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Abstract

Network communications is one of the modern ideas in the field of organizational
behavior. On the other hand, the ability to communicate with employees and understand the
cultural differences between them in a multicultural environment is one of the key skills that
managers and employees need them in the nowadays organizations. These skills are
introduced as cultural intelligence in organizations that have ability to respond to many
challenges in multicultural environments. This article was aimed to analysis the relationship
between cultural intelligence and network communication. These questionnaires were
distributed between 134 members at the Tehran neighborhood councils. In order to analyzing
data and concluding results, SPSS, and then Pearson correlation test were used. The research
was done based on structural equation modeling (SEM). The result indicated that there was
significant positive relationship between cultural intelligence and network communication.
Also there was significant positive relationship between each dimension of cultural
intelligence and network communication. Findings show that cultural intelligence is a basic
factor in network communication and confirm the main hypothesis of this study which
represents the existence of a positive and meaningful relation between cultural intelligence
and network communication. Furthermore, the results show that considering this kind of
intelligence, especially in network organizations which has a high ethnic and cultural variety,
could be very useful for improve employees and managers communications.
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Introduction

Nowadays most of companies in the twenty first century are multicultural. This results
in several dyadic relationships where the cultures of the members differ significantly. The
difference may be in: (i) language, (ii) ethnicity, (iii) religion, (iv) politics, (v) social class,
etc. (Triandis, 2006; Gorji, Ghareseflo, 2011; Radovic-Markovic et al.,,2014;Kanten, 2014).
Cultural intelligence (CI) is conceptualized as four different intelligences residing within an
individual, which are: (i) meta-cognitive, (ii) cognitive, (iii) motivational, and (iv) behavioral
(Earley, Ang, 2003; Keung, Rockinson-Szapkiw, 2013). Meta-cognitive CI reflects the
processes individuals use to gain and comprehend cultural knowledge. Cognitive CI is
general knowledge and knowledge structures about culture. Motivational Cl is amount and
direction of energy applied towards learning about and functioning in cross-cultural
situations. Finally, behavioral Cl is the capability to exhibit appropriate verbal and non-verbal
actions when interacting with people from different cultures (Ang et al., 2006; Alidoust and
Homaei, 2012). Network organizations could bring individuals together who were previously
unknown to one another (Fox, 2008). Moreover, network organizations can involve
individuals who have different cultures, first languages, social concerns, genders, personality
types, or even work experiences. Moreover, Cl in network organizations especially on
communications is so effective and significant. Network organizations are characterized by
flexibility (Nohria, Eccles, 2000), decentralization (Arquilla, Ronfeldt, 2001), differentiation
(Baker, 1992), diversity (Ibarra, 1992), lateral cross-functional ties (Baker, 1992) and
redundancy (Ronfeldt, Arquilla, 2001).

Moreover, social entities and communities are of paramount importance. One could
consider that in today’s societies, most of the social dilemmas are handled by social
communities. In Iran, the history of social activities goes back to thousands of years ago
(Daryani et al., 2011; Salazmadeh et al., 2011a, b, ¢, 2013). But, today, neighborhood
councils play a very significant role in different cities. Then, the aim of this paper is surveying
the effect of ClI on communication in Tehran neighborhood councils with introducing the
concepts of Cl based on the theoretical overview and empirical studies. For this purpose, the
researchers proposed one main hypothesis and four sub-hypotheses. Thus, the findings are
discussed, and the paper concludes with some remarks and directions for future research.

Literature review

Cultural intelligence (CI)

Cl or CI has a variety of meanings and definitions which could be seen as
complementary to one another. Cl is defined as an individual’s capability to function and
manage effectively in culturally diverse settings or environments (Ang et al., 2007; Radovic-
Markovic,et.al.2014). One of the most important challenges of managers and employee, at
international environments, is that they could become sure to realize different views
completely. Offerman and Phan (2002) defined CI as a “intelligence at environment” or the
ability to operate within and across a variety of culturally diverse environments, in which
individuals are prone to face a variety of values, customs, (pre)assumptions and expectations
that are essentially different from their own (Moody, 2007).
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Cl is the ability and capability of one individual in effective performance at different
positions in different cultures. It prepares insights about individual’s abilities and capabilities
to overcome multi-cultural situations, involving at inter-cultural trades and performance at
different working groups (Lugo, 2007). As mentioned earlier, Cl is composed of four parts:
(i) meta-cognition, (ii) cognition, (iii) motivation, and (iv) behavior. High level individuals
use all these four parts and are more prone to succeed (Ang et al., 2007; Earley, Peterson,
2004; Ng,Earley, 2006). According to these four elements, the following propositions are
proposed.

Meta-cognition

Meta-cognition is defined as an individual’s knowledge or control over cognitions that
leads to deep information processing (Ford et al., 1998; Ang et al., 2007). It is focused on the
ability to process information stored in memory in order to guide attention, make sense,
process the knowledge, as well as the individual’s goals, emotions, motives, and external
stimuli. It is not sufficient to simply know oneself in order to obtain high level of meta-
cognition; individuals must be able to be flexible in their self-concept, and have the ability to
integrate new components into their self-concept (Earley, Ang, 2003; Thomas, 2006).

H1: Meta-cognition has a significant relationship with communications of Tehran
Neighborhood councils

Cognition

Cognition refers to application of self knowledge, the social environment, and
processing information (Earley, Ang, 2003). Basically, it involves the general knowledge
about the structures of a culture (Earley and Ang, 2003; Ng and Earley, 2004). Cognition is
information gained from experience and education that includes specific practices, norms,
customs, and conventions, including universal facets of culture as well as culture-specific
nuances (Ang et al., 2007).

H2: Cognition indicator has a significant relationship with communications of
Tehran Neighborhood councils.

Motivation

The motivation aspect of Cl involves a person’s interest to learn and function in cross-
cultural situations with different cultures (Ang et al., 2006; 2007). This facet of CI includes
three primary motivators: (i) enhancement (one’s will to feel good about himself/herself), (ii)
growth (one’s will to challenge and improve himself/herself), and (iii) continuality (desire
for continuity and predictability in one’s life) (Earley et al., 2003, 2006; Ng and Earley,
2004).

H3: Motivation has a significant relationship with communications of Tehran
Neighborhood councils
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Behavior

As mentioned earlier, the final facet of Cl is behavior, or the action aspect of the
construct. It includes a person’s capability to exhibit suitable verbal and non-verbal behaviors
when he/she interacts with others from different cultures (Ang et al., 2006, 2007; Earley et.
al., 2006), and to normally interact proficiently with individuals from diverse cultural
backgrounds (Thomas, 2006). This may also include the inhibition of displaying certain
behaviors (Earley and Ang, 2003), and, in some cases, the recognition that not interacting
may be appropriate (Thomas, 2006).

H4: Behavior has a significant relationship with communications of Tehran
Neighborhood councils.

Network Organizations and Communications

Network organizations, which are different from previous types of organizations in several
respects, are collections of organizations with links that tie them to one another (Snow, Miles,
1992). There are abundant variations on the network organizational forms such as strategic
alliances, joint partnerships, research and development consortia, cartels, and large international
projects. In the 1980s, plans of many organizations used to depend mostly upon the decisions of
other organizations; they noticed that their problems are bigger than they can solve them by
themselves. Also they became aware that their attempts to handle environmental contingencies
often create unexpected problems (Gray, 1985; Fox, 2008). Furthermore, increased environmental
complexity and turbulence led to organizations expanding their boundary-spanning activities in
order to include collaboration with other organizations and integrating entities (Buono, 1997).
Relationships among organizations have been established since organizations hope to decrease
elements of risk and uncertainty by joining other players in a typical market, and to improve their
resource level, including both material resources and the information they use to guide their
decisions and actions (Powell, 1987).

This was mainly discussed in theories such as Resource Dependence Theory (RDT), and
traditional theories of power, which claim that resources are available in an environment and any
organization should interact with others in order to gain power, accessing the resources (Davis,
Cobb, 2010). Recently, it has been discussed that relationships among organizations could also
help them share vital knowledge, which is mainly considered as intellectual capital. This type of
knowledge sharing can be termed collaborative commerce, which is normally shared between
groups of network organizations. Another dilemma is team work among the individuals working
in different organizations of a network and the organizations themselves, which lead their internal
information systems to be opened, and improves innovation level (Rockart, 1988; Salamzadeh et
al., 2015). These relationships are, basically, used to construct mutual public confidence among
organizations themselves and their customers (Stuart, 2000).

The relationships among these network organizations are complex and volatile. Then,
one might believe that deriving a universal model of network communications is impossible,
or even hard to achieve. A model which elaborates the relationships, communications, and
highlights the relevant properties (e.g. see, Oberg,Walgenbach, 2008; Maglajlic, Helic,
2012). Moreover, it might seem unfeasible to make abstractions of micro level interactions
to comprehend macro tendencies and directions. Nevertheless, different levels of complexity
are considerable. Krackhardt (1994) argues that there are four potential constraints on
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communication and other networks, which are as follows: (i) The Law of N-Squared: in a
network organization, the number of possible links raises geometrically with the number of
individuals, (ii) The Law of Propinquity: the probability of two people communicating is
inversely proportional to the distance between them, (iii) The Iron Law of Oligarchy: the
propensity of social systems, even democratic ones, to end up under the control of a few
individuals, and (iv) The problem of over embeddedness: habitually individuals are likely to
seek out their old standbys, the individuals they have learnt to trust, the ones they depend on,
to deal with new problems, even though they might not be the relevant ones (Kim et al., 2006;
Fox, 2008; Wellman et al., 2014). In sum, in the existing literature on network organizations,
quite a few measures are discussed to differentiate such organizations from bureaucratic ones.
Regarding the network organizations, the following hypotheses are proposed:

H5: Roles of individuals in network has a significant relationship with CI.
H6: Individuals have a significant relationship with CI.

H7: Dyads have a significant relationship with CI.

H8: The whole network has a significant relationship with CI.

Methodology

The research model presents critical factors defining cultural intelligence. After
interviews with experts of the field, and reviewing the literature, the model is designed
(Figure 1). Then a field research is conducted and the required data was gathered from a
survey, in which members of Tehran neighborhood councils were the main respondents.
Table 1 shows the dimensions and indicators of the study. The population included the
members of Tehran neighborhood councils, and thus, random sampling technique was used
to determine the required number of samples (n=136). Validity of the model was proved
through expert validity. For this purpose, professors, experts, specialist, and experts of the
neighborhood council reviewed the questions. For assessing the internal consistency of the
questionnaire, Cronbach's Alpha was used that is obtained 0.85.

Cultural Intelligence Network
Communications
H1
Meta-cognition Roles of individuals
> in network
HS
Cognition | Individuals
HS
e H3
Motivation Dyads
H7
z H4
Behavior The whole network
HS

Figure 1: Research model
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Table 1: Dimensions and indicators of communication (source: Albrecht,Bach, 1997;
Monge,Contractor, 2001).

Dimensions

Indicators

Roles of individuals in network

Group members; isolate; bridge, liaison, star,
gate keeper

Dimensions of analysis for
individuals

Centrality; connectedness; diversity;
accessibility

Dimensions of analysis for dyads

Strength; symmetry; direction; stability;
multiplexity; openness

Dimensions of analysis for whole
network

Size; hetrogenity; mode of communication;
density; clustering

Mata- Cognitive

Planning, Awareness, Checking

Culture-General Knowledge, Context-Specific

Cognitive Knowledge
Motivational Intrinsic interest, Extrinsic interest, Self-
efficacy to adjust
. Verbal behavior, Non-verbal behavior, Speech
Behavioral
acts
Results

According to demographic data, more than 69 percent of respondents were male. More
information is shown in table 2. Descriptive statistic (frequency, mean, standard deviation)

is shown in table 3. According to research data from table 3, the factors of Meta-cognitive,
cognitive, motivational and behavioral had the highest scores respectively (3.78, 3.6, 3.57,
and 3.56) in Tehran neighborhood councils.

Table 2: Demographic data of population

| Number | Percent (%)
Sex
Male 93 69
Female 41 31
Education

High school 21 15
Graduate 32 24
Undergraduate 55 42
Master 19 14
PhD 7 5
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Table 3: Measures of variable

Variable

Description

Frequency

Average

Standard
Deviation

Coefficient
of variation

Meta-
cognitive

I develop action plans
before interacting with
people from a different
culture

134

4

1.062

0.265

I am aware of how my
culture influences my
interactions with people
from different cultures

134

1.053

0.263

I adjust my
understanding of a
culture while I interact
with people from that
culture

134

4.01

1.004

0.25

Cognitive

| can describe the different
cultural value frameworks
that explain behaviors
around the world

134

3.93

1.092

0.277

I can describe the ways
that leadership styles
differ across cultural
settings

134

3.97

1.057

0.395

Motivational

I truly enjoy interacting
with people from
different cultures

134

3.96

1.151

0.29

I value the status |
would gain from living
or working in a different
culture

134

1.038

0.259

I am confident that | can
persist in coping with
living conditions in
different cultures

134

1.024

0.265

Behavioral

I change my use of
pause and silence to suit
different cultural
situations

134

1.048

0.262

I modify how close or
far apart | stand when
interacting with people
from different cultures

134

3.99

1.070

0.27

I modify the way |
disagree with others to
fit the cultural setting

134

1.034

0.258
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Table 4: Variable means

Rank Dimension Amplitude
1 Motivational 3.78
3 Meta-cognitive 3.6
4 Cognitive 3.57
5 Behavioral 3.56

As shown in table 5, effect of volume external communication had the highest rank with
mean rank of 4.3 and effect of Volume external communication had the lowest rank with mean
rank of 3.49 mean distribution of opinions of respondents to dimensions of cultural intelligence
and questions of research in turn are shown in table 5 and 6. In order to determine the relationship
between research variables, the Pearson correlation test was utilized. As indicated in table 6, there
was a direct and significant relationship between Meta-cognition and communications (r=0.81),
and Cognition with communications (r=0.41), and Motivation with communications (r=0.368)
and Behavior with communications (r=0.726). Also, there was a direct and significant relationship
between Roles of individuals in network with CI (r=0.311) and Dimensions of analysis for
individuals with CI (r=0.728) and Dimensions of analysis for dyads with CI (r= 0.468) and
Dimensions of analysis for whole network with CI (r= 0.582).

Table 5: Mean distribution of opinions of respondents to questions of research

Rank No. of Description Score
question
Effect of Volume external communication, on cultural attitude of
1 21 staff 4.3
2 6 Non-verbal communication in other cultures 3.77
3 15 Type of communication within the organization 3.64
Effect of Responsibilities and roles individuals in of
4 14 o o . 3.62
organizational communication, on cultural perceptions
Effect the size and number of members, on cultural attitudes of
19 staff 3.61
6 7 Change in verbal behavior 3.59
7 10 C_hanges in speaking rate appropriate to different cultural 358
situations
8 18 Effect of communication with the same organization on reducing 358

or increasing cultural understanding staff
9 8 Change in Nonverbal behavior 3.56
Effect of size and the number of members in the organization on

10 22 C 3.56
the employees' motivation
Effect of Lack Relations with similar organizations in reducing or
11 23 - - TR 3.56
increasing employees' motivation
Effect of Variety tasks and roles in the organization on the culture
12 16 L 3.55
of the organization
Effect of Lack communication with similar organizations in
13 17 - - - . 3.55
reducing or increasing cultural perception staff
14 9 use of hesitated and quiet suit different cultural situations 3.54
15 11 interested in communicating with people from different cultures 3.53
16 13 Effect of organizational status and cultural perception 3.51
17 12 feedback of communicating with people from different cultures 3.5
18 20 effect of Volume external communication, on cultural attitude of 349

staff
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A total of 23 questions were asked about the relationship between cultural intelligence
and network communication. The respondents were asked to select their responses by
choosing the number that best applied to them. The options were presented on a 5 point Likert
scale with 1= very low, 2= low, 3= average, 4= high, 5= too high. The questions for cultural
intelligence were divided into four sections: meta-cognitive, cognitive, motivation and
behavioral and questions for cultural intelligence were divided into four sections: Roles of
individuals in network, Dimensions of analysis for individuals, Dimensions of analysis for
dyads, Dimensions of analysis for whole network. Of the eight sections, it may be observed
that the mean scores ranged between 3.49 and 4.3. This suggests that the respondents’ scores
on average were between being average and too high with statements of items. The question
with the highest mean score asked™ Non effect of Volume external communication, on
cultural attitude of staff" (Q21)." effect of Volume external communication, on cultural
attitude of staff"(Q22) had the lowest mean score.

Table 6 summarizes the results of our survey that all of hypotheses are accepted with
level of confidence %95 and coefficient of correlation between 0.311 for H5 to 0.808 for H1.
This research has 8 hypotheses (hypotheses numbers 1 to 4 are about relationships between
variables of “cultural intelligence” and “communications”, while hypotheses number 5 to 8
are about the relationships between “network communications” and “cultural intelligence”.
As shown in table 6, all the hypotheses are accepted.

Table 6: Summary of results

level of . coefficient of

confidence | 59 Results

Hypothesis correlation

H1: Meta-cognition has a significant
relationship with communications of Tehran |— 0.95 0.00 |— 0.808 Accepted
Neighborhood councils
H2: Cognition indicator has a significant
relationship with communications of Tehran |— 0.95 000 | — 041 Accepted
Neighborhood councils
H3: Motivation has a significant relationship
with communications of Tehran |— 0.95 0.00 | — 0.368 Accepted
Neighborhood councils
H4: Behavior has a significant relationship
with communications of Tehran |— 0.95 0.00 | — 0.726 Accepted
Neighborhood councils
H5: Roles of individuals in network has a

significant relationship with CI — 0% 0.00 | — 0311 Accepted
H6: Dimensions of analysis for individuals

has a significant relationship with ClI — 0% 000 | — 0728 Accepted
H7: Dimensions of analysis for dyads hasa | 0.95 000 | _ 0468 Accepted

significant relationship with CI

H8: Dimensions of analysis for whole
network has a significant relationship with |— 0.95 0.00 | — 0.582 Accepted
Cl
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Table 7: Relationship between dimensions of cultural intelligence and network
communication

Meta

Dimensions - Cognitive Motivational Behavioral
cognitive
Roles of individuals in network 0.098 0.276 0.287 0.142
Dimensions of analysis for 0.254 0.187 0.216 0.376
individuals
Dimensions of analysis for dyads 0.210 0.198 0.216 0.376
Dimensions of analysis for whole 0181 0.098 0.154 0186

network

The means, standard deviations and correlations among the variables in the study are
presented in Table 7. Correlations in general reflect the expected relationships between the
components of cultural intelligence and network communications. Among dimensions of cultural
intelligence, behavioral has highest correlation with dimensions of network communications
(Dimensions of analysis for individuals, Dimensions of analysis for dyads). Also Meta cognitive
has lower correlation (Roles of individuals in network, Dimensions of analysis for whole
network). However cognitive dimension has low correlation with Dimensions of analysis for
whole network (0.098), looking at the research hypothesis about the correlations among various
dimensions of cultural intelligence we can get all dimensions of CI has significant relation with
dimensions of network communications.

Conclusion

In this paper, the relation of cultural intelligence and network communications was analyzed.
Findings show that cultural intelligence is a significant factor in shaping network communications.
Confirming the main hypothesis of this study also represents the existence of a positive and meaningful
relation between cultural intelligence and network communications. Moreover, results of Pearson’s
correlation test indicate that there is a positive relationship between the cultural intelligence as an
independent variable and network communications (dependent variable) in Tehran neighborhood
councils. Then, by increasing the cultural Intelligence of members, members’ communications will be
increased and cultural intelligence is an excellent criterion to be taken into account for the members and
managers communications. Moreover, motivational Cl and the behavioral Cl are highly correlated with
communication indicators. Also, the results show that members of Tehran neighborhood councils need
to acquire and improve their cultural intelligence human skills in order to fullfill their extra-
organizational tasks and increase their communications with costumers or other members.

By the way, findings of this research are in line with similar research works which show a
positive relationship between CI and networks, such as Monge and Contractor (2001), Earley et al.
(2006), Lugo (2007), etc. Furthermore, in organizations which have a high cultural variety and
complexity, cultural intelligence helps the organization managers compromise with the different
cultural and value qualities and characteristics of their members such as Tehran neighborhood
councils. In active organizations in multicultural environments, cultural intelligence beside
operational skills could guarantee the organization success, so choosing, educating, and evaluating
the managers in such organizations shouldn't be limited to technical and scientific abilities, and the
ability to communicate efficiently and specially cultural intelligence should be considered as an
effective criterion in employing managers in such organizations. Hiring managers and employees
with high cultural intelligence in organizations, it would be prevented to load reinforcing cultural
intelligence costs (Ang et al., 2006, 119).
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Also the results of this study show that cultural intelligence could be the answer to many
problems and issues in different socio-cultural contexts. Considering this kind of intelligence
especially in network organizations which has a high ethnic and cultural variety could be very
useful for improving employee-managers communications. In addition, evaluating and advancing
cultural intelligence in organizations, while keeping the present cultural capitals in organizations,
cause improving their communications in network environments. Thus to promote this kind of
intelligence in organizations, some suggestion are presented for managers including self-
reviewing of managers' cultural knowledge, increasing awareness regarding cross-cultural
interactions, identifying different cultures, respecting other cultures, engaging in other cultures,
and paying attention to the possibility of cross-cultural interactions in real conditions.
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