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Abstract

Purpose — International assignment failures cost an organization
roughly 3 to 4 times an expatriate's annual salary with the most
expatriate failures cited for work assignments in China. Previous
scholarly research identified cultural intelligence (CQ) as being
influential to expatriate work outcomes. The purpose of this study was
to examine the relationships among a subset of Cultural Intelligence
(CQ) predictor variables and work outcome related dependent
variables.

Design/methodology/approach — Correlation and regression analysis
were performed to determine whether a relationship exists between
sub-dimensions of CQ including (a) cognitive CQ, (b) metacognitive
CQ, (c) motivational CQ, and (d) behavioral CQ and the expatriate
work outcomes of (a) work adjustment, (b) work performance, (c)
work effectiveness, and (d) job satisfaction. The study included self-
reported measurements collected via online surveys from 253
expatriates with work experience in China.

Findings — Pearson correlation test results and multiple linear
regression analysis indicated significant predictive relationships
between CQ and work adjustment, CQ and work effectiveness, CQ and
work performance, and CQ and job satisfaction. Specifically, the
motivational CQ variable had a statistically significant predictive
power for work adjustment, work effectiveness, work performance,
and job satisfaction. These findings suggest that the CQ construct may
help to assess one aspect of expatriate assignment readiness.

Research limitations/implications - A significant limitation of the
study was the self-report nature of the survey. Common method
variance could occur because of self-reporting of the study variables.
The participants might provide more positive and proactive types of
responses than what occurred in their lived experience. Another
limitation of the study is that survey participants received notification
of availability of the survey through expatriate related LinkedIn
groups. Using snowball-sampling techniques, survey participants
forwarded the survey link to other expatriates. This sampling method is
not random and therefore could introduce some bias to the study
results.

Practical Implications — The implications of this study include the
utilization of CQ in better identification, selection, and training of
employees for international assignments; improvement of expatriate
work outcomes; reduction of expatriate turnover; and reduction of
expatriate assignment costs.
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Social implications - The social change benefits encompass
the improvement of intercultural communications and
relationship building competencies of business
professionals. Positive communication and newly
established relationships with international partners and
expatriates may lead to increased levels of foreign direct
investment (FDI) in emerging economies and domestically
in the United States. The inflows of FDI can potentially fuel
increased economic prosperity and employment
opportunities in emerging economies. The increase in
business opportunities in Brazil, Russia, China, and India
(the BRICs) led to emerging middle classes in previously
poor communities. The increase of middle classes in
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emerging countries can lead to greater economic prosperity
globally.

Originality/value — Quantitative analysis regarding the
relationship between CQ and work outcomes for expatriates
working in China does not currently exist in the scholarly
research.

Keywords — Expatriate, Cultural Intelligence (CQ), Work
adjustment, Work performance, Work effectiveness, Job
satisfaction

Paper type —Research paper

Introduction

Central banks and statistical offices around the world
estimated that China had foreign direct investment inflows
of $253 billion for 2012, based upon balance of payments
statistics (Organisation for Economic Co-operation and
Development [OECD], 2013). Foreign direct investment
figures include the use of expatriates (Peng, 2012a).
Brookfield (2012) indicated that China had the highest
number of expatriate failures. The future success of
multinational corporations (MNC) relies on, in part, the
identification, training, and support programs for
expatriates (Gunkel et al., 2014). Researchers identified
expatriate identification, training, and support programs as
potential success factors to overseas assignments (Adams,
Srivastava, Herriot, & Patterson, 2013; Froese & Peltokorpi,
2011; Min, Magnini, & Singal, 2013; Zhang, 2013).

The early termination and failure of expatriate assignments
causes significant financial losses; with each failure costing
an organization, roughly US $200,000 (Tungli & Peiperl,
2009) or three to four times greater than their annual salary
(McEvoy, 2011). Tungli and Peiperl (2009) estimated up to
6% of international assignments end in premature returns.
These early termination cost estimates do not include (a) the
additional indirect costs associated with inadequate work
outcomes, (b) failures for partnering organizations, (c) host
country nationals, and (d) personal losses experienced by
expatriates and their respective family members (Tungli &
Peiperl, 2009). Previous scholarly research included the
following factors as being influential to expatriate work
outcomes: cultural intelligence and cross-cultural training
(Lee & Sukoco, 2010; Malek & Budhwar, 2013; Okpara &
Kabongo, 2011; Rehg, Gundlach, & Grigorian, 2012; Ward,
Wilson, & Fischer, 2011). Researchers suggested the use of
cultural intelligence scores to assess candidate identification
and selection criteria; to determine additional requirements
for cross-cultural training, organizational support,
mentoring, and repatriation support; improvement of cross-
cultural adjustment; and work outcomes are the intention
(Fischer,2011; Huff, 2013; Mahajan & De Silva, 2012).
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Chen, Lin, and Sawangpattanakul (2011) reported scarce
quantitative data regarding potential relationships between
the dimensions of CQ and work outcomes for expatriates
working in China. The identification of such factors is
beneficial in determining assignment readiness and
additional expatriate identification, training, and support
program needs (Chen et al., 2011; Varma, Pichler, Budhwar,
& Kupferer, 2012; Zhang, 2013). Improvement in the
factors identified in the study could decrease costs, improve
expatriate work outcomes, and improve cross-cultural
communication in international business (Collins & Kriz,
2013; Gunkel, Schldgel, & Engle, 2014; McNulty, De Cieri,
& Hutchings, 2013; Tait, De Cieri, & McNulty, 2014; Varma
etal.,2012).

Literature Review
Expatriate Work Outcomes

Researchers measured expatriate work outcomes in various
manners including cross-cultural adjustment, job
performance, job satisfaction, ROI, withdrawal intentions,
and turnover intentions (Black & Stephens, 1989; Earley,
1987; Grinstein & Wathieu, 2012; Lee & Kartika, 2014;
McNulty et al., 2013; Pinto et al., 2012; Selmer & Lauring,
2013; Tsui & Ohlott, 1988; West et al., 1987; Wu & Ang,
2011). Four related measures of work outcomes selected for
this study and used by researchers include: (a) work
adjustment, (b) work performance, (c) work effectiveness,
and (d) job satisfaction (Black & Stephens, 1989; Earley,
1987; Selmer & Lauring, 2013; Tsui & Ohlott, 1988; West et
al., 1987). A detailed review of each work outcome variable
follows.

Work adjustment

Cross cultural adjustment (CCA) is the relative comfort,
ease, and adaptability an expatriate may encounter while
living in a foreign environment, interacting with HCNs, and
performing work responsibilities (Black & Stephens, 1989;
Lin et al., 2012a; Peltokorpi & Froese, 2012; Sri Ramalu et
al., 2011). Black and Stephens (1989) identified the three
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main types of CCA outcomes as (a) general, (b) work, and
(c) interaction. General adjustment refers to the ease and
comfort of navigating routines associated with daily life
(e.g., climate, food, heath care, housing conditions, and
shopping). Work adjustment is the ability of an expatriate to
meet expectations, complete tasks, and demonstrate
performance. Interaction adjustment is the ability to have
positive communication and interaction with host country
nationals (HCNs) in and outside the place of work (Black &
Stephens, 1989).

Work adjustment refers to the CCA expatriates experience
within the work environment; an expatriate’s ability to adapt
to role novelty, role ambiguity, role conflict, and role
overload (Black & Stephens, 1989; Selmer & Lauring,
2013). Some of the particular aspects included in the work
adjustment measurement are (a) specific job responsi-
bilities, (b) performance standards and expectations, and (c)
supervisory responsibilities. Okpara and Kabongo (2011)
concluded that various forms of cross-cultural training
(CCT) had a significant positive influence on CCA,
specifically work adjustment, general conventional training,
general experimental training, specific experimental
training, and specific conventional training. Okpara and
Kabongo (2011) corroborated Black and Mendenhall's
(1989) examination of nine other studies that found positive
correlations between CCA and CCT. Lovvorn and Chen
(2011) posited that assignment failures might relate to the
lack of CQ and CCT before embarking on an international
assignment. Rehg et al. (2012) presented evidence
demonstrating significant and positive relationships
between CCT and CQ. Lee and Sukoco (2010) also found
CQ to have a significant relationship with CCA. Given
previous scholarly research results, work adjustment was
selected for use in this study.

Work performance

Work performance refers to the timeliness, quality,
relational ability, and overall performance of expatriates
(Earley, 1987). Earley introduced the work performance
scale in a study measuring the influence of various forms of
expatriate training. Some of the particular aspects included
in the work performance measurement are: (a) overall
performance, (b) ability to get along with others, (c)
completion of assignments in a timely manner, and (d)
quality of performance (Earley, 1987). Earley demonstrated
specific types of expatriate training, specifically
interpersonal training, correlated with work performance.

Work performance definitions vary; a combination of
knowledge, skills, abilities, and motivation toward expected
job responsibilities. Researchers defined job performance
as: (a) the demonstration of task performance, (b)
communication performance, (¢) maintaining discipline, (d)
teamwork and leadership skills, (e) managerial skills, (f)
administrative task performance, (g) the transfer of
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knowledge, (h) the use of technology, (i) self-efficacy, (j)
stress tolerance, (k) relational ability, (I) previous
international experience, (m) cultural intelligence, and (n)
the development of sustained long-term relationships with
HCNs (Lee & Donohue, 2012; Woods, Barker, & Troth,
2012).

Malek and Budhwar (2013) study results indicated there is a
relationship among CQ and the following levels of
expatriate adjustment and performance: CQ and general
adjustment, CQ and interaction adjustment, CQ and work
adjustment, and CQ and contextual work performance. Wu
and Ang (2011) found correlations between various work
performance measurements and CQ sub-dimensions.
Earley’s (1987) work performance measurement scale was
used in this study. The earlier correlations found by other
researchers of work performance measurements and CQ
provides justification for its use (Malek & Budhwar, 2013;
Wu & Ang,2011).

Work effectiveness

Work effectiveness is an individuals’ ability to match their
behaviors with management expectations (Selmer &
Lauring, 2013; Tsui & Ohlott, 1988). Researchers measured
work effectiveness based on the supervising manager’s
perceptions of meeting expectations and overall
performance (Tsui & Ohlott, 1988). Some of the specific
aspects included in the work effectiveness measurement are:
(a) management expectations in meeting roles and
responsibilities; (b) management expectations regarding job
completion; and (c¢) management preferences for job
performance. Work effectiveness correlated with work
adjustment, work performance, and job satisfaction
(Selmer, & Lauring, 2013). The correlation statistics
provide justification for use of the work effectiveness
measurement in this study.

Job satisfaction

Job satisfaction is the emotional satisfaction felt during a
particular work assignment (Selmer & Lauring, 2013; West
et al., 1987). West et al. (1987) defined job satisfaction in
terms of contentment with: (a) the job, (b) work
responsibilities, (¢) work relationships, (d) family / life
balance, and (e) value of employee contributions.
Zimmerman (2008) identified multiple factors that
influence job satisfaction: (a) task environment; (b)
completion of tasks and other job requirements; (c)
compensation; (d) communication; (e) employee
personality; (f) organizational characteristics; and (g) social
relations at the workplace (Froese & Peltokorpi, 2011; as
cited in Peltokorpi & Froese, 2014). Zimmerman (2008)
hypothesized that levels of job satisfaction influenced
motivation, absenteeism, anxiety, stress, organizational
commitment, turnover, and individual job performance
(Froese & Peltokorpi, 2011; as cited in Peltokorpi & Froese,
2014).
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West et al. (1987) measured job satisfaction in terms of the
following topics: (a) work responsibilities, (b) work
performance, (c) relationship with management, (d)
relationship with colleagues, (e) work life balance, and (f)
organizational value of contributions. Froese, Peltokorpi,
and Ko (2012) found significant positive correlations
between job satisfaction and work adjustment. The findings
indicate potential benefits of CCT in moderating work
adjustment and the variable of job satisfaction. Research
regarding the potential relationship between job satisfaction
and CQ is not available. The absence of this data justifies the
inclusion of the variables in this study.

Researchers identified other factors outside of expatriates’
control that affect performance including: (a) cultural
setting, (b) ethnic background, (c) gender, (d) nationality, (¢)
religion, (f) age, (g) educational qualifications, (h)
intercultural experiences, and (i) role (Woods et al., 2012).
This study only used four factors of work outcomes
previously studied by multiple researchers: work
adjustment, work performance, work effectiveness, and job
satisfaction (Black & Stephens, 1989; Earley, 1987; Selmer
& Lauring, 2013; Tsui & Ohlott, 1988; Westetal., 1987).

Cultural Intelligence (CQ)

Cultural intelligence (CQ) originated from theories and
research on emotional and social intelligences, but previous
research on these types of intelligences did not adequately
address the complexities of working in cross-cultural
contexts (Van Dyne et al., 2009). Earley and Ang (2003)
introduced the construct of CQ based upon the gap in the
literature that interpreted and explained culturally based
decision-making and behavioral differences in types of
intelligences. Researchers identified four factors of CQ that
measure an individual’s ability to interpret and respond to
different cultural situations: (a) metacognitive, (b)
cognitive, (¢) motivational, and (d) behavioral (Van Dyne et
al., 2009). Meta cognitive CQ is an individual’s ability to
recognize, control, and understand thinking and thought
processing (i.e., planning, monitoring, and revising) as it
relates to cultural preferences (Van Dyne et al., 2009).
Individuals demonstrate cognitive CQ through learned
knowledge about different economic, legal, and social
systems of different cultures and subcultures. Motivational
CQ pertains to an individual’s motivation in trying to
engage, adapt, and assimilate in a culturally different
environment, and behavioral CQ involves the ability to use
appropriate words, tone, gestures, and facial expressions
and knowledge in interactions with culturally diverse
individuals (Lin, Chen et al., 2012; Sri Ramalu et al., 2011;
Van Dyne et al., 2009; 2012). Van Dyne et al. (2012)
highlighted additional sub-dimensions of CQ that may
further delineate differences in expatriates. Examination of
each component of CQ follows.
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Cognitive CQ

Cognitive CQ is the attainment of culturally relevant
information and knowledge (Ang et al., 2007). The building
of cultural information pathways like culture-general
knowledge and context-specific knowledge typifies the
cognitive domain of CQ (Rockstuhl, Seiler, Ang, Van Dyne,
& Annen, 2011; Van Dyne et al., 2012). Sri Ramalu et al.
(2011) found that cognitive CQ correlated to CCA and
contextual performance. Researchers suggested that
expatriates, with higher levels of CQ, possess increased
abilities to use the skills typically provided by supporting
practices, including training. Therefore, expatriates, with
higher levels of CQ, do not require as many supporting
practices and training (Wu & Ang, 2011). The indication is
cognitive CQ is the first in a series of CQ building blocks to
achieve higher levels of CCA.

Metacognitive CQ

Metacognitive CQ refers to how individuals can strategize
the use of cognitive CQ attained (Ang et al., 2007).
Metacognitive CQ involves higher order thinking to process
and cognitively modify behaviors (Rockstuhl et al., 2011)
including sub-dimensions of planning, awareness, and
checking (Van Dyne et al., 2012). Sri Ramalu et al. (2011)
found that metacognitive CQ correlated to work adjustment,
metacognitive CQ related to contextual performance, and
metacognitive CQ related to specific performance.

Individuals who possess cognitive CQ can organize and
utilize the information meta-cognitively (Ang et al., 2007).
Lin, Chen, et al. (2012) identified metacognitive levels
positively correlated with CCA. Huff (2013) also
demonstrated positive correlations between metacognitive
CQ and work outcomes. The metacognitive domain
represents the second area of CQ necessary for increased
CCA.

Motivational CQ

Ang et al. (2007) associated motivational CQ with self-
interest, confidence, and desire to pursue culturally related
interactions. The sub-dimensions of motivational CQ refer
to intrinsic, extrinsic, and self-efficacy motives to adjust
(Van Dyne et al.,, 2012). Huff (2013) assessed the
relationship between the motivational dimension of CQ and
life satisfaction, motivational CQ and general adjustment,
motivational CQ and interaction adjustment, motivational
CQ and work adjustment, motivational CQ and desire to
accept future expatriate assignments. Other researchers
confirmed the self-efficacy trait as related to dimensions of
motivational CQ (MacNab & Worthley, 2012). Wu and Ang
(2011) indicated motivational CQ positively relates to work-
related outcomes. The indication is the motivational CQ
domain helps to mediate the behavioral CQ domain.
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Behavioral CQ

Behavioral CQ refers to the enactment of culturally
appropriate behaviors or actions (Ang et al., 2007,
Rockstuhl et al., 2011). Behavioral CQ includes sub-
dimensions of verbal, non-verbal behavior, and speech acts
(Van Dyne et al., 2012). Sri Ramalu et al. (2011) found that
behavioral CQ correlated to  work adjustment and
contextual performance. Huff (2013) found a relationship
between behavioral CQ and life satisfaction. Wu and Ang
(2011) indicated behavioral CQ positively relates to work-
related outcomes. Researchers theorized that increased
levels of CCA adjustment further motivate individuals and
potentially impact behaviors; thus increasing use of
motivational and behavioral CQ competencies (Ang et al.,
2007). Behavioral CQ is the last component in the CQ
construct and signifies the highest level of cultural
intelligence competencies.

Current identification and selection standards are not
sufficient to increase the likelihood of expatriate success.
Researchers theorized CQ measurements are predictors for
expatriate identification, selection, and assignment success
(Ward et al., 2011). Wu and Ang (2011) also identified the
construct of CQ as an identification and selection tool for
greater expatriate success. The CQ scale was selected for use
in this study given previous scholarly research.

CQ and work outcomes

Researchers showed relationships between aggregate CQ
scores, specific domains of CQ, and work outcome
measurements. Cultural shock negatively related to higher
levels of CQ while work performance was positively related
to higher levels of CQ (Chen et al., 2011). Higher levels of
CQ correlated to greater adjustment levels (Malek &
Budhwar, 2013) and contextual performance (Sri Ramalu et
al.,2011). Wuand Ang (2011) demonstrated the influence of
distinct levels of CQ on work adjustment and corresponding
organizational support needs; higher cognitive and
metacognitive CQ required less organization support versus
lower levels of cognitive and metacognitive CQ. Ang et al.
(2007) showed a correlation between culturally based
decision-making and metacognitive CQ and culturally
based decision-making and cognitive CQ. Motivational CQ

and behavioral CQ correlated highly with task performance
(Wu & Ang, 2011). Leader CQ correlated to leader
performance and also to team member performance (Groves
& Feyerherm, 2011). While some researchers found
correlations between CQ and work outcomes, others
criticize discrepancies in the literature.

Some researchers show inconsistent relationships regarding
CQ on various work outcome factors. Sri Ramalu et al.
(2011) did not show a relationship between motivational CQ
and job performance. Ward et al. (2011) found motivational
CQ negatively related to psychological and sociocultural
adaption. While Wu and Ang (2011) showed cognitive and
metacognitive CQ as negatively associated with adjustment
and performance. Researchers have attempted to respond to
these discrepancies with additional research (Van Dyne et
al., 2012). The conflicting nature of existing scholarly
literature and research regarding the CQ construct provides
justification for additional study of sub-dimensions of CQ
factors.

Hypotheses

Previous research regarding cultural intelligence and work
outcomes did not investigate specific nuisances in China
(Rehg et al., 2012). Additional research examining how
these factors relate to work outcomes in China adds validity
to the study constructs used by Selmer and Lauring (2013).
Further examination of particular relationships in the study
dataresults included the following hypotheses:

Hla-d: There is a significant relationship between (a)
cognitive CQ, (b) metacognitive CQ, (c) motivational CQ,
(d) behavioral CQ, and work adjustment.

H2a-d: There is a significant relationship between (a)
cognitive CQ, (b) metacognitive CQ, (c) motivational CQ,
(d) behavioral CQ, and work performance.

H3a-d: There is a significant relationship between (a)
cognitive CQ, (b) metacognitive CQ, (c) motivational CQ,
(d) behavioral CQ, and work effectiveness.

H4a-d: There is a significant relationship between (a)
cognitive CQ, (b) metacognitive CQ, (c) motivational CQ,
(d) behavioral CQ, and job satisfaction.

Figure 1. Study Model

Cultural Intelligence
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Motivational (MO)
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Method
Target population and data collection

Expatriates that presently work in China or repatriated to
their company of origin were targeted for participation in the
online survey. The targeted study sample received
participation invitations through multiple LinkedIn groups
for expatriate related topics and international human
resource management. The use of a non-probabilistic,
snowball sampling method was a feasible form of sampling
given the amount of resources available for identifying the
sample through expatriate LinkedIn groups (Sadler et al.,
2010). A non-probabilistic, snowball sampling approach
may introduce some bias in the study based on similar
features and profile compositions the sample may share
from being part of similar social and professional circles
(Sadler et al., 2010). Despite some potential for bias, this
sampling approach provided the most opportunity for
obtaining the target study sample of expatriates working in
China.

Study participants provided self-reported measurements of
data through an online survey platform. A total of 355
participants attempted to take the survey while only 268
participants completed the survey. Several study
participants sent email commentary regarding the
inconsistent nature of Chinese internet access as one of the
reasons for not being able to complete the survey. This may
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help to explain one of the contributing factors regarding why
87 participants were not able to complete the survey
questions. Of the 268 study participants, 15 cases had
missing data for many questions. Those 15 cases of missing
data were excluded from the sample. Therefore, 253 study
participants remained in the data set for further analysis.

Sample

Several demographic questions described the characteristics
of the study population. These characteristics included
general demographic information, work experience
descriptors, Chinese work experience descriptors, and CCT
descriptors. A detailed description of each grouping of
demographic and descriptor data follows.

Table 1 presents the detailed demographic data for gender,
age, marital status, ethnicity, and education level. The
majority of the study population were male (80%). The
average age of the study participants was 42, with the
majority of participants’ age ranging being 21-50 years of
age. Over half of participants identified as married (59%)
followed by single (28%). A majority of participants self-
identified their ethnicity as White, Non-Hispanic (81%).
Over 86% of participants identified their education level as a
Bachelor’s (32%) or Master’s (54%) degree. Future
regression analysis investigating the influence of these
demographic variables would be interesting to explore.

Table 1. Frequency and Percentages of General Demographic Data (N=253)

Demographic ~ Detail Frequen Percent
cy

Gender Female 50 19.8
Male 203 80.2

Age 21-30 54 21.3
31-40 76 30.0
41-50 66 26.1
51-60 42 16.6
61-70 12 4.7
71-80 3 1.2

Marital Status ~ Single 71 28.1
Married 148 58.5
Divorced 19 7.5
Other 15 5.9

Ethnicity White, Non-Hispanic 205 81.0
Black, African American 5 2.0
Asian/Pacific Islander 17 6.7
Spanish/Hispanic/Latino/Latina 11 43
Other 15 5.9

Education Bachelor's degree (BA, BS) 81 32.0
Master's degree (MBA, MA, MS) 136 53.8
Doctoral degree (PhD, EdD) 12 4.7
Law degree (JD) 5 2.0
None 10 4.0
Other 9 3.6

Table 2 presents data related to general work experience
descriptors including months of full-time work experience,
annual salary, functional work area, and tenure with the
organization. The distribution of months of full-time work
experience was roughly equal for the ranges of months
specified. About (66%) of the participants earned an annual
salary ranging between above $50,000 to above $150,000.
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Over half of participants (58%) worked in functional areas
relating to general management, production / operations, or
marketing. Almost 3/4 (73%) of participants had a tenure of
greater than 12 months, with the average tenure calculated at
57 months. Future regression analysis investigating the
influence of these general work experience variables would
be interesting to explore.
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Table 2. Frequency and Percentages of General Work Experience Descriptors

(N=253)
Descriptor Detail Frequency Percent
Months F/T 0-50 43 17.0
Experience 51-100 35 13.8
101-200 68 28.1
201-350 60 23.7
351-600 47 18.6
Annual Salary Below $30,000 32 12.6
$30,000 to $49,000 32 12.6
$50,000 to $69,000 31 12.3
$70,000 to $149,000 68 26.9
$150,000 and above 67 26.5
I prefer not to answer 23 9.1
Functional General management 95 37.5
Work Area Production/operations 27 10.7
Marketing 25 9.9
Finance/accounting 11 43
Information Technology 16 6.3
Other 79 31.2
Months Tenure 0 15 6.7
with 1-6 17 7.6
Organization 7 _ 1) 28 12.4
13-24 37 16.4
25-36 30 133
37-60 30 133
61-192 57 253
193 — 440 11 4.9

Table 3 presents data related to work experiences in China
including location of work experience, number of months
living in China, other persons embarking on the assignment,
number of previous expatriate assignments, assignment
selection, and intent to leave current organization. The
majority of participants worked in Shanghai, Beijing, or
Shenzhen. The majority of participants (76%) were in China
for more than 24 months. Over half of the participants
embarked on the work experience alone (57%) followed by

spouse / significant other (40%). Over 1/3 of participants
(35%) did not have previous expatriate work experiences.
Almost half (53%) of participants identified work
experience selection as self-initiated / personal request.
Over 1/3 of participants (39%) anticipate leaving their
current organization within the next 2 years. Future
regression analy investigating the influence of these
Chinese work experience would be interesting to explore.

Table 3. Frequency and Percentages of Work Experience Descriptors in China

(N=253)
Descriptor Detail Frequency Percent
City Location Shanghai 101 39.9
In China Beijing 58 22.9
Shenzhen 21 8.3
Guangzhou 13 5.1
Various other cities 79 31.2
Number of 0-12 37 14.6
Months in China 13 —24 25 9.9
2548 70 27.7
49 - 96 62 24.5
97 - 180 59 23.3
Persons No one 145 57.3
Accompanying  Spouse/Significant other 101 39.9
Expatriate Child(ren) 45 17.8
Other 8 3.2
Number of 0 88 34.8
Previous 1 71 28.1
Expatriate Work o 30 11.9
Experiences 3 32 12.6
4+ 32 12.6
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Assignment Company appointed/offered 91 36.0

Selection Self-initiated/personal request 133 52.6
Other 29 11.5

Intention to Bottom 2 box (disagree) 92 36.4

Leave Middle 3 box 63 24.9

Organization Top 2 box (agree)

within 2 years 98 38.7

Table 4 presents data regarding CCT experiences including
pre-departure CCT, number of hours for pre-departure CCT,
type of pre-departure CCT, post-arrival CCT, number of
hours for post-arrival CCT, type of post-arrival CCT, and
Chinese language proficiency. The majority of study
participants (79%) did not receive pre-departure or post-
arrival (75%) CCT. Of the 21% of participants that did
receive pre CCT and post CCT (25%), the following types of

pre-departure training methods occurred; training related to
job, language training, brief cultural orientation, intensive
cultural orientation, and environmental briefing. Over half
(59%) of participants identified language proficiency as
elementary or limited. Future regression analy investigating
the influence of these CCT variables would be interesting to
explore in future studies.

Table 4. Frequency and Percentages of CCT (N=253)

Descriptor Frequency Percent
Pre-departure  Yes 54 21.3
CCT No 199 78.7
Number of 1-20 24 9.5
Hours Pre- 21-100 11 43
Departure CCT 101 + 20 7.9
Type of Pre-  Training related to your job 18 7.1
Departure CCT Language training 29 11.5
Brief cultural orientation 26 10.3
Intensive cultural orientation 18 7.1
Environmental briefing 26 10.3
Other 17 6.7
Post-Arrival Yes 63 24.9
CCT No 190 75.1
Number of 1-20 29 11.5
Hours Post- 21-100 15 5.9
Arrival CCT 101 ++ 19 7.5
Type of Pre- Training related to your job 24 9.5
Post-Arrival Language training 39 15.4
CCT Brief cultural orientation 32 12.6
Intensive cultural orientation 13 5.1
Environmental briefing 20 7.9
Other 8 0.03
Chinese No proficiency 35 13.8
Language Elementary proficiency 89 352
Proficiency Limited working proficiency 60 23.7
Professional working proficiency 40 15.8
Full professional proficiency 27 10.7
Native or bilingual proficiency 2 0.8
Instrument Work outcomes

The survey instrument included several background and
demographic variables (i.e., gender, age, education,
description of industry, and job function. The independent
variables comprised the sub-dimensions of cultural
intelligence included (a) cognitive CQ, (b) metacognitive
CQ, (c) motivational CQ, and (d) behavioral CQ. The
dependent variables relating to work outcomes included: (a)
work adjustment (Black & Stephens, 1989), (b) work
performance (Earley, 1987), (c¢) work effectiveness (Tsui &
Ohlott, 1988), and (d) job satisfaction (West et al., 1987).
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Selmer and Lauring (2013) identified the following factors
as related to expatriate work outcomes: work adjustment,
work performance, work effectiveness, and job satisfaction.
This specific combination of work outcome variables were
tested by Selmer and Lauring (2013) with the following
Cronbach’s alpha calculations for reliability; a = .75 for
work adjustment, o = .75 for work performance, o= .90 for
work effectiveness, and a = .78 for job satisfaction. The
calculated Cronbach’s alpha for this study’s work outcome
variables included work adjustment o = .87, work
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effectiveness o = .88, work performance a = .82, and job
satisfaction o = .87. Work adjustment, work performance,
work effectiveness, and job satisfaction had high reliability;
the Cronbach’s alpha coefficients were higher than .80
(Field, 2013). These Cronbach’s alpha results add reliability
to repeating the use of the work outcomes variables in the
future.

Work adjustment scale

Black and Stephens' (1989) seminal study used a subset of
questions to assess general, interaction, and work
adjustment as part of their CCA scale. Three statements from
that work adjustment construct was used in this study.
Participants provided answers through an ordinal, 7-point
Likert-type scale. The scale ranged from 1 (completely
unadjusted) to 7 (completely adjusted), with high scores
indicating higher levels of perceived adjustment in relation
to the statements and lower scores indicating low levels of
perceived adjustment.

Work performance scale

Earley (1987) introduced the work performance scale in a
study measuring the influence of various forms of expatriate
training. Four of Earley's (1987) work performance
questions were used in this study. Participants provide
answers through an ordinal, 7-point Likert scale. The scale
ranged from 1 (poor) to 7 (excellent), with high scores
indicating excellent levels of perceived work performance
inrelation to the statements and lower scores indicating poor
levels of perceived performance.

Work effectiveness scale

Tsui and Ohlott (1988) measured work effectiveness based
on the supervising manager’s perceptions of meeting
expectations and overall performance. This study adopted
the use of Tsui and Ohlott's work effectiveness questions.
Work effectiveness was measured using two questions from
the Tsui and Ohlott (1988). Participants provided answers
through an ordinal, 7-point Likert-type scale. The scale
ranged from 1 (not at all) to 7 (entirely), with high scores
indicating higher levels of perceived work effectiveness in
relation to the statements and lower scores indicating poor
levels of perceived work effectiveness.

Job satisfaction scale

West et al. (1987) measured job satisfaction in terms of the
following topics in their study: (a) work responsibilities, (b)
work performance, (c) relationship with management, (d)
relationship with colleagues, (e) work life balance, and (f)
organizational value of contributions. This study adopted
the use of the West et al. (1987) work performance
questions. Job satisfaction was measured using seven
statements from the West etal. (1987). Participants provided
answers through an ordinal, 7-point Likert-type scale. The
scale ranged from 1 (poor) to 7 (excellent), with high scores
indicating exceptional levels of perceived job satisfaction in
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relation to the statements and lower scores indicating small
levels of perceived job satisfaction.

Cultural Intelligence (CQ)

The Van Dyne et al. (2009) cultural intelligence scale was
used for this study. Study participants answered a total of 20
questions that measure sub-dimensions of cultural
intelligence including: (a) cognitive CQ, (b) metacognitive
CQ, (c) motivational CQ, and (d) behavioral CQ.
Participants provided answers through an ordinal, 7-point
Likert-type scale. The scale ranged from 1 (strongly
disagree) to 7 (strongly agree), with higher scores indicating
strong levels of agreement with the statements and lower
scores indicating strong levels of disagreement with the
statements.

The cognitive CQ domain included six questions that assess
learned knowledge about different economic, legal, and
social systems of different cultures and subcultures.
Metacognitive CQ included four questions relating to an
individual’s ability to recognize, control, and understand
thinking and thought processing (i.e., planning, monitoring,
and revising) as it related to cultural preferences.
Motivational CQ included five questions that identify an
individual’s motivation in trying to engage, adapt, and
assimilate in a culturally different environment, while
behavioral CQ comprised five questions regarding the
ability to use appropriate words, tone, gestures, and facial
expressions and knowledge in interactions with culturally
diverse individuals.

Ang et al. (2007) tested the reliability of the individual
components of the CQ scale through multiple methods:
internal consistency, cross-validation, generalizability
across time and cultures. Ang et al. (2007) demonstrated the
following results Cronbach’s alpha: metacognitive CQ o =
.88; cognitive CQ a = .89; motivational CQ o = .81; and
behavioral CQ a=.86. The calculated Cronbach’s alpha for
this study’s CQ variables included metacognitive CQ o =
.90; cognitive CQ o = .84; motivational CQ a = .89; and
behavioral CQ a = .86. All four sub-dimensions of CQ had
high reliability; the Cronbach’s alpha coefficients were
higher than .80 (Field, 2013). These Cronbach’s alpha
results add reliability to repeating the use of the CQ
variables in the future.

Results

Pearson's product-moment correlation was used to assess
the relationship between the sub-dimensions of CQ and
work outcomes. Standard multiple regression was used to
understand how well the independent or predictor variables
of cognitive CQ, meta-cognitive CQ, motivational CQ, and
behavioral CQ predicted the work outcomes or criterion
variables of work adjustment, work effectiveness, work
performance, and job satisfaction. A detailed review of each
of the work outcome dependent variables and hypotheses
testing follows.
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Table 5 contains descriptive statistics for the study variables.
Violation of the regression assumptions occurred, therefore
bootstrap sampling methods were employed. Study
variables’ descriptive statistics were reported with 2,000
bootstrap samples at the 95% confidence interval. The
highest mean of the work outcome variables was for work
adjustment (M = 5.85, SD = 1.16) with a 95% bootstrap
confidence interval (CI) mean indicating a range of 5.71 -

Pacific Business Review International

6.00. The lowest mean of the work outcome variables was
for job satisfaction (M = 5.42, SD = 1.05) with a 95%
bootstrap CI mean indicating a range of 5.29 - 5.55. The
highest mean of the CQ variables was for motivational CQ
M = 591, SD = 1.06) with a 95% bootstrap CI mean
indicating a range of 5.78 - 6.04. The lowest mean of the CQ
variables was for cognitive CQ (M =4.85,SD=1.11) witha
95% bootstrap CI mean indicating arange of4.71 - 4.98.

Table 5. Means (M) and Standard Deviations (SD) for the Study Variables (N=253)

Variable M SD Bootstrap 95%
CL(M)

Total Work Outcomes 5.61 0.84 [5.51,5.71]
Work Adjustment 5.85 1.16 [5.71, 6.00]
‘Work Performance 5.55 0.61 [5.47,5.62]
Work Effectiveness 5.64 1.25 [5.49, 5.78]
Job Satisfaction 5.42 1.05 [5.29, 5.55]

Total CQ 5.41 0.91 [5.29, 5.52]
Cognitive CQ 4.85 1.11 [4.71, 4.98]
Metacognitive CQ 5.70 1.12 [5.56, 5.84]
Motivational CQ 591 1.06 [5.78, 6.04]
Behavioral CQ 5.35 1.27 [5.20, 5.50]

Note: Bootstrap results calculated based on 2,000 bootstrap samples

Hypotheses 1: Work Adjustment

Correlation analysis calculated statistically significant but
medium sized, positive correlations between work
adjustment and meta-cognitive CQ (r = .35, p <.01), work
adjustment and motivational CQ (r=.38, p <.01), and weak
or small sized positive correlations between work
adjustment and cognitive CQ (r = .25, p < .01), and work
adjustment and behavioral CQ (r=.26, p <.01). Regression
analysis determined that cognitive CQ, metacognitive CQ,
motivational CQ, and behavioral CQ, were able to
significantly predict work adjustment F(4, 248) = 12.1, p >
.001,R=.41,R2=.16, adjusted R2 =.15. The effect size (R
= 41) indicated a medium effect between the predictor
variables of CQ and work adjustment. The F value for the
predictor variables was statistically significant. The four

sub-dimensions of the CQ variables in the model accounted
for 15.0% after adjustment variance in work adjustment.

While there is a small to medium strength correlation
between work adjustment and sub-dimensions of CQ, when
multiple regression analysis was conducted, the sub-
dimensions of the CQ independent variables (metacognitive
CQ, cognitive CQ, behavioral CQ) were not able to
significantly predict work adjustment. Of the four
unstandardized beta coefficient values, only motivational
CQ was significantly different from zero. The motivational
CQ variable had a statistically significant predictive power
for work adjustment while the other CQ variables were not
statistically significant in their predictive power. Therefore,
there is a significant relationship between motivational CQ
and work adjustment.

Table 6. Correlations for Study Variables (N=253)

Variable WA WE WP

JS MC CO MO BE

Work
Adjustment
(WA)

1.00 .54%*  40%*

S3Ek 35%Ek D5%Ek - 3REE Q6%

Work
Effectiveness
(WE)

S54%*1.00  .62%*

L63%*  35%x - 30k* Fo*E 22

Work
Performance
(WP)

A40%*k - 62**  1.00

STEE S 4LRE S FIRE S 4T7HE Q6%

Job
Satisfaction
ds)

S53Fx - e3Fx 5T

1.00 .33%*  27%k 3Rk DI**

Metacognitive

come)

35%E 41%*

33**  1.00 52 .67 .55

Cognitive CQ

sk
(CO) 25

30%* 31H*

27*%* 052 1.00 .49 .38

Motivational

CO (MO) 38

36%E 47H*

38**  0.67 .49 1.00 .53

Behavioral

CQ (BE) 26%*

22%% - D6%*

21*%*% 0.55 38 .53 1.00

**_ Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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Table 7. Regression Analysis for Work Adjustment

Variables B SE p t r B 95%
B Bootstrap CI

Metacognitive CQ .14 .09 .14 1.57 .12 [-.03, .32]
Cognitive CQ .05 .07 .04 .64 .53 [ -.09, .18]
Motivational CQ 27 .09 .25 2.98 .00*** [.06, .47]
Behavioral CQ .04 .07 .04 .58 .57 [-.08, .17]
R 41

R’ .16

Adjusted R? 15

F 12 ] %%*

Note: Bootstrap results calculated based on 2,000 bootstrap samples

* p <.05 (two-tailed).
** p < .01 (two-tailed).
*k* p < .001 (two-tailed).

Hypotheses 2: Work Performance

Correlation analysis calculated statistically significant and
small to moderate sized, positive correlations between work
performance and meta-cognitive CQ (r=.41,p <.01), work
performance and cognitive CQ (r = .31, p < .01), work
performance and motivational CQ (r = .47, p < .01), and
work performance and behavioral CQ (r = .26, p < .01).
Regression analysis determined that the overall model was
significant in its ability to predict work performance F (4,
248)=19.9,p <.001, R = .49, R2 = .24, adjusted R2 = .23.
The effect size (R = .49) indicated a large effect between the
predictor variables of CQ and work performance. The F

value for the predictor variables was statistically significant,
indicating there was a proper fit between the regression
model and the data. The 4 sub-dimensions of the CQ
variables in the model accounted for an adjusted R20f 23%
of'the variance in work performance.

Of the four unstandardized beta coefficient values, only
motivational CQ was significantly different from zero. The
motivational CQ variable had a statistically significant
predictive power for work performance while the other CQ
variables were not statistically significant in their predictive
power. Therefore, there is a significant relationship between
motivational CQ and work performance.

Table 8. Regression Analysis for Work Performance

Variables B SE p t p B 95%
B Bootstrap CI

Metacognitive CQ .08 .04 .14 178 .08 [-.01, .17]
Cognitive CQ .04 .04 07 1.06 .29 [-.03, .11]
Motivational CQ 21 .05 36 4.59 .00%** [.11,.31]
Behavioral CQ -.02 .03 -.04 -53 .59 [-.08, .05]
R 49

R 24

Adjusted R’ 23

F 19.9%**

Note: Bootstrap results calculated based on 2,000 bootstrap samples

* p <.05 (two-tailed).
** p <.01 (two-tailed).
*¥*% p<.001 (two-tailed).

Hypotheses 3: Work Effectiveness

Correlation analysis calculated a statistically significant but
weak or small to moderate sized, positive correlation
between work effectiveness and meta-cognitive CQ (r=.35,
p <.01), work effectiveness and cognitive CQ (r=.30,p <
.01), work effectiveness and motivational CQ (r = .36, p <
.01), and work effectiveness and behavioral CQ (r=.22,p <
.01). Regression analysis determined that the overall model
was significant in its ability to predict work effectiveness F
(4,248)=12.0,p>.001,R=.40,R2=.16,adjusted R2=.15.
The effect size (R = .40) indicated a medium effect between
the predictor variables of CQ and work effectiveness. The F
value for the predictor variables was statistically significant,
indicating there was not a proper fit between the regression
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model and the data. The four sub-dimensions of the CQ
variables in the model accounted for a 15% variance after
adjustment in work effectiveness.

Of the four unstandardized beta coefficient values, only
motivational CQ was significantly different from zero. The
motivational CQ variable had a statistically significant
predictive power for work effectiveness while the other CQ
variables were not statistically significant in their predictive
power. The Motivational CQ variable makes the strongest,
unique contribution to predicting or explaining the work
effectiveness outcome. Therefore, there is a significant
relationship between motivational CQ and work
effectiveness.
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Table 9. Regression Analysis for Work Effectiveness

Variables B SE p t P B 95%
B Bootstrap CI

Metacognitive CQ 17 .10 .15 1.79 .07 [-.04, .38]
Cognitive CQ 15 .08 .13 1.84 .07 [-.01, .32]
Motivational CQ .24 10 21 248  .01%** [.03, .46]
Behavioral CQ -02 .07 -.02 -29 77 [-.18, .16]
R .40

R’ 16

Adjusted R’ 15

F 12.0%**

Note: Bootstrap results calculated based on 2,000 bootstrap samples

* p < .05 (two-tailed).
** p<.01 (two-tailed).
**% p <.001 (two-tailed).

Hypotheses 4: Job Satisfaction

Correlation analysis calculated statistically significant but
weak or small to moderate sized, positive correlations
between job satisfaction and meta-cognitive CQ (r=.33,p <
.01), job satisfaction and cognitive CQ (r=.27,p <.01), job
satisfaction and motivational CQ (r= .38, p <.01), and job
satisfaction and behavioral CQ (r=.21, p <.05. The results
indicated increases in meta-cognitive CQ, cognitive CQ,
and motivational CQ had moderate correlations to increases
in job satisfaction while increases in behavioral CQ had
small or weak correlations to increases in job satisfaction.
Regression analysis determined that the overall model was
significant in its ability to predict job satisfaction F (4, 248)
=117, p <.001, R = .40, R2 = .16, adjusted R2 = .15. The

effect size (R = .40) indicated a medium to large effect
between the predictor variables of CQ and job satisfaction.
The F value for the predictor variables was statistically
significant, indicating there is a proper fit between the
regression model and the data. The four sub-dimensions of
the CQ variables in the model accounted for a 15% variance
after adjustment.

Of the four unstandardized beta coefficient values, only
motivational CQ was significantly different from zero. The
motivational CQ variable had a statistically significant
predictive power for job satisfaction while the other CQ
variables were not statistically significant in their predictive
power. Therefore, there is a significant relationship between
motivational CQ and job satisfaction.

Table 10. Regression Analysis for Job Satisfaction

Variables B SE p t p B 95%

B Bootstrap CI

Metacognitive CQ 11 .08 .12 134 .18 [-.05, .26]

Cognitive CQ .09 .07 .09 132 .19 [-.07, .24]

Motivational CQ 27 08 27 328 .00%** [.08, .47]

Behavioral CQ -03 .06 -03 -47 .64 [-.15,.10]

R .40

R’ 16

Adjusted R’ 15

F 11.7%%*

Note: Bootstrap results calculated based on 2,000 bootstrap samples

* p <.05 (two-tailed).
** p <.01 (two-tailed).
% p <.001 (two-tailed).

Discussion
Main findings

Researchers demonstrated that higher levels of CQ
correlated with higher levels of CCA and work outcomes.
This study’s findings provided evidence consistent with
prior research on CQ, in its ability to improve work
outcomes. Regression analyses determined that the overall
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models for cognitive CQ, meta-cognitive CQ, motivational
CQ, and behavioral CQ had significant predictive power for
work adjustment (F(4, 248) =12.1,p>.001, R = 41,R2 =
.16, adjusted R2 =.15), work effectiveness (F(4, 248) =12.0,
p > .001, R = .40, R2 = .16, adjusted R2 = .15), work
performance (F(4, 248) =19.9, p <.001, R = .49, R2 = .24,
adjusted R2 =.23) and job satisfaction (F(4, 248)=11.7,p <
.001, R =.40, R2 =.16, adjusted R2 = .15). Specifically, the
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motivational CQ variable had a statistically significant
predictive power for work adjustment, work effectiveness,
work performance, and job satisfaction.

Some research shows inconsistent relationships regarding
CQ on various work outcome factors. Sri Ramalu et al.
(2011) did not show a relationship between motivational CQ
and job performance. Ward et al. (2011) found motivational
CQ negatively related to psychological and sociocultural
adaption. Additional research that further examines the
influence of motivational CQ on other expatriate work
outcome variables would be interesting to consider given the
conflicting nature of existing scholarly literature and this
study’s results.

Limitations

A significant limitation of the study was the self-report
nature of the survey. The study participants could answer
questions in an aspirational rather than a factual manner.
Common method variance could occur because of self-
reporting of the study variables. The participants might
provide more positive and proactive types of responses than
what occurred in their lived experience. Previous expatriate
assignments occurring outside of China may have
influenced self-reporting of experiences in China. To
mitigate such limitation, obtaining work outcome measures
from expatriates’ supervisors and peers would be an optimal
study design approach in future research.

Another limitation of the study is that survey participants
received notification of availability of the survey through
expatriate related LinkedIn groups. Using snowball-
sampling techniques, survey participants forwarded the
survey link to other expatriates. This sampling method is not
random and therefore could introduce some bias to the study
results.

The study data were not inclusive of all factors associated
with expatriate assignments and repatriation experiences.
Omitted factors related to specific personality attributes
could influence the study model. Individual expatriate
differences relating to current assignment duration and the
total number of years of expatriate experiences can affect the
generalization of research results (Kraimer etal., 2012).

The study data were cross-sectional in nature; therefore, the
results of the study cannot establish causality (Rovai et al.,
2013). A longitudinal study design might be appropriate in
future research to reduce participant bias from recent
experiences that occur during the time of survey completion.
Common method bias could occur because of the survey
data collection and sampling method (Podsakoff,
MacKenzie, & Podsakoff, 2012).

Perceived cultural distance between expatriates and Chinese
host country nationals (HCNs) could influence the study
results (Froese & Peltokorpi, 2011). Specific local behaviors
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and customs in China could affect survey answers for a
particular region. Larger sample sizes from different regions
could help to mediate local cultural differences and
expatriate experiences in China (Littrell, Alon, & Chan,
2012).

Implications

Approaches to relationship building differ widely for the
Chinese versus western cultures (Ndubisi, 2011). Chen et al.
(2011) perceived the Chinese culture as collectivistic,
group-oriented, and exhibiting conflict avoidance behaviors
compared to their western counterparts. Additionally, the
business culture in China depends on the establishment of
guanxi and gives much importance to mianzi (Lin, 2011;
Varma, Budhwar, & Pichler, 2011). Lu (2012) noted that a
lack of guanxi could prevent the establishment of positive
business relationships and negotiations. Perceived
differences in two countries’ cultures can negatively
influence (a) levels of anxiety and stress among expatriates;
(b) motivation and ability to adjust; (c) performance levels;
(d) turnover intent; and (e) job satisfaction (Froese &
Peltokorpi, 2011; Grinstein & Wathieu, 2012; Lee &
Kartika, 2014; Pinto et al., 2012; Wu & Ang, 2011).
Researchers hypothesized that expatriates who understand
these types of cultural differences and act accordingly, may
experience more favorable work outcomes (Kriz,
Gummesson, & Quazi, 2014; Pan et al., 2012; Varma et al.,
2011). Ward et al. (2011) and Wu and Ang (2011) theorized
CQ measurements are predictors for expatriate
identification, selection, and assignment success.

The results of this study may provide additional support for
these theories regarding a connection between CQ and
positive work outcomes. Specifically, the motivational CQ
variable had a significant predictive power in explaining the
variances in work adjustment, work performance, work
effectiveness, and job satisfaction. This finding corresponds
with other research results that found expatriates who had
high levels of personal initiative or motivation demonstrated
higher performance outcomes and satisfaction (Stroppa &
Spiel3, 2011). Selmer and Lauring (2013) showed positive
correlations between positive affectivity, work adjustment,
work performance, work effectiveness, and job satisfaction.
MacNab and Worthley (2012) proposed that traits relating to
self-efficacy, intrinsic motivation, and cross-cultural
motivation (motivational CQ) lead to higher levels of
assignment adjustment and performance.

The research results indicated that CQ, and more
specifically, motivational CQ, had a significant and positive
predictive ability to influence work outcomes. Researchers
suggested the use of cultural intelligence scores to assess
candidate identification and selection criteria, to determine
additional requirements for cross-cultural training,
organizational support, mentoring, and repatriation support;
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improvement of cross-cultural adjustment and work
outcomes were the intention (Fischer, 2011; Huff, 2013;
Mahajan & De Silva, 2012). The results of this study
supported this recommendation for an application to
professional expatriate management practices.

Conclusion

Organizations should attempt to use the CQ assessment
scale, among other expatriate identification and selection
criteria, to measure a prospective expatriate candidate’s
current ability to adapt to the cultural differences inherent in
a global assignment. If a candidate scores lower on CQ sub-
dimensions, especially the motivational CQ dimension,
further training and the creation of additional support
systems may benefit the candidate prior to departure and
after arrival in the host location. This recommendation
follows from the study’s regression analyses and other
scholarly research (Fischer, 2011; Huff, 2013; Mahajan &
De Silva, 2012). Organizations able to identify appropriate
staffing and training needs for expatriates may potentially
reduce costs associated with failed assignments and
employee turnover (McNulty et al., 2013; Minter, 2011;
Peng & Beamish, 2014; Tharenou, 2013). International
business school programs may benefit from research
identifying areas to strengthen the existing education of
aspiring expatriates (Kim & Egan, 2011).
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