimmieson & Armenakis, 2013).
Opposite to resistance to change -as an emotional behavioral response to real or imagined work changes- is the
Organizational Readiness for Change construct. Following Weiner (2009) ideas in this regard, in this paper is
considered that the construct´s meaning, measurement and relationships with other variables differ across levels
of analysis. Being the Organization Readiness for Change its capacity of manage change as a whole (organization
level) it is reasonable to consider that managers (individual/group level) readiness or capacities for manage
change are a key component of the total Organizational Readiness. At individual level, capacities for change
management represent a set of Managers Professional Competences related to knowledge, skills and attitudes,
among managerial competences, in the interpersonal competences category are the intercultural competences,
whose importance arouse from the organizations´ global business and interdisciplinary operating context.
Definitions from Table 1, supports the notion that organizational change is any significant action or cluster of
actions which leads to a movement of path, -or progression- that has an effect on a way that an organization and
its managers work. The Organizational Change Readiness (OCR) construct refers to attitude and behavior while
Organizational Change is focused in organization structure and capabilities besides the attitudinal
perspective…reconfiguration of the components of an organization to increase efficiency and effectiveness
(Francesco & Gold, 1998)…, and to the extent to which an organization is receptive or ready to change by having
the capacity to absorb new knowledge, strong leadership, visionary staff in key positions, and enjoy a climate
conducting to experimentation and risk taking.
Table 1: The Organizational Change Construct
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3.3 Professional Competences
Literature on change and change readiness supports the notion that managers require abilities to cope with
unexpected situations and be able to direct people, work and operations towards the necessary adjustments facing
change. The adaptation to new situations in any working environment definitely implies competences that have to
do with interpersonal relations rather than with only technical or structural aspects. Therefore the idea of
exploring such necessary interpersonal competences appears to be relevant for the notion of change readiness and
the associated skills of managers. Upon this view, this research study addresses the two connecting points
(intercultural competence and readiness for change) from the Professional Competence approach which refers to
the use of knowledge skills and attitudes developed during the persons´ education life, to solve problems of His or
Her specific profession or job related activity (McClelland, 1973; Kane, 1992; Mansfield, 1996; Brockbank,
Ulrich & Beatty, 1999). The notion was extended (Boyatzis, Stubbs & Taylor, 2002) by considering that a
competence is ‘an underlying characteristics of an individual, which is causally related to effective or superior
performance in a job’ such as ‘a motive, trait, skill, aspect of one’s self-image or social role, or a body of
knowledge which he or she uses’. Within the field of psychology the term cognitive refers to the “internal mental
states and processes of an individual” (McKenna, 2006:5) being widely used to explain the mechanisms related to
knowledge or the storage of information that is used by an individual to acquire knowledge. The cognitive level
presupposes learning through a conscious reflection process, therefore can be planned, evaluated and therefore
developed. From this perspective, Competences represent a dynamic combination of attributes with respect to the
application of knowledge, attitudes and responsibilities. Therefore, an individual has Professional Competences if
has the knowledge, skills and attitudes required to perform a particular job, is self-sufficient to solve the problems
related to His/her job position and has the ability to function successfully in the workplace (Diagram 2).

Diagram 2: Professional Competences Dimensions
The construct assumes that knowledge is just one of the several dimensions of a professional competence, besides
attitude configurations, motives and skills learned. Brockbank et al (1999) consider that a competence is “what
the individual is and what an individual knows and do”. These definitions of a professional competence challenge
the traditional perspective of knowledge as the main source of problem solving capabilities. During the early
2000s, the European Union´s Tuning Project defined the competence concept in three types: 1) instrumental
competences referred to analysis, planning, written and verbal communication skills, problem solving and
decision making; 2) interpersonal competences referred to teamwork, intercultural relations and ethical behavior,
and 3) systemic competences related to self-learning, creativity, context adaptation, initiative and environmental
sensitivity. In a broader sense the mirror project of the Tuning between the European Union and Latin America
(UEALC 6x4 Project) defines professional competences as the real capabilities of a person to perform his/her
profession with efficacy and efficiency, clearly referring to the practical application of knowledge in the
professional arena (Erosa, 2007).
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In the context of this paper, the Professional Competence as the persons´ capability -in terms of knowledge, skills
and attitudes- to perform His/her profession with efficacy and efficiency is taken to the Organization as the
performance scenario, and to the Management function as the operational activity. Being considered the
Organization as a dynamic entity with responsive behavior towards the changing business environment, the link
with Organizational Culture (OC) appears as a key framework. Literature in the matter suggests that research on
this topic can be traced back to the first middle of last Century, receiving serious attention in the 1980s due to
works (Ouchi, 1981; Peters & Waterman, 1982) linking organizational performance and outcomes with culture.
The notion of competence grounded in the behavioral dimension reached the Organizational Behavior field
(Cooley and Roach, 1984), being quickly framed into the concept Organizational Culture (Hofstede, 1994), and
later into the concept of Culture in the anthropological sense. The notion of intercultural competence is also
relatively new, is framed by the concept of culture, and any interpretation or attempt to define it might result in
discrepancy because of its very nature. Many definitions of intercultural competence though have been offered in
recent years by numerous authors (Table 2.) that have contributed to the field with vast material to provide a
sound understanding of the topic. Intercultural Competence definition has received a variety of connotations –all
in the realm of the skills competences dimension- in the related literature ranging from a communication tool (Cui
& Van den Berg, 1991), a person behavior (Cooley and Roach, 1984; Knapp, 1995), a capability (Gertsen,1992),
an aptitude (Barmeyer, 2004), and as an ability (Hofstede, 1994; Deardorff, 2006). For the purpose of this
research focus, Hofstede´ (1994) definition of Intercultural Competence as …to be able to manage other cultural
environment, to be able to solve problems…is adopted as analytical tool because the concept refers to the
condition that an individual holds as a capacity to successfully interact with people from different cultures.
Table 2: The Intercultural Competence Construct

3.4 The Intercultural Competence Components
Since the last decade, Intercultural Competences has been analyzed resulting in various models proposing several
structural components of the construct (Beamer, 1992; Byram, 1997; Ting-Toomey, 1999; Stier, 2002; Weiss,
2002; Deardoff, 2006; Hoff, 2008; Spitzberg and Changnon, 2009, among others). The models are not mutually
exclusive and provide a rich framework to support the selection of common elements useful for the purpose of
this analysis.
The constructs´ multilevel composition received attention from Beamer (1992) who describes five levels of
intercultural competence being the first related to “acknowledging diversity”, the second implies “organizing the
information according to the stereotypes”, the third level is about “posing questions to challenge those
stereotypes”, the fourth level requires “analyzing communication episodes” and the fifth level suggests
“generating ‘other culture’ messages.”
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A decade after, Stier (2002) divide the concept into four parts: content competencies, processual competences,
intrapersonal competences and interpersonal competences, setting the levels in the cognitive and attitudinal
competences arena. Upon this view is reasonable to consider that an Intercultural Competence is identified as an
interpersonal competence. Medina-Walker et al. (2003) considered later that the construct has four major
components: open attitude (challenging assumptions, quick judgment avoidance, ambiguity tolerance), selfawareness (knowing one’s own cultural values, beliefs, attitudes, behaviors and assumptions), other-awareness
(knowledge about the other, cultural disconnects, values, perceptions and behavior of the counterparts), and
cultural knowledge (knowledge about the others´ culture in terms of history). In Table 3. are presented the main
common components referred to in the Intercultural Competence Models considered for the empirical work of this
research study, as well as the questionnaire items based on them.
Table 3: Intercultural Competence Construct Composition
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3.5 Intercultural Competence Assessment Framework
Moving the construct to the empirical work field, the notion of Intercultural Competence Assessment is
introduced to the analysis. In this regard, one of the most widespread framework studies recently developed is the
Intercultural Competence Assessment (INCA) Project, sponsored and funded by the Leonardo Program of the
European Commission’s Lifelong Learning Curricula in the United Kingdom. It is a set of assessment tools
designed to measure intercultural competencies and abilities, the instrument was originally tried and implemented
for engineers since there was a need for proficient managers regarding intercultural issues and it finds its
theoretical background mainly in the works of Kuhlmann and Stahl (1998) and Byram (1997) as well as other
authors in the area of languages, intercultural communication and cultural awareness.
The INCA assessment tool itself aims to, and actually measures, predominantly six basic intercultural
competences which are: tolerance for ambiguity; behavioral flexibility; communicative awareness; knowledge
discovery; respect for otherness; and empathy; all of which have been integrally included as core independent
variables of this study . In addition to the six nucleus competencies, the INCA Project also provides good partial
basis for the definition of another variable used in this study which is openness. Though the INCA tool regards to
this dimension as including respect for otherness and tolerance for ambiguity, the researcher gives it a different
treatment based on alternative definitions offered by Kuhlmann and Stahl (1998). Thus openness becomes another
core independent variable for the purposes of this work but it is referred to in the research model as polycentrism,
meaning free of prejudice.
Table 4: INCA Project. Intercultural Competence Assessment Components

4. Methodology
4.1 Research Approach
The complex Theoretical Framework built to identify the components of the Intercultural Competence construct
that could be connected to the organization´s readiness for change, is described in Diagram 3. From the research
purpose, two main data sets are key to collect: (1) data related to manager´s readiness for organizational change,
to be measured by managers´ own declaration in terms of their perception regarding being ready to face
organizational change challenges, and (2) data related to the set of components of the Intercultural Competence
construct. Due to the nature of the research question, two main data analysis stages of quantitative nature derived:
(I) The first stage is targeted to collect data related to the components of the Intercultural Competence and data
regarding Manager´s Readiness to face Organizational Change decisions and actions. To do so, a data collection
instrument was structured integrating 47 items upon the basis of the theoretical support presented in Table 3.
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The instrument application is supported by a Pilot Test which includes data processing using Confirmatory Factor
Analysis technique. This stage is completed once that statistical tests corroborate a reliable fit of data within the
model, assuring reliability and validity.
(II) For the second stage of analysis, (a) the main twelve components of the Intercultural Competence construct
are used as independent variables in a regression analysis model being Managers´ Readiness for Change-the
dependent variable-, measured by manager´s own perception, and (b) Confirmatory Factor Analysis is executed to
find the interrelations among the twelve main variables regarding intercultural competence, in order to discover
possible association into different dimensions since they were divided a priori, as explained before.

Diagram 3: Structural Framework & Operational Definitions supporting the Data Collection Instrument
4.2 Data Collection Instrument
The research framework from Diagram 3 presents the analytical platform used in consistency with preceding
literature that suggest that intercultural competence influences behavior, and with several studies that have
confirmed a direct positive correlation between individuals’ attitudes, abilities, beliefs communication skills (Holt
et al., 2007; Armenakis, 1997) and their predisposition for change. Upon this framework, the questionnaire is
structured by six parts, from which variables labels are drawn (Table 5). Part 1 is based on the demographics of
the sample, being nine questions oriented to identify basis for Intercultural Competence development by means of
family context. As a segment of Part I, is included a five-point scale formulated to self asses the Managers´
intercultural capabilities distributed in the three main dimensions, cognitive, emotional and social; described in
the conceptual framework and for which a specific Factor Analysis was performed as an additional test for the
validity of the distribution of variables within the three components. Part II concerns the individual’s personal
multicultural experience, with the purpose to learn about the nature of the manager’s level of “multiculturalism.”
This information is composed by fourteen questions/items. Part III focuses on the dependent variable: manager’s
level of readiness for change, including for that purpose 16 items, shortening the name to Readiness for
Organizational Change is given the label ORC, this is the second variable required as base of the analysis
developed in this study.
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Part IV relates to the independent variables arena, is structured by 15 items from the Intercultural Cognitive
competences dimension. Part V contains 15 items from the second set of components of the independent variable
construct related to Intercultural Emotional capabilities. Part VI includes 15 items from a four components set of
the Intercultural Socials Skills dimension of the Intercultural Competence construct.
Table 5: Data Collection Instrument Structure and Variables Labels

Initial Factor Analysis (pretesting) with a pilot version applied to sixty voluntary respondents provided feedback,
that lead to few minor changes concerning clarity of some questions. The pilot sample became also a part of the
whole respondent group since no major inconsistencies were found. Since both independent and dependent
variable items in this study were answered by the same person, it was necessary to conduct an additional
reliability test through Cronbach’s Alpha coefficient, whose results in a range from .705 to .836 indicates that
scales have sufficient internal reliability (Nunnally, 1978).
4.3 Key Respondents Characteristics
The targeted managers population of this study addresses as specific group of informants with the following
requisites: (a) from all over the world, (b) of either industrial or commercial international organizations and, (c)
who have among their subordinates, at least a certain percentage from diverse cultural backgrounds. As part of the
delimitation of the population, there have been considered only managers pertaining to three basic levels of
management: (1) top-level managers, who are at the corporate strategic level and their role is decisional as being
responsible for long-term goals and objectives, (2) middle-level managers, who are basically at the tactical level
and play an Interpersonal role by being responsible for monitoring progress in order to meet goals; (3) first-level
managers, whose role is rather informational as being responsible for day-to-day operational affairs. The
characteristics of the population in this case, are highly valuable since the data gathering reported informants from
fifty five different countries and from managers of sixty eight different nationalities. Thus, the eligible
participants (managers) are impartial and legitimate for the subsequent sample framing. The questionnaire was
sent by email containing a link to the online survey.
107

Journal of Business & Economic Policy

Vol. 2, No. 1; March 2015

4.4 Sample Size
According to the literature on sampling configuration, this research implies a unit of analysis within the
probabilistic type which was originally pre-estimated in no less than 300 respondents —sample size
recommended by Nunnally (1978) for scale measuring— in order to count on a sound base for a more reliable
information towards statistical analysis. Beyond all initial expectations, the sample reported a number of 557
respondents (from a list of one thousand respondents) in total at the point of the set deadline. The data collection
process was conducted during the period comprised between December 5th 2010 and March 31st 2011, and the
size of the sample was therefore determined by the maximum number of respondents collected within the 120-day
period in which the questionnaire was available online (Vallejo García, 2012). The data collection process started
with a list of over one-thousand international master alumni from about 14 higher education institutions graduated
at least five years ago. The questionnaire was sent to each of them individually with a personalized message in
which they were invited to participate in the research project. In order to guarantee and respect the characteristics
of the population, they were asked to only respond to the questionnaire only if they had a managing position at an
international corporation for more than one year. The strategy then, consisted of asking each individual to also
send the questionnaire to at least five other managers within their organization, thus creating a spread-effect and
increasing the volume of response. The result in terms of number of respondents increased in 25% of the total
number of inquiries sent. The latter of course is a result of the spread-effect designed for volume increase.
Additionally, a record-keeping strategy was defined in order to follow up the flow of incoming responses; this is,
managers who were contacted and did not respond within two weeks, were contacted again personally for a
reminder and a third time in some cases. The electronic questionnaire included a programming setting which
allowed identification of the IP address of the respondent and therefore tracking of the country and organization
from which he or she was responding the questionnaire; moreover, no incomplete questionnaires were received
since a programming lock required filling out each field in order to be able to submit the questionnaire. It could be
argued that this is a convenience sample though it is important to keep in mind the probabilistic nature as
spreading the prospective informants beyond any personal or social network presupposes a good level of
objectivity.
4.5 Data Processing Techniques
Internal reliability analysis was conducted using SmartPLS version 2.0 M3. PLS stands for Partial Least Squares
and includes an algorithm calculation which produces a detailed report on cross loadings for the verification of the
reliability coefficient between survey questions. This application was also used for the linear regression because
of its advantages related to the possibility of testing and visualizing the whole model in one graphical
representation showing the correlations between variables and their respective level of significance. This analysis
is a basic requirement for the Research Question. For the analysis of t-student, standard-error and level of
significance, and to run the confirmatory factor analysis required to verify the consistency of the main
components of the research model, SPSS version 12.0 for Windows was chosen as a complementary package.
This program was tested with the pilot project and all necessary functionalities were tried in order to assure
further data treatment with the main study.
Statistical Significance analysis and distribution tests, were run through an open source application used by
econometrics known as Gretl (version 1.9.2csv), standing for (GNU Regression, Econometrics, and Time-series
Library. This application provides the possibility of testing variables with linear regression as in SPSS but with
the main advantage that presents the correlations indicating the level of significance (probability-value) with an
asterisk for easier identification. However, the most relevant feature for which this package was selected are the
collinearity and nonlinearity tests, and normality of residual which is presented in a graphical way. Other very
valuable characteristics of this software are the ANOVA test, the heteroscedasticity test and, the graphical
residual plots from the regression. In this research since the twelve main variables regarding intercultural
competence were divided a priori into the three components, therefore is necessary to test and prove that such
variables are accurately distributed and allocated amongst the three components. For this reason, to find the
interrelations among variables in order to discover possible association into different dimensions, a Confirmatory
Factor Analysis was conducted.
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5. Results
5.1 Ensuring Validity and Reliability
5.1.1 Demographics
In this research, participant managers´ profile fits with young persons in the range between 20-40 years (95%),
with mono cultural family background (80%). Mostly single and well educated at bachelor and master level
(94%), performing managerial positions as Local Country National (50%) and Host Country National (21%)
employees. This population is concentrated in the 1-3 years of experience (35%) being consistent with their age
and their position as middle (51%) and first level management (39%). Most of respondents (45%) declare that
their intercultural training exposure come from both university and job training. The majority of participants
(53%) are from Europe -mainly Germany-, followed by Latin America (25%). The participation of managers from
North America, Asia and Africa supports the requisites defined for the respondents of the questionnaire of this
research. Table 6. provides detailed information regarding participants´ profile.
Table 6: Sample Demographics (N = 557)
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5.1.2 Statistical Tests
To corroborate a reliable fit of data within the model, a test of normality of distribution was executed with an
application available in the SPSS package by using standardized predicted values with a plot function. The
histogram revealing the distribution of the data within the model considering frequency and the standardized
residuals resulting from the regression shows normality. As part of the uniform distribution test to identify a
possible heteroscedasticity problem, a normal probability plot was commanded using SPSS. The resulting graph
confirmed that the behavior of the data complies with the expected consistency in relation to the dependent
variable. To further corroborate the data distribution, another visual testing called scatterplot was used in order to
further corroborate the data distribution assessment. According to an SPSS guide by Abu-Bader & Pryce, et al
(2006), there exists no heteroscedasticity or non-relevant level of heteroscedasticity when the residual plot visual
representation shows a rather “spherical” form, such as in this case, where the residuals also seem normally
distributed, results from this test are consistent with this assumption. White’s heteroscedasticity test run with Gretl
Software confirms the square of error variances for each independent variable and all values appear to be close to
zero as expected in conformity with the reliability of the model.
Reliability is identified by showing the cross-loading report of Cronbach’s alpha coefficient, with results in a
range of .831 to .706 consistent with Nunally´s reliability criteria for social sciences. To measure the proportion
of variance embedded in a construct by exposing the ratio resulting from the sum of the variance present in the
construct (Gefen et al. 2000) is used the Average Variance Extracted (AVE) as an indicator of the captured
variance by one factor in relation to the variance resulting from a measurement error (Fornell and Larcker, 1981).
According to the regulating parameters of this concept, an AVE higher than 5.0 is considered acceptable. Table 7
shows the correspondent AVE for each of the core variables with most values over 0.6 as indicator. The same
table shows also the alpha reliability values for each variable and additionally it also shows the R Square with a
value of 0.526 (test run with SmartPLS) which basically means that these variables explain at least 52.6% of the
phenomenon. This means the percentage that these selected variables have as influencing factors of managers’
readiness for organizational change.
Table 7: Average Variance Extracted (AVE)

In a linear regression, collinearity is normally related to standard errors for the estimates of a slope that can result
in high uncertainty and unreliability of the data analyzed (Lewis-Beck, 1995), for this reason, in this research is
important to measure to what extent collinearity is present in the model. According to the literature on social
science research, collinearity becomes problematic if the values are higher than 10.0, being that collinearity values
after test should be lower than 4.0 for a reliable estimation. In this research, the pertinent collinearity test was
performed using Gretl-Software version 1.9.2csv contrasting all core independent variables against each other,
generating results showing that the values corresponding to each variable do not exceed the minimum desirable of
4.0 which can be assumed that no high collinearity is present so the estimates are reliable for the purposes of the
regression. To verify that all independent variables are linearly correlated with each other and also correlated with
the dependent variable, Pearson’s correlation of variables test was used. Results of this quality criteria test are
presented in Table 8.where is observed that all variables present significant positive correlation.
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There was no surprising due to the fact that all these independent variables are related to the notion of
intercultural competence and therefore are highly associated.
Table 8: Pearson’s Correlation of Variables

** Correlation is significant at the 0.01 level **
Listwise N=557
5.2 Research Findings
5.2.1 Intercultural Competences Components
Focusing in the research objective stated as the identification of the Intercultural Competences structural
components that determine manager´s readiness for organizational change, findings emerge from results of the
linear regression analysis performed to identify the relation between each of the twelve components of the
Intercultural Competence construct, -twelve independent variables,- with manager´s readiness for organizational
change, considered the dependent variable (Table 9).
Table 9: Quantitative effects of the 12 causal variables upon Managers´ Readiness for Change (ORC).
Linear Regression Analysis Results

(p ≤ 0.001 *** p ≤ 0.01 ** p ≤ 0.05 * p > 0.05 n.s.)
Diagram 4 illustrates graphically the relational model of the research objective. This stage of analysis allows
identifying eight components of the Intercultural Competences construct related to managers´ readiness for
change, understood as the extent to which a manager is prepared to be involved in the reconfiguration of the
components of an organization to increase efficiency and effectiveness. These findings suggest that is reasonable
to consider that a composite of attitudes such as respect for others (RFO), collaborative dialog (CDL) and social
rapport (SRA) surfaces inner traits such as emotional strength (EMS), openness (POL) and tolerance for
ambiguity (TAM). This set of components leads to perform external behaviors of the kind of cultural mindfulness
(CML) and behavioral flexibility (BFL), suggesting that Intercultural Competence is not the single factor that
promotes readiness for change either in the manager or in the organization.
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Diagram 4: Intercultural Competences. Dimensions and components influencing Managers´ Readiness for
Change
5.2.2 Managers Readiness for Change
From the definition of readiness for change (Walinga, 2008), as being “prepared mentally and physically for an
experience or action,” is reasonable to consider that readiness is a mental state of willingness, an inclination to
respond promptly to a given change. Based on this perspective, the dependent variable analysis considers four
main components, from which three are accepted in the regression analysis (Table 10). Findings summarized in
Diagram 5 provide an answer to the research question, suggesting that components of the Intercultural
Competences construct related to Managers´ Readiness for Change are concentrated in the Emotional and Social
dimensions. This result suggests that managers´ attitudes such as (1) tolerance of ambiguity, referring to the
acceptance of uncertainty -which implies a capability to deal with multiple meanings, vagueness, incompleteness,
inconsistencies or contradictions-; (2) openness to new experiences –a precondition for change readiness,- and (3)
emotional strength –as in the notion of emotional stability, extraversion and agreeableness-, are externalized as
change supportive behaviors (Hornung & Rousseau, 2011:1665) such as (4) flexible behavior considered as the
adaptability and capacity to adjust conduct according to the context and circumstances; (5) collaborative dialogue
predisposition -aiming to prevent or restore possible disturbances in the communication process-; and (6) social
rapport, conceived as the ability to achieve a relation of harmony and concordance.
5.2.3 Hypotheses Validation
Results of the regression analysis reveal that eight, out of the twelve, core variables of the Intercultural
Competence construct result to be positively correlated with managers’ organizational readiness for change. This
means that 66.67% of the hypotheses are validated. To make sure that the three groups of four variables each
would be correctly associated and allocated within the three components, a confirmatory factor analysis was run
providing a three factor solution corresponding to the three competences dimensions: Factor 1. Cognitive
Dimension (KDI, RFO, CUN), Factor 2. Interpersonal Dimension (POL, EMS) and Factor 3. Social Dimension
(COA, CDI, BFL). The model was tested and each component analyzed as general hypotheses called cognitive
(COG), emotional (EMO) and behavioral/social (SOC).
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Table 10: Managers´ Readiness for Change (ORC). Linear Regression Analysis Results

Diagram 5: Intercultural Competences. Dimensions and Components Influencing Managers´ Readiness for
Change
The formative model was tested and each component analyzed as general hypotheses called cognitive (COG),
emotional (EMO) and behavioral/social (SOC). Table 11. shows the analysis of convergent validity of the
formative components, as can be observed each formative item presents a higher loading though the R2 remains
with a similar value explaining at least 50% of the model.
Table 11: Convergent Validity Analysis of the Model´ Formative Components
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6. Conclusion
This paper contributes to gain understanding in the change readiness construct moving the spotlights from
cognitions or beliefs that underlie change readiness (cf. Armenakis, et al, 1993; Armenakis et al., 2007) to the
affective element of this change attitude, as reflected by the Intercultural Competences components identified.
Grounded on attitude theory is found the argument that it is essential to consider both the cognitive and affective
aspects of change readiness when defining and (112 Journal of Management / January 2013) measuring this
construct. Both theoretical and empirical studies support the distinctiveness of the cognitive and affective
elements of an attitude, with the overall evaluative judgment that is an attitude (Trafimow & Sheeran, 1998; van
den Berg, Manstead et al, 2006). The attitude perspective has been considered as one of the key issues of the
Technology Readiness for change, as is considered to be the propensity of individuals and organizations to adopt
and embrace cutting-edge technology for accomplishing goals (Parasuraman, 2000), considering their
infrastructure availability, positive attitude towards technology and the skills and knowledge required to operate
the technology (Leonard-Barton, 1982). Intercultural Competences components identified in this research in terms
of attitudes and behaviors are valuable assets for managers involved in Management of Technology (MOT)
activities such as technology change management, technology transfer and technology supplier’s selection.
Being clear that results does not equal causation, this paper support the notion that viewing intercultural
competence, -either as a valid concept and as a fruitful one which greatly determines readiness for change-, can
expand into a strategy for organizations to manage transformation. From a theoretical perspective, the results of
this research on readiness for change and intercultural competence provides valuable information which can be
compared, conciliated and made compatible with the models presented in the literature at both levels intercultural
competence and readiness for change. Findings of this research are consistent with Armenakis et al. (1993) when
concluding that the manager’s need for change is related to the opportunities to take part in the actual process of
change, as well as with the Management of Technology change perspective regarding the positive attitude, and the
skills and knowledge required to operate the technology (Leonard-Barton, 1982). Upon this basis, is reasonable to
conclude that Readiness for Change is delimited by soft skills such as cognitive competences, emotional abilities
and social behavioral skills. Particularly interpersonal competences or behavioral-social skills are remarkably
relevant as influencing factors in terms of organizational readiness and the response to the transformations among
work, people, structures and culture of the organization as predicted two decades ago( Nadler et al, 1995).
Study´ Limitations
Being focused on a single component of Manager´ Readiness for Change, further analysis is expected to
determine the weight of the Intercultural Competences variable within the construct configurative variables. Even
when the data collection instrument resulted with satisfactory reliability, best performance could be explored
refining the measures for the dependent variable, from perceptions –as it is here- to factual based scales.
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