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Assessments in the Intercultural Field:
The Intercultural Readiness Check
and the Multicultural Personality Questionnaire
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Executive work is becoming more international in orientation and more and more employees hawe to
be able to operate within foreign cultures. Many companies select high performers from their local
firm for international assignments, assuming that their success will translate into the foreign work
envir onment. However, competences related to success in the local firm may not suffice for success i
an international context. Moreover, competences that traditionally have contributed to high
performance may not even suffice in the local business environment either. Due to increased
migration and personnel exchange following mergers and acquisitions, local business environmen
have become more culturally diverse, such that many employees of locally operating firms now have
to be able to interact with colleagues and customers from cultural backgrounds other than their o\

What then does it take to succeed in an
intercultural wok envionment? Answrs to this
question will geatly be appciated ly
international companies whoeawilling to
invest in the selection and training of staff
members operating awss baders. Nlmeous
factors hae been mposed as contributing to
success in inteultural wok settings (see, for
example, Aller 1983; Athur and Bnnett,
1995; Campbell, 1990;dhen, 1989). tawing
on ratings lp international assignees, thur and
Bennett (1995), for example, suggesefiactors
related to international success:

Flexibility/A daptability Job Knavledge and
Motivation, Relational Kills, and Etra-Qultural
Openness.rn an aewiew of the literatue,

Hannigan (1990) arrés at comparable factors:

Cultural Empathy Openness for Ambiguity
Flexibility combined with Brseerance, Asence
of Dogmatism, andolerance.

These competences all seem plausible and
relevant, but ag they indeed decig®? One
obstacle to ansering this question is the lack of
a solid conceptual and thetical framevork

that characterzs most of the studies cited
above.Without such a frameork, we do not
know what exactly the mposed factors ar— for
example, a they fairly stable personality traits
or rather trainable skills¥ they ae moe or less
stable traits, then little can be done within a
realistic time span about the traits themsslif

it turns out that a candidate doepnssess
them to a sufficient dege.This may mean that



the risks for an expatriate assignment may
simply be too high, or that the candidate needs
additional suppadrin order to be able to
succeed.rl contrast, if the factors capéur
trainable intecultural skills, then tesesults can
be used to formulate specific training needs and
to see to it that such training is unidden.

Answers to these and similar questions depend
on solid empiricaleseach in this aea. Sich
reseach, havever, is scace {/an der 2e and
Van Qudenh@en, 2000)To conduct this
reseach, we need alid and eliable instuments
that assess these factorsthis paper & pesent
two such instuments, the MPQ and the @R
Several studies hay povided suppdrfor the
reliability and \alidity of the MPQ.n the
present studywe tested the psjhometric
propetties of the IFC.

The Multicultural Rersonality Questionnaie
The MPQ assesses &\personality dimensions
that seemalevant to multicultural effectieness:
Cultural Empathy Open-mindedness,o8ial
Initiative, Emotional Sability and Hexibility
(Van der £e and/an Qudenheen, 2000,
2001). Cultural Empathyrefers to the ability to
empathie with the feelings, thoughts and
behaviours of membersoim different cultural
groups.Open-mindedneggfers to an open and
unprejudiced attitude teaids out-goup
members and twwads diffeent cultural norms
and values (see Ahur and Bnnett, 1995;
Harris, 1973; ldmmer et al., 1978;dhen,
1989).Social Initiative is defined as a tendency
to actively appoach social situations and to take
the initiative rather than to wait and see.
Emotional $ability refers to a tendency to
remain calm in sassful situations (e.g.,be and

Weisman, 1983; Armes alard, 1989;
Church, 1982)Flexibility has been discussed as
important by a number of authors (among
them, Athur and Bnnett, 1995; Roen and
Kealey 1979;Torbiorn, 1982). i intercultural
situations people need to be able to switch easily
from one strategy to anotheecause familiar
ways of handling things may no longer \&or
Moreover, they should not be afraid of weand
unknown situations but instead feel attracted to
them (e.g., Kets deVries and Mad, 1991;
McCall, 1994).

In earlier eseach, Van der £e andvan
Oudenheen (2000, 2001) obtained supptor
the internal strcture and constrct \alidity of
the MPQ.They also povided suppdrfor the
concurent and pedicti\e validity of these
dimensions against success arellseing in an
intercultural context.rl a longitudinal study
among international studentsTaiwan, Mol,
Van Qudenh@en andv/an der 2e (2001)
shaved that higher sces on the MPQ ar
associated with a higher sense ofghjogical
and social wll-being in an intecultural context.
In a study inelving 106 students at
international business schoolan Qudenheen
andVan der £e (2002) found that the MPQ
predicted aspects of adaptation and social
interaction. A the beginning of the term,
Open-mindedness cefated with physical
health and subject@mwell-being; Enotional
Stability corelated with psghological health.
Emotional Sability also pedicted psghological
health after a period of 6 months. Likee,
Cultural Enpathy pedicted physical health after
this period; magover, Hexibility and Scial
Initiative pedicted subjectie well-being, and
Social Initiative pedicted the quality of social
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interaction (defined as peer suppand absence
of negati\e social experiences).

These studies shothe \alue of sound
instruments for inestigating personality factors
contributing to intesultural effectieness (see
also 2ller, 2000, who likevise inestigated the
influence of personality factors on interdtural
effectiveness). Bsults do she that personality
instuments can help us to better understand
what is needed for successful adaptation and
social interaction in inteultural work
environments. kwever, in many situations &
may wish to knv moe about the mer
dynamic aspects of a per&®nompetences, i.e.,
about the skills that @ can train in ater to
suppot people to function successfully in an
intercultural context.

To this end, IBI degloped thentecultural
Readiness Check (IR). We designed items of
the IRC in order to assess six factors that w
consideed elevant for multicultural
effectienessWe will briefly present these
factors, and then psent esults concerning the
validity and eliability of the IRC.

What ae the skills that @ essential to effectv
functioning in an intewltural context?\e
assume that successful fsgmance in
intercultural settings depends on a number of
factors, which include peeptual,
communicatie, interpersonal and managerial
competencies, and the ability to tolerate
uncetainty. With respect to peeptual ability
we were paticularly inteested in htecultural
Sensitivity. The intecultural sensitivity
dimension (e.g., Hwes and Kaley 1981) is
probably the most &quently mentioned

dimension of cultural effecteness (e.g., Ahur
and Bennett, 1995; Clealand, Mingone and
Adams, 1960)nlthe aea of intecultural
training, Landis (1996), among othersgsses
the impotance of sensitivity to and adequate
interpretation of intecultural diffeences. H
demonstrated the effecémess of training
perceptual skills with the goal of changing
paticipantscognitions in ways consided
relevant for intecultural settings. Epirical
evidence that int&ultural sensitivity iselated
to intercultural success has beeowpded by
Hawes and kealy (1981)We consider the
dimension ofintercultural Sensitivity to cover the
ability to recogniz multiple perspectes on an
event or behaviouthe ability to take into
account norms andalues that differ fom onés
own, and the ability to empatl@avith
culturally different others. Exibility of
perspectie taking, for example, is necessar
order for people to understand that their
preferred way of doing things is but one of
seweral possible appaches, and that members
of other cultues may haw different perspectis
and peferences.

In line with Furnham (1989) andufnham and
Bochner (1986) and othersevassume that
intercultural situations alscequie specific social
skills. In paticular we focused on the of these
skills: Intercultural Communication,
Intercultural Relationship Biilding and Conflict
Managementintercultural communications
undoubtedly mar difficult than mono-cultural
communication. Epirical evidence indicates
differences in communication style beten
people, depending on their national and ethnic
backgound (Li, 1999;Tung, 1988). lAmmey
Gudykunst andViseman (1978) askedass-
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culturally effective students to assess the
importance of segral dimensions discussed in
the literatue on multicultural effectieness.
Communication skills wre rated as arcial for
multicultural effectiveness.n the pesent study
we definelntercultural Communicatiorto
include both the ability to caectly interpet
communicatie intentions behindevbal and
nonwerbal behavigrand the ability to effectaty
communicate botherbally and norarbally.
Unlike Intercultural &nsitivity, the dimension
refers to actual behavior in communicativ
situations.We call it Intercultural
Communication to indicate that it depends on
how flexible people & in adapting to
communicatie requiements that differ dm
those of their home culter

Intercultural Relationship Bilding has likavise
attracted a lot of attention in the literagur
Several leseachers hae argued that the ability
to establish and maintain contactsaevant for
multicultural success (&es and kaley 1981;
Kets deVries and Mad, 1991). Ae and
Weisman (1983) andammer et al. (1978)
provide empirical evidence for itglevanceThe
third dimension of social skills concer@snflict
ManagementTwo individuals, an individual and
a goup, or two goups, ae said to be in conflict
when and to the extent that at least one of the
paties feels it is being obsicted or irritated Y
the other Yan devliert, 1998). Accoding to
Van deVliert, each diect or indiect esponse to
a conflict issue constitutes conflict management.
In the pesent studyconflict management is
defined in a normat® sense, that is, tefer to
the ability to deal with conflicteffectiely.
Conflict management hasceived little

attention in the literaterso far as being critical

for intercultural succesghis is surprising gien
the clear tradition ofeseach on conflict and
diversity suggesting that cultural drgity tends
to increase conflicts in wérorganizations &hn,
Chadwick andrhatcher1997; éhn, Northcraft
and Neale, 1999).1 general, communication is
facilitated if others apach impotant issues
from the same point of wie Smilar points of
view are also ewading in that they confirm our
judgments (Brne and Clog, 1970; Mwcomb
1961). h intercultural interactions, the people
involved tend to act accding to their norms
and \aluesTo the extent that cultarhas
influenced these norms andlwes, they will
differ across patners (see Arams and blyg,
1990;Tajfel, 1982). Accodingly,
communications beteen culturally diffeent
individuals can be difficult, complicating their
coodination and making them vulnerable to
interpersonal and managerial conflicts.
Therefore, the ability to deal effectaly with
conflicts, and to econcile diffeent perspecties,
seems an imptant perequisite for
multicultural effectieness (see alsoafpden-
Turner and'rompenaars, 2000).

Managerial or leadership skillsfer to the extent
to which emplgees supporand champion
others in the organization and unit (Campbell,
1990; nes and/isweswaran, 1997;

Visweswaran, 1993). Campbell (1990) mentions
facilitating peer and team germance as
important factors in his pésrmance modeMWe
define Leadershipas the ability to stimulate
interaction and collaboration beten people,
and to take the lead while at the same time
keeping others on ba&rWe also assume that it
involves sensitivity to the dynamics within larger
groups of people inside and outside the
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organization, an understanding of these
dynamics and the ability to benefibm it. A
high scoe on this dimension is gaularly
relevant in managing multicultural teams and
team members @m cultues other than orse
own.

Finally, we wee interested in the ability to deal
with uncetainty termedPrefeence for @tainty,
defined as the tendency toad uncetain and
unpredictable envonments. Hdfstede
(1980/2000, 1991) definesndetainty
Avoidance as the amount of ambiguity about
the futule that can be tolerated, andgoses
that this alue orientation explains diffences in
organizational and national culas. Hfstede
uses the term to captudiffeences in alue
orientations beteen cultural gyups, while our
term Refeence for Ceainty intends to capter
differences beteen individuals. As such, it is
more closely elated to what Bnen (1989) and
Arthur and Bnnet (1995) callolerance of
Ambiguity, again in the context of dimensions
relevant to international successeference for
Certainty seems pécularly related to the ability
to adapt to n@ and unknan featues of an
intercultural context, featas that theaten
predictability.

In sum, thertercultural Readiness Check (IR
was deeloped in oder to assess the 6
dimensionsmtercultural Snsitivity,
Intercultural Communicationptercultural
Relationship Bilding, Conflict Management,
Leadership andreéfeence for Cetainty. The
present study concerned the plsgmetric
evaluation of the IR. We first examine the
internal stucture and alidity of the IRC by
drawing on data sm a sample of international
emploees, and then eduate the pshometric

qualities of the I against the Mticultural
Personality Questionnag. Recall that the IR-
scales & intended to assess competencies with a
clear skill component, i.e., trainable
competencies, while the MPQ assesses
competencies with a trait componenbwéver,
the dimensions targeted iboth instuments,
are clearly conceptuallyetated We theefore
decided that the twowerlap sufficiently in oder
to warrant testing the [Rs psychometric
propetties ly comparing it to the MPQ.

We expected the follang relationships beteen
scales of the IR and the MPQA\e assumed
that the IRC-scale for htercultural Snsitivity
should corelate most sangly with the MPQ-
scale for Qltural Enpathy Recall that @ltural
Empathy efers to the ability to empatl@avith
the feelings, thoughts and behaviors of members
from different cultural grups. Both terms thus
seem conceptually close and at timeseen
used intechangeably in the literaterWe
expected the IR-scaleseaferring to
interpersonal and managerial skillat@rcultural
Communication, mitercultural Relationship
Building, Conflict Management and Leadership)
to corelate most stngly with the MPQ-scale
of Social hitiative. We expected the &
dimension for Reference for Cdainty to
correlate most stngly with the MPQ-scale
assessinglExibility in that both efer to an
ability to deal with unpedictable and uncain
situations.

We futhermoe undetook an initial test of the
predictive validity of the IRC by using two
indicators of international orientation,
intercultural aspiration and pvious experience
of living abroad.
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Method

Participants and prcedue
One-hunded and thity-seven individuals

paticipated in the study8xty-five pecent of
the paticipants vere male, 35 per cent was
female.Table 1 gies an vewiew.

Table 1. Characteristics otspondents pacipating in the study
Age |Pecent of Nationalities | Peccent of Education Percent of
respondentg (total 21) respondents respondents

<20 (1.6 Dutch 33.6 Middle education] 4.8
21-28|19.4 Belgian 11.2 Higher education| 17.7
29-36(29 British 104 University Degree| 74.2
37-44129 German 8.8 Other 3.2
44 > (21 US-Americar 8.0

Other 28

Respondentseceived a questionnarcontaining
the MPQ, the I and questions concerning
their biographical backgund, and \ere asked
to fill in the questionna@s at home.
Questionnaies vere eturned i fax, by
electonic mail or ly regular mail. on request,
paticipants eceivd feedback on their MPQ-
results.

Instruments

The MPQ was used as an indicator of
personality Completing the questionnaitook
appoximately 10 minutes. Scale seemere
obtained i taking the unwighted mean of the
item scoes, after firstecoding the items that
were mirrored. h case of missingalues, the
personal meanver the @maining scale items
was computed, prided at least half of the
items vere ansveed.

Each IRC scale consisted of items describing
concrete behaviors consiast to indicate a gien
dimension.The scale forrtercultural ®nsitivity
consisted of 29 items, for example,awae of
own cultual valuesandLikes to inteact with
people who hold diffent beliefsThe scale for
Intercultural Communication consisted of 28
items, including items likddicks the right
moment for aising difficult topicsand|s able to
control expession of angerFor Intercultural
Relationship Bilding we formulated 14 items,
for example,Uses existing contacts to build new
netwoks andFeels uncomfdable with initiating
contacts with othersConflict Management
included eight items, such &ows how to
combine diffeent \alue orientations to maxingz
the outcomes for all pdies in a conflicandSees
compomise as the best possible solution when
dealing with conflicting integst(-). The scale for
Leadership consisted of 15 items, including
items likeSees which people could womell

O
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togetherand Simulates people to contribute
Fnally, Rreference for Cetainty was composed
of 9 items, for exampldseels comfaiable with
having to change planandPerforms best when
absolutely sug about the situationParticipants
could answer on a 5-point-scale, rangingm
totally not applicablg1] to completely applicable
[5], and needed appximately 10 minutes to
complete the instrment. Again, scale sces
were obtained ¥ taking the unwighted mean
of the item scags, after ecoding the items that
were mirored. h case of missingalues, e
used the same @redue as described ab®e for
the MPQ.

The biographical questionnaircontained
questions on theespondentsge, gender
national and cultural backgund, educational
level and pofession. h addition, espondents
were asked to assessvihanuch experience they
had living in another coungron a 5-point scale
ranging flom newer [1], less than 6 monthg], 7-
12 monthg3], 1-2 wars[4] to more than 2 gars
[5]. Seven additional items &re included
referring to international inspiration defined as
self-rated aptitude for and inest in
intercultural activities (e.g.l can peform well in
a job that inwlves cross-cultual interactionsandl
like having a pofession that inslves woking
abroad for longer than thee monthis The
reliability of this scale was high (a = .88).

Results

Intenal Sructue of the IRC

Hrst, we examined scale characteristics of the a
priori IRC-scalesThe scales fomitercultural
Relationship Bilding and Conflict

Management are only moderatelyeliable.

Except for Refeence for Cdrinty, which
seemedeasonably independent, all scalesewv
interrelated. A principal component analysis was
peformed to examine the internal stture of

the instument moe closely After varimax
rotation, four factors emerged with eigaiues

> 4 that explained 29.4% ofxanceThe first
factor had itemseferring to htercultural
Sensitivity, such ads awae of owvn cultual values
andPicks up picks up the emotional signals behind
peoplés wods The second factor was labelled
Building Commitment/Bhancing Cooperation.
High loadings on this factor e found for

items that efer to executive behaviors such as
Gets others committed nEourages eghange

between peopleandls able to identify netwks
relewant to his/her business conteXhis factor
corresponds to the Leadership scale described in
more detail abge.We decided to term the

factor Building Commitment/EBhancing
Cooperation rather than Leadership for two
reasons. iFst, the term does capéuwhat ve
consideed to be shad ly the items of the

scale. &cond, ve felt that calling our dimension
Leadership would be too dependent ortaiar
culture-specific interptations of what

leadership mean$o awid imposing such a
culture-specific interptation on the feedback
we give to futue IRC respondents, evdecided

to use a merneutral term.

The thid factor had itemseferring to a
preference for stable, familiar andeatictable
environments, for exampléyvoids netwadts
whose organization is unfamili@nd Sicks to
own circle of peopleThis captues what ve
termed Reference for Cetainty The final factor
was labelledntercultural Communication.
Sample items a&Tends to criticiz othersway of
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doing things(-) andPicks up the right moment for
rising difficult topics(+). No suppadrwas
obtained for separate dimensions for
Intercultural Rlationship Biilding and Conflict
Management.

Next, scales we deeloped ly selecting those
items that a) had a loading on one factor that
exceeded .35, and b) had loadings el80 on
the lemaining thee factorsTable 2 eweals the
scale means, the number of items of the
resulting scales asell as eliabilities and
intercorrelations.The table eveals that all scale
means \ere biased in the dction of the social
desirable scale end, indicating a possible social
desirability biasWe will discuss theale of
social desirability in mae detail bela. The
reliability of the scale forrtercultural
Communication was satisfacypthe eliabilities
of the scales fomiteccultural Sensitivity,
Preference for Cetainty and Biilding
Commitment/Ehhancing Cooperationewe
high. The four scales ere moderately
correlated.

(cf. Table 2, p16)

Relationship betwen the IR and the MPQ
As showvn inTable 3, ve found significant raw
correlations of each IB-scale with the fie
MPQ-scales, ecept for the coelation betveen
Intercultural ®nsitivity (IRC) and Enotional
Sability (MPQ), which was insignificant.
Hierarchical egression evealed that, in line
with our hypothesesniercultural Snsitivity
was indeed best edicted B Cultural Enpathy
Unexpectedlylntercultural Communication was
most stongly related to Gltural Enpathy and
Emotional Sability, and not, as & pedicted, to

Social Initiative. Consistent with our
predictions, Bilding Commitment/Bhancing
Collaboration was most stngly related to
Social Initiative. Fnally, we found, as mdicted,
a strong elationship beteen Peference for
Cetainty and Fexibility. Thus, the pattern of
relationships with the MPQ-scaleent in the
expected dection, suppding the constict
validity of the IRC.

(cf.Table 3, p 16)

Group diffeences on the IR and the MPQ
Gender-diffeences wre found for none of the
IRC-scales but @re found for the MPQ-scale
Emotional Sability, with females scoring leer
than males. Age was significantlglated to tree
of the four IRC-dimensions, and again for
Emotional Sability. The older paticipants vere,
the higherthey scoed on htercultural
Communication, Bilding
Commitment/Ehhancing Collaboration (both
IRC) and Enotional Sability (MPQ), and the
lowerthey scoed on Reference for Ceainty
(IRC). Nb effect of educational le¥ on the
results was found, possibly due to the lo
variation in paticipantslevel of education.We
also examined the influence ofezxitive
responsibility Rarticipants had been asked to
indicate hav many co-wokers diectly repoted
to them. hterestingly this indicator was
significantly related to the MPQ-scales foocsl
Initiative and Enotional $ability, such that
with more executive responsibility paticipants
scoed higher on &cial Initiative and Enotional
Sability. For the IRC-scales, w found that
Intercultural Communication,rBference for
Cettainty, and Biilding Commitment/
Enhancing Collaboration, eve significantly
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related to egcutive responsibility again
indicating that with ma executive
responsibility paticipants IRC scoes went in
the desirable dection.These elationships
sustained after cordfling for the effect of age.
The only exeption was theetation betveen
executive responsibility and Rference for
Certainty, which was no longer significant.
Overall, the MPQ-scales explained 22% of the
variance in egcutive responsibility and IFRC-
scales explained 34% of thanance.

I ndicators of itemational Qientation

Next, we tested to what extent both instrents
would predict paicipants international
orientation. kst, we computed the calations
between the scale sazs flom both instiaments
and our 7-item indicator of international
aspiration.This indicator corlated significantly
with all scales fom both instuments, egept for
Emotional Sability (MPQ). Herarchical
regression analysis was flermed in oder to
compae the pedictive value of both
instruments. Bgression of international
aspiration on the MPQ-scalesealed that,
together the MPQ-scales explained 55% of
variance in our criterion, comped to 40% for
the IRC. Appaently the MPQ-scales ar
slightly more pedictive. Sgnificant independent
predictors wee the MPQ-scale for @&n-
mindedness and the @Rscales formtercultural
Sensitivity and Reference for Ceainty (for
which the elation was negaty as ve expected).
A second indicator of inteultural orientation
was the extent to which ganpants had agady
lived in a counyrother than their home
country. The pattern of raw caglations evealed
that this indicator was significantlglated to
the MPQ-scales for @en-mindednessp8&al

Initiative and Fexibility and to the IR-scale

for Preference for Caninty Sparate égression
analyses of mvious experience on the scales of
each instument shoed that the MPQ-scales
explained 14% of theariance in pvious
experience with Pen-mindedness as significant
independent @dictor and that the IR-scales
explained a somehat higher peentage of
variance (17%), with freference for Ceninty as
the main pedictor Both instuments appeed

to be about equally pdictive of both criteria,
with the IRC-scale for Reference for Cdrinty
and the MPQ-scale forp®n-mindedness as
most impotant pedictors.

Discussion

The pesent study compad two instuments
for multicultural effectieness: the Mticultural
Personality Questionnag (MPQ) and the
Intercultural Radiness Check (IR). Earlier
studies aleady povided evidence for the
internal stucture and constrct \alidity of the
MPQ-scales (Gltural Enpathy Open-
mindedness, &ial Initiative, Enotional
Sability and Hexibility) as well as evidence that
the instument significantly elates to
international aspiration, all-being and social
adjustment in an international context ¢\
Van Qudenheen and/an der 2e, 2001Van
der Zee andvan Qudenheen, 2000, 2001Van
Oudenheen andvan der 2e, 2002). Mst of
these studies, m@ver, included students as
subjects. h contrast, the subjects of thegent
study vere emplgees of internationally
operating companies, whoese thus highly
repesentatie of the goup for which the MPQ
was deeloped.The pesent study thefore
represented an additional test of the MPQ, and,
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as described in detail Man Cudenheen and
Brinkmann (2002), itsesults again suppothe
MPQ’s pshometric qualities. Scaleliabilities
were sufficiently high and factor analyses
provided easonable suppbfor its internal
structure.This is remakable, gien that the
subject goup was highly hetegeneous with
respect to age, pfession, national backgund,
and natie language.

The study was the first pslgometric test of the
IRC. Factor analysis confirmed four of the a
priori scales: htercultural ®nsitivity,
Intercultural Communication, @lding
Commitment/EBhancing Cooperation, and
Preference for Camninty. Unfortunately Conflict
Management anditernational Rlationship
Building were not confirmed as separate scales.
Both scales we subsumed under themaining
factors Intercultural &nsitivity, Intercultural
Communication and ulding
Commitment/EBhancing Cooperation.

For both instuments, the scale meansre
higher than the midpoint of the scaléis
indicates that the scalesedeeyed in the socially
desirable deection. t is unclear whether this
indeed eflects a social desirability tendency or
whether people tend to actually bedan

socially desirable ways (lRvads, 1953)While

we cannot anser this question at this pointew
hae eason to assume that social desirability did
not dominate theeasults: @ the whole, the
scales of the inatiments vee only moderately
interrelated.The influence of social desirability
may be larger in selection situations in which
respondents hava stong inteest in pesenting

a positive image of ons traits and skills. bder
those cicumstances, combining self- with other

ratings on the scales is likely togeide more
valid outcomes (see al&@n der Ze andvan
Oudenheen, 2001).

To examine the consict \alidity of the IRC,
intercorrelations of the four dimensions with the
MPQ-scales wre examined. As pdicted, the
scale for htercultural Sensitivity corelated most
strongly with Qultural Empathy Building
Commitment/Ehancing Cooperation with
Social Initiative and Reference for Cetainty
with Hexibility. As mentioned earliethe scale
for Intecultural Communication was nmeor
strongly related to Gltural Empathy and
Emotional Sability than to $cial Initiative. n
retrospect, the former finding is not surprising:
The ability to empathi& with the feelings,
thoughts and behaviors of individualsrin a
different cultural backgund is clearly a
prerequisite to effecti® intecultural
communicationThe corelation with

Emotional Sability may be due to those items
of the IRC-scale thatafer to criticizing others
and being impatient in communicagiv
situations.These items implyeference to
potentially difficult communicatie actions,
which theefore ae likely to be emotionally
taxing. Management of these emotional
responses is critical to effecavintecultural
communication in that they may othése lead
a person to inadatently cause loss of face.
Awvoidance of loss of face in turn is essential for
communicatie success in all interactions
(Brown and Levinson, 1977), and tends to be
especially difficult in intecultural interactions
(see, for exampleling-Toomey 1994).

Both instuments \wre about equally jedictive
of intercultural aspiration and actual experience,
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with Open-mindedness andeference for
Certainty as most potenteatictors.While
intercultural aspiration may be confounded with
these pdictor measus, the indicator of
previous experience is unobsive and does not
shae any method ariance with either
instument.The findings a& in accodance with
Dellers (2000) study amongdéeman expatriate
employees in Korea. Celler found a positie
relationship beteen enness an@olerance of
Ambiguity and expatriate adjustment as assessed
by the Alienation Aljustment Scale.

The pattern of coalations of the IR-scales
with the MPQ-scales and with indicators of
interest in international wdrprovide evidence
that the IR does indeed assesterant and
important aspects of intemltural competence.
But do we need both instments? After all,
IRC- and the MPQ-scalese highly interelated
and the MPQ a&ady pedicts international
orientation and explains about the saragance
as the IRC. Nevertheless the data demonstrate
the adwantage of having both instments at our
disposal.

Recall that our goal in deloping the IRC was
to assess trainable inteittural competencies
rather than max stable traits, while the MPQ
was deeloped to measarsuch traitsThe data
clearly suggest that & succeeded in this
endeawur: The IRC-scalesewealed far songer
age influences than the MPQ. Age etated
with three of the IRC-scales (itercultural
Communication, Bilding Commitment/
Enhancing Cooperation anddg®erence for
Certainty) in the expected diction, but
correlated with only one MPQ-scalen(igtional
Stability). Moreover, contolled for the effect of

age, eecutive responsibility coelated with two
IRC-scales in the expected elition, i.e.,
Intercultural Communication anduding
Commitment/Ehhancing Cooperation.éett
again the IR was moe pedictive of executive
responsibility than the MPQ.

Conclusion'When to use the R
and the MPQ

We recommend using both instments if yu
need to decide about an expatriate assignment.
Expatriate assignmentseahighly taxing, and
wrong decisions extmely costly — both
psyhologically and financially (seerBikmann
and \anWeedenburg, 2002, for arvaview of
reseach in this aea). For these decisions, then,
you may wish to gain as much information as
possible We also ecommend that the paer
and/or family of the candidate fill in the two
instuments, as the &ll-being of an expatridte
patner/family can affect the quality and
duration of the assignment.

Low scoes on the IR profile will indicate
specific training needs (see belo Low scoes

on the MPQ may indicate that it is better not to
go/send the person a&d. $ich a dramatic
decision, havever, should be wighed against
the requiements of the task, with factors like
degee of manageriaksponsibility cultural
distance beteen the host and the home cudtur
availability of social and logistic suppoin the
host cultue, and dege of requied social
interaction all influencing the decision (see
Tung, 1988).1 case of doubt,ou may also
wish to include additional assessments, for
example, thertercultural Development
Inventoy (Bennett, 1993; Emmey 1998),
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which assesses attitudesvimds cultural
differences such asdiense ersus Aceptance.
In earlier wok, we found that the attitude of
Defence tavad cultural diffeence is unaffected
by amount of international experience, which
suggests that candidates scoring high on
Defence at the beginning of their assignmest ar
likely to maintain that attitude thughout the
assignment, with potentially negagiv
implications for their intecultural effectieness
(Brinkmann and an Qudenheen, 1999; see
also 1Bl Quaterly 1).

For decisions about the right type of
intercultural training (for example, training for
members of multicultural teams), use of one
instument will be sufficient.n this case, &
recommend using the R as it is focused on
trainable skills rather than personality traifbie
IRC will provide company-internal decision-
makers with information about which type of
training they should irest in (for example,
whether to focus on inteultural
communication skills, multicultural teamwgr
skills for managing in an international
environment, etc.). As a gvider of intecultural
trainings, yu can use the [Rprofiles of your
participants in ader to decide both about
appopriate training content andqeess (see
J.M. Bennett and M.J. &nett, 1998, for
important wok in this aea). for example, gu
may wish to include training modules and
exercises specifically designed for ingwing
paticipants Intercultural Snsitivity (Landis,
1996). For emotionally challenging excises like
role plays, yu can use the Grscoes to assign
paticipants to cetain oles. Br example, a
participant who stongly prefers cetainty should
better not be conbinted with aole that

requies highly flexible esponses to
unpredictable situations: As asult of such a
confrontation, the pécipant may shut devn
and no longer be willing to be openvtsd and
interested in the topic of cultural diffemce (see
Castelan Cargile andiés, 1995, for potentially
negatie effects of ole plays like Bfa Bafa).
These a just some examples ofwwdhe IRC
can help pu to customig your training and
consultancy to the specific needs oly client.

What do yu need to do in der to
use these inatments in pur wok?

The MPQ is the sole ppriety of Dr. an Reter
van Qudenheen and Bf. Dr. Kaen van der

Zee (Wiversity of GoningenThe
Netherlands).ritercultural Business

Improvement is licensed to use the MPQ in
their direct wok with clients. 1 you wish to use
the MPQ for company-internal purposes, please
contact IPof. Dr. Karen \an der Ze or D.

Ursula Binkmann.

If you ae inteested in using the [Rin your
work, please contact the office aftércultural
Business mprovement.You may also wish to
consider pdicipating in one of our IR
Licensing Courseslhe next IR Licensing
Course is scheduled foruiyust 29-30, 2002.
You will find detailed information about this
course on our wbsite:http://wwwibinet.n|
Section IBI Swices.
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If you hae any questions that this paper has not
addessed, or wish tceeceive additional

information about our wdr in the aea of
intercultural assessment, please do not hesitate
to contact us antercultural Business
Improvement.We will be happy to be of help

Contact Details:

© Intercultural Bsiness mprovement and
Rijksuniversiteit van @&ningen. An extendedersion of
this paper has been submitted to thterhational durnal
of Assessment ande®ection Please contact IBI for copies of

the extended &rsion.

IBI Prof. Dr. Karen |. van der Zee
ibinet@wxs.nl K.l.van.Qudenheen-van.derZee @ppswug.nl
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Table 2: Scale Characteristics of theCHcales
M SD «a 2 3 4
Intercultural Snsitivity (22 items) 3.77 .38 .86 -30* .54* .33*
Prefeence for Caninty (17 items) 236 .50 .86 -40* -.35*
Building Commitment/
Enhancing Co-operation (11 items) 379 49 84 A42*
Intercultural Communication (10 items) 3.63 .44 .72
Sgnificance leels * p< .01
Table 3: Rgression of each IR-scale on the MPQ
Intercultural Uncetainty  Building Intercultural

r 3 r 3 r
Cultural Enpathy ~ .69**  .46** -34** 12 55
Open-mindedness .66**  .39** -b54** .27* 5g**

Scial Initiative 32% .01 -43% -10 .67
Emotional Sability .07  -.15* -50% -26% 44%
Hexibility 20% 02 - 70% 490 28w
R 52 75
R2 26 57

Sensitivity Avoidance  Commitment Communication
3 r 3

21% 40*  32**
25% 28+ -01
A3 26% .05

21 42%% 34
-13 .18 -.03

.78 T7

.62 .60

Sgnificance leel * p< .05, * p< .01
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