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Dealing with Change across Cultures
	Change is inevitable particularly on international management since people across varying cultures come together to chase a shared vision. The quote by John P. Kotter on ‘change is here to stay’ can be analyzed in the context of increasing competition, changing consumer preferences, globalization, and trade liberation in the world. Globalization and trade liberalization has significantly increased with businesses exploring new markets across borders (Martin, 2013). Therefore, in the process of exploring more markets internationally, an organization faces distinct cultures and thus, they are obliged to make changes to align with differing cultures. Further, globalization and trade liberalization among nations have resulted to increased competition among firms and thus, necessitates firms to effect changes to align with the competition intensity through competitive positioning (Kawar, 2012). 
	The dynamic nature of consumer preferences can also be considered to have resulted to making such quote. Consumer preferences changes from time to time according to the prevailing environment (White, 1999). Therefore, for sustainable existence of a business, organizations are obliged to effect changes to remain competitive in an industry or a market (Martin, 2013). Therefore, in these contexts, change is inevitable among organizations for their survival in dynamic business environment, changing consumer preference, managing international businesses and for the success of international operations.  Management of people from different background provides some challenges due to differences on perception, values, morals, attitude, among other differences. Therefore, the international human resources managers require some skills and understanding in dealing with individuals from various cultural backgrounds. Given that businesses will continue making international expansions; change is inevitable to such organizations in aligning with the prevailing situation such as dealing with people from different cultural backgrounds among other aspects. 
An organization’s environment, both the internal and external environment has a significant influence on its performance particularly to international businesses (Kawar, 2012). Change can either be internally or externally imposed. Besides, the environments change necessitating organizations to make changes to align its internal environment with the external environment for its survival and competitive positioning (Parkes, n.d.). However, change has some advantages and disadvantages. Some of the advantages of change include improving employee motivation especially when a change is meant to empower them career-wise, increased the productivity of an organization, running an organization on the desired track, sustainable performance, and improves cultural tolerance among other advantages (Marambe, Vermunt, and Boshuizen, n.d.). Disadvantages of change include being costly to an organization, failing to deliver the desired progress, creating a conflict of interests and resistance, and can result to choosing a wrong solution among other factors (Martin, 2013). Therefore, making changes to an organization requires consideration of both the advantages and disadvantages to attain the desired objectives and goals. Besides, the changes should be focused on the betterment of both the employees and organization’s status (Samaranayake and Takemura, 2017). 
The current trend on technological advancement and globalization illustrates the need to make an improvement on organizations through change (Kawar, 2012). Open economies and globalization have made the world resemble a village with events in a certain country spreading rapidly to other parts of the world. The high rate in the advancement in technology results to the shorter lifespan of things while becoming obsolete rapidly. Besides, the consumers’ and employees’ profiles are rapidly changing and thus, the need for making organizational changes as an approach to cope with the trends (Samaranayake and Takemura, 2017). 
Managing, leading and implementing change at the individual, group, organization or department levels is considered as a success factor in both the managerial and professional practice (Gooden and Preziosi, 2011). Despite the inevitability nature of change, it is faced with significant resistance and major change initiatives fail (Adeniji et al., n.d.). Change is a continuous process that is aimed at adapting to the environment. In an organizational setting, drastic changes require a drastic change in an organizational culture. However, changing organizational culture is requires top management commitment and support (Fuglerud and Engebrigtsen, 2006). 
Various benefits accrue from change includes adaptability, sustainable growth, and survival among other factors (White, 1999). Through change, individuals are capable of tolerating diverse cultures and develop sustainable relationships with others (Brewster et al., 2011). An organization maintains the level of quality and attains a competitive advantage over rivals through change. Therefore, change has various benefits and its inevitability nature requires individuals, teams, organizations, and nations to cope and adapting to changes. 
The human behavior is considered to be significantly affected by the national culture (Gooden and Preziosi, 2011). Individuals’ behavior is determined by their cultural background. Therefore, a perception of change is determined by cultural background. According to Hofstede’s cultural dimension, Sri—Lanka’s cultural dimensions are ranked as; power index 80%, individualism 35%, uncertainty avoidance index 45%, and feminine 10% (Hofstede Insights, 2018). 
 The power distance index of 80/100 indicates that members of organizations and institutions accept and expect that distribution of power is unequal (Fredricks and Tilley, 2014). This implies that Sri-Lanka comprises of hierarchical society, centralization is popular and thus, the people at lower ranks in the society expect to be instructed on what to do. In this type of culture, challenging the ideas of leaders is not well received (Irfan, 2016). When the leaders are not significantly challenged by the powerless people, change is becomes disliked and thus, Sri-Lanka dislikes change on a general perceptive (Valters, 2013). The hierarchical structures are considered to impact adversely on effective communication which is necessary for effecting changes (Martin, 2013). 
An index of 10/100 masculinity dimension illustrates that Sri-Lanka is a feminine society (Punchihewa, 2015). This implies that people in Sri-Lanka are less concerned with their status in society compared with the US people. The quality of life by people in the country signifies success while being indifferent is not admirable (Irfan, 2016). Therefore, in such a culture, change is of insignificant importance since people, teams, organizations, or institutions are less concerned with being dissimilar or unique in the country. Therefore, change is perceived negatively and thus, the success is of less importance than the quality of life. 
An index on 45 on uncertainty avoidance in Sri-Link illustrates that people are less concerned about ambiguity about the future. Therefore, they make less effort to mitigate the risks that the future might bring. In the context of change, making future projections and making the necessary changes is of significant value (Kawar, 2012). People become more prepared on the future occurrence of events by taking the required steps reflected on changes. Therefore, people in Sri-Lanka perceive change as unnecessary and thus, the new events get people, teams, and organizations unprepared by failing to make the necessary changes with a focus on the future. 
The cultural dimensions of the US illustrate that power distance has an index of 40, long-term orientation 26, masculinity 62, uncertainty avoidance 46, and individualism 91/100 (Hofstede Insights, 2018). The US power distance is very low compared with the Sri-Lankan power index. This implies that leaders in group settings or organizations do not utilize authority or power when dealing with subordinates but rather cooperate with them in idea generation decision making (Fredricks and Tilley, 2014). Therefore, there is free movement of information that facilitates effective communication. Ineffective communication is considered to be major reason why change initiatives fail. However, with effective communication, change initiatives are successful and faces minimal or no resistance from the followers (Marambe, Vermunt and Boshuizen, n.d.). This implies that change is perceived as a positive thing and people, teams, organizations, or institutions in the U.S readily embrace changes (Kawar, 2012). In contrast, effective communication is barred by hierarchical structures in managing groups, teams, organizations and institutions as the case with Sri-Lanka creating a negative perception on change in the country. 
A masculinity index of 62 illustrates that a society is driven by success, competition, and achievement with success defined as ‘being the best in the field.’  This implies that people, teams, organizations or institutions focus on distinguishing themselves from others to be a ‘winner’ (Irfan, 2016) This means that similar strategies cannot create winners or losers in the society. Therefore, change plays a crucial role in determining the winners and losers in the US society and thus, change is considered to be a positive thing in US culture (Wu, 2006). It is through change that organizations implement strategies that competitively position them in a market or an industry. 
Change management usually faces various challenges in teams, organizations or institutions. More specifically, change management is complex when a group setting comprises of people with diverse cultures (Brewster et al., 2011). In this case, the US and Sri-Lanka have different culture as discussed above. While change is perceived as a positive thing in the US, change has an insignificant contribution to the Sri-Lankan societies. Therefore, managing people from diverse cultural backgrounds particularly when making change initiatives has risks of failure and require careful consideration (Cao, Clarke and Lehaney, 2003). Therefore, factors such as having an understanding of both cultures, effective leadership style and communication system would significantly mitigate the risks in change management (Cao, Clarke and Lehaney, 2003). 
Changes are important in adapting to the changing environment. Changes, however, face resistance and thus, for an effective change management, a deeper understanding of the two cultures is of significant importance (Cao, Clarke and Lehaney, 2003). Through an understanding, a manager can be in a position into establishing what people from each culture perceive motivational factors or strategies (Jayatilake and Gamage, 2017). Besides, through an understanding of the two cultures the right approach to effecting change can be established (Cao, Clarke and Lehaney, 2003). 
The type of leadership determines the success of making changes initiatives (Dabić, Tipurić, and Podrug, 2014). In this context, the power distance perception between the two cultures determines the effectiveness in change management. a leadership structure that reduces the power distance is effective in managing change (Dabić, Tipurić, and Podrug, 2014). Therefore, leadership style such as transformational leadership style can be effective in mitigating the risk of change failure or resistance. 
The flow of information plays a crucial role in the success of a change initiative. Effective communication is required to all stakeholders to enhance trust, commitment, and to eliminate fear associated with a change in status quo among other factors (Kawar, 2012). Therefore, effective communication is an appropriate measure to mitigate risks in change management. 
I have experienced diversity in culture in various ways such as studying in China and working with a Vietnamese airline as a pilot. Being a Sri-Lankan, I became assimilated to the Chinese and Vietnamese culture on the need for success as a status in life. Although the three countries have closer cultural orientation, the difference lies with the masculinity vs. femininity cultural dimension. Being a Sri-Lankan I perceived success in life as living a quality life. However, by staying in China as a student and working with a Vietnamese airline, I adapted the culture of achieving success on a different perspective. Although I still perceive success as a good quality of life, I also perceive success as being a winner and unique as the Chinese and the Vietnamese perceive important from a social perspective. 
Table 1: A comparison of Cultural Dimension Using Hofstede’s Framework 
	Cultural Dimension 
	China 
	Sri-Lanka 
	Vietnam 

	Power distance 
	80
	80
	70

	Individualism 
	20
	35
	20

	Masculinity 
	66
	10
	40

	Uncertainty avoidance 
	30
	45
	30

	Long term orientation 
	87
	45
	57

	Indulgence 
	24
	
	35


Source: Hofstede Insights

The cultural background of people determines their perception of change. The inevitability nature of change, however, requires some level of tolerance and putting cultural orientation aside. Hofstede cultural dimension shows cultural differences between the US and Sri-Lanka with two major dimensions indicating disparities including the power distance and masculinity vs. femininity dimensions. The power distance on people in the authority creates barriers to effective changes especially when such distance as long as with the case of Sri-Lanka. Leadership is of vital importance in making changes and thus, the leader should be closer to the followers to successfully execute change initiatives like in the case with the US. 
The masculinity cultural dimension has shown that people in the US are dined by success and being on the lead. To achieve success, however, require making necessary changes. On the other hand, Sri-Lankan society is not focused on being different from each other and status has less implication in society relative to the US. Understanding both cultures, transformational leadership style and effective communication are crucial factors to consider in the management of change in a society with diverse cultural orientation. 
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