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1. The influence of emotional intelligence and cultural
adaptability on cross-cultural adjustment and performance
with the mediating effect of cross-cultural competence: A
study of expatriates in Taiwan

2. The influence of cross-cultural stable and dynamic
competencies on expatriate adaptation and outcomes: The
case of Taiwan

3. Investigating the impact of firm and user generated social
media communication on brand equity, brand trust, and the
post-purchase behavior: The moderating role of brand
experience
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Abstract

The trend of global integration and the formation of a borderless economy
had reached a critical juncture, as global population movement has accelerated
significantly and migration has more than doubled over the last two decades. As a
result, individuals and companies were engaging in more international tasks,
traveling, conducting research, exchanging, and collaborating, which resulted in a
greater level of globalization. Therefore, both practitioners and scholars had paid
much attention to the success of expatriates and viewed it as an interesting and
important theme in the field of expatriate management. Researchers were
primarily concerned with what factors and how such factors enhance cultural
intelligence and cross-cultural competence, which further influence the adaption
and success of the expatriate in an international setting. However, previous studies
have completely neglected the impact of multiple intelligence (cultural
intelligence, emotional intelligence, and political intelligence) on cross-cultural

competence in the complex international corporate environment. In addition,
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despite the importance of cross-cultural competence for the success of expatriates
in the international environment, the research on cross-cultural competence was
still in its infancy and extremely complex. Thus, in order to have a deeper
understanding of the nature of cross-cultural competence, it was necessary to
implemment additional research on the components and influences of cross-

cultural competence on expatriate success.

This study was conducted in three steps, including a literature review,
bibliometric analysis, and a questionnaire survey with 314 expatriates who are
working in Taiwan, North America, and the European Union as samples. Based
on the bibliometric analysis, this study revealed four clusters of research themes
including strategic management of the multinational company, expatriate
background, managing expatriates, and adaptability to the host country. In the
literature review, research gaps were discovered and 10 research hypotheses were
developed. Based on the findings from the questionnaire survey, this study results
proved that biculturalism has a significant influence on multiple intelligence,
which further enhances cross-cultural competency in a multicultural setting.
Cross-cultural competence had a significant effect on expatriate resiliency, which
in turn enhanced cross-cultural performance. Additionally, multiple intelligence
partially mediated the relationship between biculturalism and cross-cultural
competence. Importantly, cross-cultural competence and expatriate resilience
were serial mediators of the relationship between multiple intelligence and cross-
cultural performance. Finally, the helping behavior of host country people and
organizational support were not able to enhance the impact of expatriate resilience

on cross-cultural performance in the cross-cultural environment. The results of

viii



this study contributed significantly to the existing literature in the field of cross-

cultural and expatriate management.

Keywords: Biculturalism, multiple intelligence, cross-cultural
competence, expatriate resilience, host country nationals’ helping behavior,

organizational support, cross-cultural performance
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CHAPTER ONE

INTRODUCTION

1.1 Research background and motivation

The trend of global integration and the formation of a borderless economy
has reached a critical juncture, as global population movement has accelerated and
migration has more than doubled in the last two decades (Strauss, 2019; Wu, Anh,
and Tuan, 2022). Consequently, individuals and organizations were engaging in
more international assignments, travel, research, exchanging, and collaboration,
which resulted in a greater level of globalization (Shaffer et al., 2016). According
to a unique survey published by hrmagazine.co.uk, global mobility assignments
climbed by 25 percent while overseas assignments increased by 50 percent over
the last decade (Wu et al., 2022). In the next fifty years, around 96 million
individuals would be projected to migrate from developing to industrialized
countries (Ariss and Henry, 2013). In addition, approximately 80 percent of
medium and large-sized enterprises had sent their employees abroad and the
remaining companies also intended to increase the number of expatriates and
international brands (Lee and Sukoco, 2010; Liao et al., 2021). According to
Lakshman, Sabine, and Johannes (2021), more than one hundred thousand
multinational firms were operating globally with around one million affiliates.
However, the Economist Intelligence Unit surveyed company leaders from 68
countries and found that 90% of respondents cited "cross-cultural management"
as their greatest challenge while working in a cross-cultural context (Caligiuri et

al., 2018). Therefore, both practitioners and scholars had paid much attention to



the success of expatriates and viewed it as an interesting and important theme in

the field of cross-cultural and expatriate management.

Cross-cultural  management was considered an emerging and
interdisciplinary research area due to its multiple approaches, problems,
researchers, and disciplines (Barmeyer and Davoine, 2019). According to
Lakshman et al. (2021), there were appropriately 272 million and still an
increasing number of people who were not living and working in their home
countries. Thus, many of them were converting themselves into bicultural.
Recently, Lakshman et al. (2021) utilized social cognitive theory to explain the
relationship between biculturalism and cultural intelligence. Their result
concluded that biculturalism's correlation to cultural intelligence is significant for
the enlargement of cross-cultural literature. Given that social cognitive theory can
predict the influence of individual bicultural identity on cultural intelligence, little
was known about the theoretical foundation and practices of the influence of
biculturalism on emotional intelligence and political intelligence. Lakshman et al.
(2021) urged researchers to further investigate the influence of biculturalism on
other intelligence and cross-cultural competence in the international working

environment.

The social cognitive theory demonstrated a model for understanding,
predicting, and changing human behavior or actions (Green and Peil, 2009).
Nabavi (2012) further indicated that this theory also emphasizes how emotion and
cognition function by people in their social experiences and how these cognitions
impact an individual’s behavior. Previous research pointed out the need for
comprehensive explanations of the technique that links cognitive and societal

background, which were previously thought to be the most important factors



influencing and identifying actual conduct in daily life and the workplace (see
Peterson and Wood, 2008; Thomas et al., 2015). Especially, the cognitive theory
proposed that cultural differences in the mental formation that steer action are
prominent at diverse points (e.g., Hong et al., 2000; Thomas et al., 2015). This
suggestion provided room for the belief that in addition to cultural knowledge, a
more general growth of cognitive configuration and procedures may appear that
can impact an individual's culture, emotion, behavior, and competence in the

multinational workplace.

Additionally, cultural intelligence, emotional intelligence, and political
intelligence were vital intelligence to the human working abilities in the cross-
cultural business environment (Ang et al., 2007; Elaine et al., 2019; Gardner, 2011;
Kihlstrom and Cantor, 2011). When working in the complicated cultural
community of international business, expatriates were required to own not only a
single intelligence but also the intercultural ability and global viewpoints to
complete complicated assignments/duties (Elaine et al., 2019). According to the
theory of multiple intelligences of Gardner (2006), when people owned multiple
intelligence, it would be easier to handle the field-detailed mental manner and

problem-solving (Elaine et al., 2019).

Previous studies have devoted significant attention to investigating the
antecedents and outcomes of cultural intelligence, as illustrated by the following
studies: (1) Examining antecedents of cultural intelligence such as international
exposure (Varela and Gatin-Watts, 2014), cross-cultural training (Blcker and
Korzilius, 2015), personality characteristics (Harrison, 2012), and self-efficacy
(MacNab and Worthley, 2012); (2) Considering cultural intelligence as a
moderator between institution distance and travel/job strain (Ramsey et al., 2011),



supporting practices and adjustment/performance (Wu and Ang, 2011),
transformational leadership and adjustment/performance (Lee et al., 2013),
cultural orientations and conflict management styles (Caputo et al., 2018), and
expatriate employees’ individual and team creativity (Ali et al., 2018); (3)
Investigating cultural intelligence as a mediator of intercultural contact and
potential, international experience and training adjustment, and
openness/extraversion and intention to work abroad (Ng et al.,, 2012); (4)
Evaluating outcomes of cultural intelligence, including adjustment (Malek and
Budhwar, 2013), performance and effectiveness (Ang et al., 2007), and knowledge
transfer (VIajci¢ et al., 2019). In addition, researchers also considered emotional
intelligence as another important construct that can support expatriates to adapt
effectively to a cross-cultural environment (Liao et al., 2021). For instance,
previous studies demonstrated that emotional intelligence has a significant impact
on and a close relationship with cultural intelligence (Crowne, 2009), cross-
cultural adjustment and job performance (Araujo and Taylor, 2012), team
performance (Miao et al., 2017), academic performance (Perera and DiGiacomo,
2013), and job satisfaction (Lee, 2017). However, there were very rare studies,
which investigated the influence of multiple intelligence (including cultural
intelligence, emotional intelligence, and political intelligence) on expatriate
success in an international environment (Elaine et al., 2019).

In the complicated and competitive social environment, both practitioners
and researchers acknowledged the influence of cross-cultural competence on
expatriate success, which played an essential role in supporting expatriates to
avoid failure (Bartel-Radic and Giannelloni, 2017; Li, 2020; Liao et al., 2021;
Koveshnikov, Wechtler, and Dejoux, 2014; McNulty and Brewster, 2016).

Previous studies demonstrated that when individuals have a low score of cross-



cultural competence, it will be difficult for them to neither work and survive in the
new cultural environment nor complete international assignments in their
responsibility (Caligiuri and Tarique, 2012; Liao et al., 2021). Thus, once an
individual lacked cross-cultural competence, the expatriate would experience a
condition of uncertainty, emotional and professional stress, dissatisfaction, and
confusion, resulting in behavioral variances in expectations and performance
(Black and Gregersen 19914, 1991b; Liao et al., 2021). Cross-cultural competence
has been studied from many various angles (Bartel-Radic et al., 2017; Johnson et
al., 2006; Leiba-O'Sullivan, 1999; Liao et al., 2021; Wu and Bodigeler-Koehler,
2013). Despite the important role of cross-cultural competence, the real
component of cross-cultural competence has not reached a common agreement in
previous studies (Bartel-Radic and Giannelloni, 2017). Bartel-Radic et al. (2017)
emphasized that the nature of cross-cultural competence is extremely complex and
additional research is required to understand the conception of cross-cultural
competence. They demanded that future studies need to look into a greater
knowledge of the actual traits, functions, and results of cross-cultural competence
(Caligiuri et al., 2018; Liao et al., 2021; Wu et al., 2022).

Furthermore, expatriate resilience was another crucial key element to the
career of expatriates in a different cultural environment, and it played a vital role
in supporting them to be able to face and overcome stressful situations when taking
charge of their assignments and achieving their goals and success. The previous
studies have offered significant findings on the beneficial influence of resilience
in the domestic workplace setting. For instance, Shin, Taylor, and Seo (2012)
indicated that employees who own a great score of resilience could handle better

and make a strong commitment to unstable changes in the organization.



Additionally, Meng et al. (2017) also demonstrated that resilience helps
employees against burnout. However, very rare studies investigated the influence
of expatriate resilience on cross-cultural performance in a multicultural
environment. Davies, Stoermer, and Froese, (2019) asserted that this is surprising
that people are likely to experience pressures due to cultural shock and must
rapidly recover and learn from these losses to adapt and work in the host country
effectively. Thus, future research was urged to examine the factor that shapes and
improves resilience as well as the influence of resilience on expatriate success in

a cross-cultural environment (Davies et al., 2019).

Importantly, the success of expatriates played a crucial role and a top
priority for practitioners and researchers in the field of expatriate management
(Liaoetal., 2021). Liao et al. (2021) further demonstrated that the primary purpose
of hiring an expatriate for missions and extended business of the company from
another country is to complete the expected assignments and to make sure that the
subsidiary overseas is working under directions, strategies, and leadership by
headquarters. Therefore, expatriates’ cross-cultural performance was considered
an important factor that enhances the outcomes of international business in order
to achieve an advantage in the competitive and challenging international market
(e.g., Lee and Sokoco, 2010; Wang, Freeman, and Zhu, 2013). Given the much
attention was paid to expatriate performance in the international context, however,
the definitions of expatriates’ cross-cultural performance were very diverse and
confusing. Specifically, prior authors utilized any number of inconsistent concepts
and measurements to demonstrate expatriate’s cross-cultural performance such as
expatriate failure rates (Chen, Wu, and Bien, 2014; Okpara, 2016), subjective
adjustment (Matsumoto and Hwang, 2013; Selmer and Lauring, 2016; Okpara,



2016), adaptability/adaptation (Matsumoto and Hwang, 2013), and
communication competence (Matsumoto and Hwang, 2013). Therefore, future
studies were urged to fill the gap of previous studies by providing a comprehensive
understanding and measurement of expatriates’ cross-cultural performance in
cross-cultural environment (Motowidlo, Borman, and Schmit, 1997; Wildman et
al., 2021).

Moreover, host country nationals were considered one of the main hosts
role-playings in collaborated expatriates’ social networks in an international
context (Bonache et al., 2016; Peltokorpi, 2020; Yamao et al., 2020). Expatriates
who failed to adapt to the new cultural setting may result in lower performance
(Tungli and Peiperl, 2009; Wang and Fang, 2014). Many previous studies
demonstrated that there is a significantly important function of host country
nationals in improving expatriate effectiveness through the needs for job
assistance, social and psychological support, and cultural cues (Aycan, 1997,
Caligiuri and Lazarova, 2002; Toh and DeNisi, 2005; Wang and Fang, 2014;
Yamao et al., 2020). The cooperation between expatriates and the host country's
nationals played a crucial role in deciding the level of multi-national companies’
success (Yamao et al., 2020). According to social exchange theory (Blau, 1964),
individuals' decision-making was based on their evaluation of the similar values,
costs, and rewards of a relationship or action. This study claimed that when
nationals of the host country recognize shared values and traditions, they are more
likely to assist expatriates. As a result, host country nationals would have a good
relationship with the expatriate in the workplace and they would also be paid it
forward in the future by expatriates. Although the helping behavior of host country

nationals was considered as a crucial factor that can accelerate the influence of
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expatriate resilience on cross-cultural performance in the host country (Yamao et
al., 2020). However, prior studies asserted that the role of host-country nationals
is still ambiguous about its influence on expatriate resilience and cross-cultural
performance (Takeuchi, 2010; Toh and DeNisi, 2005; Wang and Fang, 2014).
Thus, more future studies still needed to implement to provide insight and
understanding about the moderating role of helping behavior of host country

nationals.

Perceived organizational support was considered another resource of the
organization, which can help individuals regulate a sequence of effective states
with the support, understanding, and confirmation of their competencies (Wen,
Huang, and Hou, 2019). Accordingly, how the organization can support the
individual to achieve success in the complicated social environment when sending
employees abroad, was considered a critical concern of managers in the field of
expatriate management (Wildman, Griffith, and Klafehn, 2021). Previous studies
asserted that organizational support provides a crucial external resource to reduce
pressure and increase sustainable energy in the international business environment
(Li and Zhou, 2012; Wen et al., 2019). As a result, the expatriates can accumulate
different resources to improve their resilience to working under high pressure in
the host country. According to the organizational support theory, when expatriates
perceived high support from their organization which can be treated as an external
resource, the expatriates would achieve more inner resources by integrating,
regulating, and effectively deploying that external support with their ability and
power (e.g., competencies, resilience) in order to achieve desired outcomes. Thus,

this study proposed that organizational support can accelerate the relationship



between expatriate resilience and cross-cultural performance in the international

environment.

In a word, this study aimed to fill the above research gaps and contribute to
the literature on cross-cultural and expatriate management. Accordingly, this study
developed a comprehensive model about the influence of biculturalism, multiple
intelligence, cross-cultural competence, and expatriate resilience on cross-cultural
performance. The moderating effect of the host country national’s helping
behavior and organizational support on expatriate resilience and cross-cultural

performance was also evaluated.
1.2 Research objectives

Based on the above discussion and arguments, the purposes of this research

were demonstrated as follows:

1. To provide comprehensive knowledge and understanding of the research

trends in the field of cross-cultural and expatriate management.

2. To develop a comprehensive model for biculturalism, multiple
intelligence (cultural intelligence, emotional intelligence, political intelligence),

cross-cultural competence, expatriate resilience, and cross-cultural performance.

3. To examine the influence of biculturalism on multiple intelligence
(cultural intelligence, emotional intelligence, political intelligence) and the
mediating effects of multiple intelligence for the influence of biculturalism on

cross-cultural competence.

4. To examine the serial mediating effects of cross-cultural competence and

expatriate resilience on the influence of multiple individual intelligence (cultural



intelligence, emotional intelligence, political intelligence) on cross-cultural

performance.

5. To examine the moderating effects of host country nationals helping
behavior and organizational support for the relationship between expatriate

resilience and cross-cultural performance.
1.3. Research contributions
This study provided significant contributions as follows:

1. This study provided comprehensive knowledge and understanding of the
research trends in the field of cross-cultural and expatriate management through
the findings of bibliometric analysis. Future research can refer to this study's

results to determine their research topic.

2. This study provided evidence for the influence of biculturalism on
multiple intelligence (including cultural intelligence, emotional intelligence, and
political intelligence). Also, the evidence for the mediating effect of multiple
intelligence (cultural intelligence, emotional intelligence, political intelligence) on

the relationship between biculturalism and cross-cultural competence was shown.

4. This study provided evidence and discussed the serial mediating effects
of cross-cultural competence and expatriate resilience on the relationship between
multiple intelligence and cross-cultural performance. The result enhanced further
understanding of the influence of cross-cultural competence and expatriate
resilience on expatriates’ success in the international business environment. These
findings were expected to contribute massive value to the literature on cross-

cultural and expatriate management.
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6. This study also provided valuable findings by examining the moderating

effects of host country nationals’ helping behavior and perceived organizational

support on the influence of expatriate resilience and cross-cultural performance.

7. Finally, the present study also empirically validated the existing theories,

including social cognitive theory, social learning theory, and conservation of

resource theory by applying them in an international context to examine the

relationship between research constructs.

1.4. The scope of this study

The scope of this study was demonstrated in Table 1.1.

Table 1.1 The scope of this study

Items

Scope of the study

Type of the research

The literature review, bibliometric analysis, and
guestionnaire survey.

Key issue

This study identifies the antecedents, mediators,
moderators, and consequences of cross-cultural
competence, expatriate resilience, and cross-cultural
performance.

Dependent variables

Cross-cultural competence, expatriate resilience,
cross-cultural performance.

Independent variables

Individual bicultural identity, multiple-intelligence.

Moderator variable

Host country nationals’ helping behavior, perceived
organizational support.

Mediating variable

Multiple intelligence, cross-cultural competence,
expatriate resilience.
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Social cognitive theory, social learning theory, and

Underlying theory conservation of resource theory.
Bibliometric analysis: Articles from the Web of
Science database.
Sample
Questionnaire survey: Focusing on expatriates who
are working in Taiwan, North America, and Eur.
Time frame Cross-sectional study

Bibliometric analysis: Theory inference, secondary

data, and statistical analysis instruments.
Research instruments
Survey: Theory inference, primary data, and

statistical analysis instruments

Source: This study

1.5 Research procedure

The goal of this study was to develop a comprehensive model for
biculturalism, multiple intelligence (cultural intelligence, emotional intelligence,
political intelligence), cross-cultural competence, expatriate resilience, and cross-
cultural performance. Specifically, the research gaps which expected to be

clarified in this study were demonstrated as follows:

The research model of this study was developed based on the result of the
relevant literature review and bibliometric analysis. Based on a summary of the
literature review and the themes, topics, and prominent trends in the field of cross-
cultural and expatriate management, this study identified the interrelationship
between research variables including biculturalism, multi-intelligence (cultural
intelligence, emotional intelligence, political intelligence), cross-cultural

competence, expatriate resilience, cross-cultural performance, perceived host

12



country nationals’ helping behavior, organizational support and then proposed 10

research hypotheses.

After that, this study conducted an empirical study to validate the research
hypotheses and model. Accordingly, the study employed a questionnaire survey to
examine 10 research hypotheses. The data collected were analyzed to confirm the
research construct's reliability, construct’s validity, and hypothesis. Finally, the
integration of research results was presented and summarized as well as ended

with concluding remarks and implications for both researchers and practitioners.

The detailed process flow chart was shown in Figure 1.1.
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Figure 1.1. The detailed process flow chart
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1.6 The structure of this study

This study included six Chapters. Chapter one was the introduction which
consists of the research background and motivation, research objectives, the scope
of the study, research procedure, and the structure of this dissertation. Chapter two
was the literature review. This Chapter focused on the definition of the research
variables and evaluates the theoretical formation. Chapter three described the
bibliometric analysis procedures and results which emphasize research themes,
future research trends, and prominent research topics. Accordingly, research
hypotheses were built and developed. Chapter four illustrated the research design
and research methodology of the empirical study. This Chapter demonstrated the
data collection procedure and data analysis process. Chapter five illustrated the
empirical findings of the questionnaire survey including descriptive analysis,
factor analysis, reliability and validity of measurement scales, linear regression
analysis, and hypothesis testing were also presented in this Chapter. Finally, the
conclusion and suggestions of this study were described in Chapter six.
Accordingly, a summary of research results, the contributions and limitations, and

future research directions were also demonstrated in this Chapter.
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CHAPTER TWO

LITERATURE REVIEW

This chapter first demonstrated the theoretical background and then
described the definition of each of the research variables consisting of
biculturalism, cultural intelligence, emotional intelligence, political intelligence,
cross-cultural competence, expatriate resilience, cross-cultural performance, host

country national’s helping behavior, and organizational support.
2.1 The main theoretical background
2.1.1 Social cognitive theory

Albert Bandura was the most influential social cognitive psychologist and
1s considered the father of social cognitive theory. Bandura (1986) developed a
social cognitive theory that provides an integrated and comprehensive model of
an individual's awareness in the background of social learning. Basically, social
cognitive theory demonstrated a model for understanding, predicting, and
changing human behavior or actions (Green and Peil, 2009). Nabavi (2012) further
indicated that this theory also emphasizes how the cognitive functions of an
individual in their social experiences and how these cognitions impact individual
behavior and development. According to Nabavi (2012), there were five cognitive
characteristics that might impact behavior including: “expectations of future
consequences and responses based on current situation/s; Vicarious experiences
of others’ consequences, Expectations about future consequences affect how we
cognitively process of new information, Expectations affected decisions about how

to behavior, and nonoccurrence of expected consequences have effects” (p13).
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Individuals' cognitive, motivational, and behavioral reactions were
activated by the knowledge, identification, and internalized manners of
biculturalism when he/she lived and worked in the new culture (Lakshman et al.,
2021). Moreover, individuals learned and developed their abilities and skills by
engaging with their neighbors in a multicultural context (Caligiuri et al., 2012).
Bandura (2001) further explained that the social cognitive theory provides three-
pillar components, including cognitive, motivational, and behavioral processes,
which are thorough clarification of human behavior in the social background
(Lakshman et al., 2021). Recently, Lakshman et al. (2021) used social cognitive
theory to explain the influence of immigrant bicultural identity on cultural
intelligence in the United States. The authors showed that when individuals
recharge their self-efficacy and ability, they can improve their ability to deal with
variously cultural situations in the host country (Bandura, 2001; Chiu & Hong,
2006). Through the lens of social cognitive theory, this study made the claim that
when working in an international setting, an individual bicultural identity can
increase an expatriate’s cultural intelligence, emotional intelligence, and political

intelligence (Lakshman et al., 2021; Vora et al., 2019).
2.1.2 Social learning theory

Researchers paid much attention to social learning theory, which was
considered an essential factor in enhancing desirable behavioral change (Muro and
Jeffrey, 2008). According to Nabavi (2012), the theory of social learning was
utilized in various areas such as education, health sciences, social policy, and
psychotherapy. Basically, social learning theory indicated that interaction and
observation are the most effective and efficient ways in which individuals can

learn and develop from their environments. Events and outcomes in the
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surroundings of people played an essential role in cognitive processing before
being learned and impacting actual behavior (Tarique and Weisbord, 2013). The
foundation of this theory was that individuals can learn from each other through
interaction in a social setting. Remarkably, an individual can develop the same
behavior just by observing the other’s actions and behavior and then assimilating
and imitating that behavior or action. Thus, an individual would be able to apply
it effectively when the objective observation was positive or consisted of rewards

regarding the observed behavior (Nabavi, 2012).

Bandura illustrated that the social learning process consists of three major
dimensions: attention, retention, and reproduction. Mainly, attention was the
process of paying attention to other behaviors or observing the results of one’s
behavior in a different situation. Additionally, retention was a process of encoding
from the modeled behavior of others and restoring it as memory. Finally,
reproduction was the changing process of an individual’s behavior or action based
on their attention and retention of other behavior. In the reproduction process,
individuals can use and apply the new behavior from their observation in a specific
situation. Individuals intentionally applied a particular behavior or skill if it leads
to a positive result. They also kept in mind that behavior will be utilized in the
same context in the future (Tarique and Weisbord, 2013). Thus, this study argued
that expatriates can make use of their cultural intelligence, emotional intelligence,
and political intelligence to improve their cross-cultural competence and handle
difficult cultural situations through observing and interacting with international

employees in the host country.

2.1.3 Conservation of resources theory
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Hobfoll first proposed the conservation of resources theory in 1989, which
was considered a growingly applied motivational theory that handled the
motivational processes and directed individuals to answer to tense/stressful
situations as well as retain their current state of resources and seek new resources.
In this regard, stress was related to a force impacted by an outside factor on the
individuals, to work in a new culture with challenges about language and norms
of the new country (Davies et al., 2019; Hobfoll, Stevens, and Zalta, 2015). The
conservation resources theory was based on the idea that individuals utilize their
resources to achieve desired outcomes (Hobfoll et al., 2018). Resource within the
conservation of resource theory including an individual’s intelligence,
competencies, and personality will help him/her achieve desired outcomes (e.g.,
resilience, success). Ahmad et al. (2019) asserted that among the prevailing
theories of motivation, conservation resource theory is considered one of the

seminal theories because of its dynamic nature of resources.

The conservation of resource theory emphasized that individuals always try
to use their resources for self-control and mastery of the tasks in a complicated
social environment (Hobfoll et al., 2018). Assuming that cross-cultural
performance was a desirable outcome in a cross-cultural environment, this study
suggested that the conservation of resource model was beneficial for investigating
the influence of cross-cultural competencies and expatriate resilience on cross-
cultural performance. Having resources (cross-cultural competence in a multi-
cultural context) enabled individuals to handle new challenges and difficulties in
developing competence and resilience to achieve the desirable outcome (Ng and
Feldman, 2014a, b). Therefore, this study utilized the conservation of resource

theory to demonstrate the way individuals strive to develop and manage their
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cross-cultural competence and resilience to achieve their results (cross-cultural

performance) in a complicated cultural environment (Ahmad et al., 2019).
2.2 The definition of research constructs
2.2.1 Biculturalism

The global economy and international employee mobility among countries
created a significant impact on people and society (Lakshman et al., 2021; Lucke,
Kostova, and Roth, 2016). Benet-Martinez, Leu, Lee, and Morris (2002) argued
that the biculturalism study developed from the demand for dissimilarity among
acculturating people applying the adaptation strategy and how two cultures were
operated in an individual (Nguyen and Rule, 2020). According to Nguyen and
Benet-Martinez (2007), there were various definitions of biculturalism, such as
demographic characteristics in general or cultural identifications/orientations in
psychologically specific conceptualizations. Lakshman et al. (2021) demonstrated
that biculturalism is considered as the perspective of bicultural individuals who
possess two cultures and identities framework such as immigrants (Richter et al.,
2020), expatriates (Rickley, 2019), international students, indigenous people
(Wagstaff et al., 2019), refugees, ethnic minorities, indigenous peoples (Berry,
1997; Nguyen and Rule, 2020; Padilla, 2006), as well as host country nationals in

multinational enterprises (Gillespie et al., 2010).
2.2.2 Multiple intelligence

In this study, multiple intelligence included cultural intelligence, emotional

intelligence, and political intelligence.

2.2.2.1 Cultural intelligence
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The cultural intelligence model was considered the most considerable
theoretical and empirical attention in international business (Earley and Ang,
2003). Cultural intelligence mainly emphasized an individual’s ability to manage
the international area effectively. Previous studies showed that the cultural
intelligence model includes an individual’s artistic ability, which consists of a set
of meta-cognitive, cognitive, behavioral, and motivational skills (Ang et al., 2015;
Earley et al., 2006; Liao et al., 2021; Ott and Michailova, 2016). Meta-cognitive
cultural intelligence was related to a person’s mental processing to achieve
cognition and comprehensiveness of the suitable approaches by organizing,
supervising, and adjusting mental models of cultural norms of a new cultural
setting (Schlaegel et al., 2020). The individual possessed high meta-cognition,
always showing actively and curiously cultural supposition and regulating their
mental framework to improve the outcomes (Chen et al., 2011). Cognition was
related to the ability of an individual to understand perspectives in terms of other
civilizations' economic, legal, and social systems (Chen, Lin, and
Sawangpattanakul, 2011; Schlaegel, Richter, and Taras, 2021). Chen et al. (2011)
further demonstrated that high cognitive cultural intelligence can help individuals

to be familiar with new experiences and information in the host country.

Motivational cultural intelligence was related to the individual’s intrinsic
desire and energy to discover a new culture in a different country (Chen et al.,
2011; Schlaegel et al., 2020). According to Schlaegel et al. (2020), several
concepts were created by motivation, such as intrinsic preferences, self-
determination (Deci and Ryan, 1985), and cross-cultural self-efficacy (building
on Bandura, 1986, 1997), in combination with motivation-related theories (e.g.,

expectancy-value theory; Kanfer and Heggestad, 1997; VVroom, 1964). Those who
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owned high motivation with much attention and energy can achieve good
performance even if they needed to implement complicated and difficult
assignments in intercultural settings (Chen et al., 2011). As a result, an individual
with high motivation was always willing to accept and handle challenging
assignments and support them to better adaptability through cultural competency
in the new country (Chen etal., 2011). Behavior reflected the ability to accomplish
an extensive and flexible repertoire of verbal and non-verbal manners when
interacting in a multicultural environment (Ang et al., 2007; Chen et al., 2011,
Schlaegel et al., 2020). Chen et al. (2011) further emphasized that individuals who
possess good behavior can quickly build and develop their relationships and fall

in line with the new society.
2.2.2.2 Emotional intelligence

The idea of the emotional intelligence model grew from Taine's (1871)
evaluation of standard human abilities and the requirement to assess a person's
intellectual abilities (Hendon, Powell, and Wimmer, 2017). The emotional
intelligence model was considered a crucial model in the psychological field that
corresponds with a more compelling factor in the workplace (Pfeiffer, 2001;
Ogurlu, 2020). Ogurlu (2020) argued that although researchers have not reached
the utility of the components and measurements of emotional intelligence, it can
be conceptualized as various abilities including generating, recognizing,
perceiving, understanding, and assessing one own and others’ emotions in
different approaches ranging from problem-solving, critical thinking, feelings, and
intuition, to the capacity to realize and control emotions to achieve self-motivation
(Dulewicz, Higgs, and Slaski, 2003; Ogurlu, 2020; Geher, Betancourt, and Jewell,
2017; Liao et al., 2021).
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According to Liao et al. (2021), the conception and definition of emotional
intelligence were proposed by Salovey and Mayer (1990), which were considered
one of the most influential studies in intelligence study. Salovey and Mayer (1990)
first conceptualized emotional intelligence as the ability to monitor one's own and
others' sentiments and emotions, discern among them, and apply the information
to direct one's thoughts and activities. Salovey and Mayer (1990) further explained
that emotional intelligence refers to the individual’s ability to evaluate their
impressions and emotions and differentiate and utilize received information to
regulate and direct others' thinking and behavior (Liao et al., 2021). People with a
high score of emotional intelligence can regulate their responses, decrease
negative emotions, and keep control over their own lives by making use of their
interpersonal relationships (Liao et al., 2021). According to Wong and Law (2002),

emotional intelligence consisted of four dimensions as below:

1. Appraisal and expression of emotion in the self (self-emotional appraisal).
This factor referred to the ability to understand his/her thorough emotions and can
show these emotions naturally and comfortably. Wong and Law (2002) further
emphasized that individuals will regulate and control their emotions well in front

of other people if they have a high score in this dimension.

2. Appraisal and recognition of emotion in others (others’ emotional
appraisal). This dimension referred to the realizing and understanding ability of
others’ emotions surrounding them. Individuals can be aware easily of the other
feeling, and emotions, and know their thoughts if they own a high score in this

dimension (Wong and Law, 2002).
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3. Regulation of emotion in the self (regulation of emotion). This dimension
described the emotionally regulating competency of an individual, which

supported the individual to recharge their psychology.

4. Use of emotion to facilitate performance (use of emotion). This
dimension referred to the competency of employees to take full advantage of their

emotions by managing those reaching positive activities and personal outcomes.
2.2.2.3 Political intelligence

Many previous studies have united the standard definition of political
intelligence as an individual's capability in order to understand well others in the
workplace as well as to use their knowledge to make an impact on others through
effective working approaches that can boost an individual’s personal and/or
organizational objectives or goals (Fang et al., 2014; Ferris et al., 2007; Brouer et
al., 2015; Kapoutsis, Papalexandris, and Thanos, 2019). Individuals with a high
score of political intelligence can mix social astuteness with the ability to regulate
their behavior to various and unstable situational demands in an aspect that
individual need to demonstrate their sincerity, enthusiasm, and honesty as well as
impact effectively and control the feedback of others (Ferris et al., 2007;
McAllister, Ellen, and Ferris, 2016; Shaughnessy et al., 2017; Williams et al.,
2017). Elaine et al. (2019) further demonstrated that political intelligence is
originally known as a political skill in the past, which is considered an

indispensable social competence and fundamental for the key role of expatriates.

According to Ferris et al. (2007), there were four dimensions of political

intelligence:
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(1) Social astuteness was related to individuals’ political skills who were
wise observers of others and it was easy for them to interact effectively and
interpret their behavior and others’ behavior in the workplace (Ferris et al., 2007).
Particularly, individuals with high political intelligence were enormously
adaptable to different social backgrounds and have high self-awareness. Previous
studies argued that this dimension is considered as being sensitive to others (Ferris
et al., 2007). Individuals’ ability to recognize with their colleagues was crucial to
possessing things for his/her self. Socially astute people were considered to be

creative and clever in handling different people (Ferris et al., 2007; Pfeffer, 1992).

(2) Interpersonal influence referred to individual activities that have the
potential to influence the conduct or beliefs of one or more other individuals. Ferris
et al. (2007) demonstrated that individuals with a high score of political
intelligence will always own their humble and persuading ability that significantly
impact others around them. Additionally, interpersonal influence will support
individuals to regulate their behavior flexibly in various contextual settings to get
the good and desired responses from others to achieve his/her goals (Ferris et al.,
2007).

(3) Networking ability referred to individual proficiency in nurturing,
maintaining, and developing various relationships with people in the workplace
and society (Ferris et al., 2007). People considered that their network and
relationships with others are critical assets. Additionally, with their characteristic
shrewdness, people could build and maintain new relationships with new people
around them, even they can form beneficial partnerships and associations.
Previous studies confirmed that individuals could get well-positioned to build and

make use of opportunities with high networking ability (Ferris et al., 2007; Pfeffer,
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1992). Moreover, networking ability could enable people to negotiate and achieve
good results with relevant stakeholders when there was conflict among

stakeholders.

(4) Apparent sincerity was related to individuals’ traits, which were
demonstrated as being reliable, sincere, and honest. Individuals with a high score
in this dimension would have high opportunities to achieve success since apparent
sincerity emphasized the aware objective of the manner displayed. Ferris et al.
(2007) further emphasized that the awareness of their purposes or motivation plays
an essential role in regulating their behavior. As concluded by Jones (1990),
individuals could make a successful influence on others when they showed their
pure intention without personal benefits. Especially, people with high scores of
apparent sincerity could motivate others with trust and confidence, and as a result,
people around them would be willing to follow them without coerciveness or
directions (Ferris et al., 2007).

2.2.3 Cross-cultural competence

Cross-cultural competence has gained much attention from researchers in
various fields (Bartel-Radic and Giannelloni, 2017; Li, 2020; Lakshman et al.,
2021). According to Bartel-Radic and Giannelloni (2017), scholars and
practitioners in the fields of international business, communication, and education
have united that cross-cultural competence is one of the most critical factors for
individuals to interact with other people and achieve success in diverse cultural
settings (Bartel-Radic and Giannelloni, 2017; Johnson et al., 2006; Leiba-
O’Sullivan, 1999; Liao et al., 2021). According to Johnson et al. (2006), cross-
cultural competence was defined as a collection of consistent behaviors, attitudes,

and rules that came together in a system, agency, or group of professionals to allow
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that system, agency, or group of professionals to work effectively in cross-cultural
contexts. Previous studies demonstrated that there are three dimensions of
dynamic cross-cultural competence in a global or multicultural environment,
including (1) non-ethnocentrism or valuing cultural differences, (2) cultural
flexibility or adaptation, and (3) tolerance of ambiguity (Caligiuri et al., 2018;
Caligiuri and Tarique, 2012). Individuals with a high score of cross-cultural
competence could manage and work effectively in a multicultural environment.
Additionally, this competence could be obtained or improved through training and
development (Caligiuri et al., 2018; O’Sullivan, 1999; Shaffer et al., 2006).

According to previous studies, non-ethnocentrism reflected the respect of
individuals for other cultures, beliefs, norms, and behavior in a multicultural
environment (Leiba-O’Sullivan, 1999; Wu and Bodigeler-Koehler, 2013). People
with a high score of non-ethnocentrisms would not discriminate and understand
that his/her own culture is no better than others (Leiba-O’Sullivan, 1999; Liao et
al., 2021; Wu and Bodigeler-Koehler, 2013). When individuals were requested to
collaborate and work in various cultural teams in an intercultural business
environment, non-ethnocentrism could help expatriates eliminate ethnocentrism
which was a worthwhile developmental requirement for their success in the multi-
cultural context. Additionally, cultural flexibility was defined as the ability to
replace activities that one enjoys in one's native country with another one that is

available in the host country and is usually distinct (Shaffer et al., 2006).

The last dimension of cross-cultural competence was a tolerance of
ambiguity. Caligiuri et al. (2018) indicated that tolerance for ambiguity supports
expatriates in managing ambiguous, new, different, and unexpected situations in

an uncertain environment. Individuals who possessed a high score of tolerance for
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ambiguity could regulate well their stress and pressure in order to adapt quickly to
consider changing to a new cultural setting (Caligiuri et al., 2018; Caligiuri and
Tarique, 2012; Judge et al., 999).

2.2.4 Expatriate resilience

Resiliency received much attention from researchers in many disciplines
such as psychology, psychiatry, developmental psychopathology, human
development, and change management (Ledesma, 2014). Resilience was first
demonstrated by the Latin word resilience, which related to the pliant or elastic
quality (Ledesma, 2014). Resilience was considered a complicated phenomenon
that demonstrated an ability to satisfy an extraordinarily level of stressed position
of individuals (Ahmad et al., 2019). Previous studies defined resilience as the
individual's ability to recharge their mental and physical state after experiencing a
disadvantaged activity and maintain a stable psychological setting among relevant
activities and situations (Seery, 2011; Varshney and Varshney, 2017). Luthans
(2002) illustrated that employee resiliency is a skill that may be learned. In the
psychological field, individuals with a high level of resilience can handle
pressured factors internally and externally in a flexible manner (Ahmad et al.,
2019). Varshney and Varshney (2017) indicated that individuals with high
resilience would feel a more minor psychologically hurt condition after failure

than those with a low resilience level.

According to previous studies, resilience was a process with various stage
experiences, including motive and hope (Cyrulnik, 2011; Varshney and Varshney,
2017). The motive was related to the positive way that employees achieve
adversity. Hope referred to an individual’s belief in success at the last stage.

Youssef and Luthans (2007) demonstrated that resilience is a “proactive element”

28



and nurtured through utilizing strategies that can support employees to feel strong
in their mental and physical situations once they face the unstable situation (Avey,
Luthans, and Jensen, 2009). Naswall, Kuntz, and Malinen (2015) further explained
that resilience can support employees to complete their assignments well by taking
full advantage of available resources and the strength of the company despite the
difficult situation. Specifically, individuals with a high level of resilience can
continue with the hardship of childhood, commonly tricky situations, and catch up
with others to utilize all relevant potential resources (Reivich and Shatte, 2002;
Varshney and Varshney, 2017). Thus, this study argued that resiliency is the
crucial key element to the expatriate's career in a different environment, and it
plays a vital role in supporting them to complete their assignment and achieve their

goals and success.
2.2.5 Cross-cultural performance

The operational productivity was the result that regulates individual
behavior to provide the achievement plans and goals of the enterprises (Malek and
Budhwar, 2013). Liao et al. (2021) argued that the primary purpose of using an
expatriate for missions and extended business in another country is to complete
the expected assignments and make sure that the subsidiary overseas is working
under directions and strategies and leadership by headquarters. Therefore,
organizations paid significant resources to enhance employees’ performance
(Malek and Budhwar, 2013; Liao et al., 2021). Cross-cultural performance was
related to the outcomes of making full advantage of their resources including the
abilities, skills, and attitudes of individuals in order to complete the assignment
and goals of the organization (Campbell, 1990, Liao et al., 2021).
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Following the study of Varshney and Varshney (2017), this study proposed
that cross-cultural performance includes three main components (1) contextual
performance, (2) task performance, and (3) adaptive performance. Task
performance consisted of job-correlated behaviors and activities that support the
organization’s technical factors or the preservation of processes and management
roles (Borman and Motowidlo, 1993; Motowidlo et al., 1997; Varshney and
Varshney, 2017). Contextual performance was related to the behavior that
maintains the broader psychological and social contexts in which task
performance comes about (Borman and Motowidlo, 1993; Varshney and
Varshney, 2017). Adaptive performance was designed to enhance expatriates'
adaptation to new challenges and uncertainty in work systems or environments
(Grifn, Neal, and Parker, 2007; Varshney and Varshney, 2017). Previous studies
emphasized that adaptive performance plays a vital role in solving problems
creatively; handling unstable or uncertain job conditions; learning new
assignments, technologies, and working processes; and adapting to other
employees or managers, and environmental conditions (Koopmans et al., 2011;
Varshney and Varshney, 2017).

2.2.6 Host country nationals’ helping behaviors

According to Yamao et al. (2020), host country nationals were considered
the critical home staff to work in common assignments with foreign employees at
subsidiaries of multinational companies. Host country nationals were also
evaluated as a prominent asset for expatriates who were to learn and discover
about their new assignment, the company, and the country in the new cultural
environment (Mahajan and Toh, 2014). Previous studies united that host country

nationals play a crucial role in improving expatriates’ success by offering
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consistent assistance regarding job assignment and social behavior assistance in
the host country (Toh and DeNisi, 2005; Wang and Fan, 2014). Depending on
individual interactive ability with local people, expatriates would receive a
response from the host individual towards them. Especially some individuals
considered that they are victims of racial discrimination in the host country
whereas others reflected that the local people are very kind and willing to support
them in both the workplace and daily life (Leung, Zhu, and Ge, 2009).
Additionally, helping behaviors reflected actions or behaviors that support the
specific individual to handle their difficult situations in the workplace or in daily
life (Organ, 1997). For instance, experienced host country nationals were willing
to support and help new expatriates to learn about the regulation and working
culture of the company, social culture, and culture of the host country or guide
them to find essential information regarding their assignment or personal life
(Vance, Vaiman, and Andersen, 2009).

Based on social categorization theory, Hogg and Terry (2000) argued that
people tend to divide themselves into in-groups and out-groups to integrate
themselves into in-groups with similar characteristics, hobbies, culture, and so on
so forth. People often demonstrated positive attitudes and behavior toward the
individual with the same characteristic and culture, but negative behavior and
actions toward individuals with different norms and values (Varma, Toh, and
Budhwar, 2006). According to Yamao et al. (2020), the differences between the
host country nationals and expatriates were generally illustrated in various
perspectives in their organization such as salaries and compensation which can
result in discrimination and negative attitudes between the two sides. For instance,

some host country nationals may feel unhappy and even dislike expatriates when
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they knew that their salary is lower than new coming expatriates (Chen, Choi, and
Chi, 2002; Hon and Lu, 2010; Oltra, Bonache, and Brewster, 2013; Toh and
DeNisi, 2003). Kang and Chen (2018) indicated that there are no regulations or
obligations of the host country national to support and help foreign individuals,
but it was considered as organizational citizenship behavior of expatriates with
new employees (Toh and DeNisi, 2007). Kang and Chen (2018) further argued
that open behaviors from host country nationals need to base on their willingness
and enthusiasm. Therefore, leaders should understand how to improve host
country nationals’ willingness to assist new expatriates when they need their help

or support.
2.2.7 Organizational support

Perceived organizational support was considered a resource of a company,
which can help individuals regulate a sequence of effective states with colleagues'
and supervisors’ support and understanding and confirmation of their
competencies (Wen et al., 2019). With organizational support, the expatriate could
store different gained resources to improve their resources (e.g., competencies,
resiliency) to work in a challenging environment. According to Eisenberger,
Huntington, Hutchinson, and Sowa (1986), individuals who formed multinational
beliefs, were concerned about their happiness and how the organization valued
their efforts. Eisenberger et al. (1986) further asserted that organizational support
is considered the organization's human-like personality. Furthermore, perceived
organizational support could help individuals achieve their mission and obligation
(Chen and Eyoun, 2021).

According to De Paul and Biko (2015), previous studies applied the theory

of organizational support and its dimensions successfully in order to demonstrate
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how organizational elements enhance the degree of happiness (Baran, Shanock,
and Miller, 2012; Kuvaas and Dysvik, 2010; Connelly, Gallagher, and Gilley,
2007). These studies showed that expats' perceptions of a supportive
organizational climate lead to high levels of psychological well-being, such as
happiness, self-realization, and job satisfaction (Selmer and Fenner, 2009; Parker
et al., 2003). De Paul and Biko (2015) further emphasized that perceived
organizational support can provide higher commitment to accomplish the job
assignment and increases their integration with local colleagues (Gillet et al., 2012;
Panaccio and Vandenberghe, 2009). However, the degree of turnover could be
high when organizations did not concern about supporting them to complete the
assignment as well as the psychological well-being outcomes (Harzing and
Christensen, 2004).
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CHAPTER THREE

BIBLIOMETRIC ANALYSIS

In this chapter, bibliometric analysis was conducted to provide an overview
of the outcomes of previous studies in the field of expatriation. Bibliometric
analysis was implemented to demonstrate the past, current, and future research
themes and trends in the expatriate field. Based on the findings of the bibliometric

analysis, this study developed the research framework of empirical study.
3.1 Bibliometric analysis review

Alan Pritchard first introduced the bibliometric method in 1969, which was
described as an essential measure of a research assessment methodology to
enhance the quality of the quantitative approach to written publications and
documents (Osareh, 1996). Bibliometric analysis has been achieving much
attention from researchers in international management (Fan et al., 2021; Peng,
Zhu, and Wu, 2020). Its functions can make use of bibliometric software such as
Gephi, Leximancer, VOSviewer, and sources scientific databases such as Scopus
and Web of Science in order to demonstrate advancement, availability, and
accessibility and the multidisciplinary allogamy of the bibliometric methodology
based on information sources of science to business research. Significantly, the
most important of bibliometric analysis was the function of the illustration of its
advance for dealing with several scientific data and generating significant

influence on research (Donthu et al., 2021).

Previous studies indicated that bibliometric analysis can be applied for
different reasons based on the research aims. For instance, researchers aimed to

disclose new research trends in papers and journal outcomes, cooperation patterns,
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and research constituents and discovered the knowledge framework detailed in the
existent research (Donthu et al., 2021; Verma and Gustafsson, 2020). Donthu et
al. (2021) further indicated that the information source can be taken from the
bibliometric analysis, which is usually enormous and objective, although the
results frequently depend on objective and subjective analyses by methods and
processes. Therefore, bibliometric analysis can support researchers get a “one-stop
overview”, figure out gap research, develop dominant ideas for examination, and
specify the potential contributions in the specific research area (Donthu et al.,
2021).

In this study, the author applied the bibliometric analysis with two
techniques including co-occurrence and co-citation analysis. Accordingly, the co-
occurrence analysis demonstrated the information of another study that use the
same keyword (Donthu et al., 2021) with any words used from “article titles”,
“abstracts” and “full texts” for the analysis (e.g., Baker, Kumar, and Pandey, 2020;
Burton et al., 2021; Emich et al., 2020; Liu, Mai, and MacDonald, 2019). Donthu
et al. (2021) emphasized that the co-occurrence analysis help researcher
understand the domain knowledge of areas from the past and present and forecast
future research direction Additionally, co-citation analysis was a tool to
summarize commonly cited articles of researchers on the same topic (Donthu et
al., 2021; Hjerland, 2013). Rossetto et al. (2018) confirmed that co-citation

analysis can discover who is the most influential authors in the same research field.
3.2 Bibliometric analysis procedure

In this part, this study illustrated three steps to conduct bibliometric analysis

as below:

Step 1: Collect the data for bibliometric analysis
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The initial step was to gather the data needed for the bibliometric analysis
methodologies that have been chosen. The author gathered the data from the Web
of Science database produced by Thomson Reuters. The keyword: expatriate(s),
repatriate(s), international assignment (assignee), and global assignment (assignee)
were looked for in the title, keyword, and abstract. In order to guarantee the quality
of studies, this study only chose papers written in English with peer-reviewed.
Book and monographs were excluded because while there were many outstanding
articles dealing with expatriates, books and monographs tended to examine and
integrate previous findings rather than proposing new and unique research
(Andersen, 2018).

According to Andersen (2019), there were two main trends of previous
studies in the area of international mobility: (1) the traditional pathway between
the 1960s and 1980s and mainly investigated the role of senior managers in global
companies' shift abroad to oversee a subsidiary; (2) a contemporary trend that
dated from the 1990s to the present and depicted a variety of worldwide movable
workforces (Caligiuri and Bonache, 2016). The journal entries in the databases
before 1997 were inaccurate, as a starting point, that year was picked. Thus, the

author gathered papers that were published from 1997 to 2021.

As these terms were applied in an enormous scope of the field, the author
has narrowed the categories to management, business, applied psychology,

interdisciplinary social science, and economics.
Step 2: Data screening

The title, keywords, and abstracts of papers were read carefully by the

author to avoid duplicated and erroneous papers and papers, which did not relate
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to expatriates. Finally, one thousand three hundred and eighty suitable papers were

included for data analysis.
Step 3: Data analyzing

The author read and corrected erroneous entries in terms of singular/ plural,
suitable synonyms, and abbreviations to ensure that all data are cleaned. After that,
a coding standard was created for further analysis with three steps, including
descriptive, co-occurrence, and co-citation (Giang et al., 2021). Firstly, the
descriptive analysis presented the basic information of 1380 selected studies,
including the copious number of publications and geographical distribution. Then
research themes to uncover the groundwork and structure of expatriate research
were classified. Thirdly, the author categorized all keywords from selected studies
through co-occurrence analysis of keywords. Based on keyword classify co-
citation theme, the evolution of expatriate studies and future research directions
were demonstrated. Finally, the author used VOSviewer software to determine a
co-citation network and visualize the outcomes (Giang et al., 2021; Leung, Sun,
and Bai, 2017).

3.3 Descriptive analysis

This study applied the VOSviewer 1.6.8 software (Waltman, van Eck, and
Noyons, 2010), which was the most popular and beneficial software to obtain
keywords, generate clusters, and visually map the results in the science mapping
literature (Lee, Felps, and Baruch, 2014). Before clustering, the author eliminated
the data without author or reference information and following the VOS analysis,
extracted a thesaurus applied by VOSviewer to gather authors whose names had

different spellings and were similar for keywords.
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Figure 3-1 showed the number of annual publications of expatriates from
1997 to 2021. The number of publications appeared from about 8 to 82 papers
from 1997 to 2014. Significantly, there have been more than 110 publications

during the last three years. Those results indicated that the topic of expatriate
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Figure 3.1 Number of publications from 1997 to 2021
Source: This study
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Additionally, Table 3.1 demonstrated the location where expatriate studies
were conducted. The United States, England, Australia, and China were the most
attractive area to conduct and implement the research with the number of

publications in these places being 378, 223, 168, and 138, respectively. The
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impressive number of publications in these countries were the most attractive
places for running the international business with high demand in recruiting
expatriates. The rest of the countries in the table were from European Union and
Asia. Especially, Taiwan was considered one of the prominent places to conduct
research in Asia with 60 publications. Taiwan was attractively opening its markets
to globalization, leading to the growth and establishment of operations by many
international firms operated and managed by expatriates. Taiwan has prepared as
one of the most advanced high technology markets worldwide with many
advantages of the availability of high-quality human resources and sufficient
supporting infrastructure (Liao et al., 2021). Recent studies indicated that Taiwan
has taken a leading position in producing high-tech products such as computer
chips, semiconductors, personal computers, monitors, and accessories (Johnson,

Arya, and Mirchandani, 2013; Liao et al., 2021).

Table 3.1 Country where expatriate research was conducted

No. Country Frequency
1. The United States 378
2. England 223
3. Australia 168
4, China 138
S. Germany 104
6. Canada 92
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No. Country Frequency
7. Finland 60
8. Taiwan 60
Q. Netherlands 58
10. France 52
11. Japan 52
12, Denmark 51
13. United Arab Emirate 44
14, South Korea 39
15. New Zealand 37
16. Spain 37
17. Singapore 36
18. Ireland 30
19. Malaysia 28
20. India 26
21. Austria 17
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No. Country Frequency
22. Scotland 17
23. Belgium 16
24, Switzerland 16
25. Turkey 16

Source: This study
3.4 Co-occurrence and co-citation results
3.4.1 Structure of topics in the expatriate area

The structure of the subject in the expatriate area was identified and
demonstrated by co-occurrence analysis of keywords in published papers from
1997 to 2021. The detailed structure was illustrated in a network diagram (see
Figure 3.2) with the most notable keywords and connected metrics in each cluster
demonstrated in Table 3.2. As shown in Figure 3.2, some prominent topics
overshadow the field such as ‘adjustment’ and ‘antecedent’ of the expatriate.
‘Performance’ was a prominent topic and grew significantly in the last decade.
Figure 3.2 also indicated that the concept of performance is still inconsistent, the
terms expatriate performance, job performance, and performance are frequently
used in this field. The result also showed the four main clusters that are associated
with ‘expatriate background’ (cluster 1); ‘adaptability to the host country’ (cluster
2); ‘multinational company management’ (cluster 3); and ‘managing expatriate’

(cluster 4).
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Notably, some topics served as the field such as ‘performance’,
‘adjustment’, ‘antecedents’, and ‘international assignment’, which took significant
control of their clusters: Each has a high number of occurrences (300, 308, 181,
64 and 123, respectively). Other keywords represented satellite topics such as
‘work’, ‘resource’, ‘organizational commitment’, and ‘national culture’, which

were likely to be examined in a small setting within their cluster.

For the keyword co-occurrence analysis, a tremendous eigencentrality score
showed that a keyword is associated with some mixture with a considerable
number of other or imperative keywords. However, keywords with a low score
were probably incidental to the range because those keywords were examined in
a bit of background or little investigated. Therefore, they did not relate to other
keywords. The level of a given keyword showed the field of other keywords
connected with it; for instance, ‘performance’ has a degree of 72, meaning it was

associated with 72 other keywords (see Figure 3.2).

Table 3.2 The keyword by cluster

Cluster Keyword

Cluster 1. Strategic | Absorptive capacity (29); cultural distance (29);
management of the | determinant (65); diversity (37); expatriate (231);
multinational company firm (37); foreign subsidiaries (32); host country
national (47); human resource management (88);
impact (119); international HRM (24);
knowledge (47); knowledge transfer (84);
multinational-corporation (74); national culture

(28); organizations (39); performance (300);
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Cluster

Keyword

perspectives (85); resources (25); strategy (35);
subsidiaries (33).

Adjustment (308); Assignments (72); Behavior
(37); Business (35); Career (81); Challenges (52);
Context (28); Employees (41); Expatriation (72);
Expectation (55); Experience (96); Gender (69);
Home (40); Identity (43); International
experience (36); Management (137); Mobility
(26); Motivation (36); Repatriation (91); Self-
initiated  expatriate  (35); Success (46);
Willingness (26); Women (62).

Cluster 2. Expatriate
background

Cluster 3. Managing
expatriate

Attitude (33); Commitment (40); Culture (49);
Expatriate managers (47); Job satisfaction (55);
Leadership (35); Organizational commitment
(29); Perception (34); Selection (85); Turn over
(39).

Cluster 4. Expatriates and

adapting

to the local

environment

Acculation (78); Antecedents (181);
Consequences (96); Cross-cultural adjustment
(143); Cultural intelligence (74); Dimensions
(71); Expatriate adjustment (131); Expatriate
performance (28); Family (49); International

adjustment (113); International assignment (207);
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Cluster Keyword

Job performance (56); Managers (150);
Perceived  organizational = support  (53);
Personality (76); Satisfaction (66); Social support
(47); Social-cultural adjustment (37); Spouse
(39); Stress (56); Work (22).

Source: This study

self-initiatedsexpatriates
3 ¥

commitment

organizational commitment

44



Figure 3.2 The network visualization of keywords in the field of expatriate
from 1997 to 2022

Note: The circle size reflects the relative number of occurrences of a keyword, and the
weight of the line indicates the frequency of keywords linked (set minimum to 2 for

clarity). Cluster 1: Red, cluster 2: Green, cluster 3: Blue, and cluster 4: Purple.
Source: This study

As shown in Figure 3.3, co-citation analysis of the corpus produced a
diagram of the papers cited most dominant in the area grouped in five clusters.
According to the diagram, there was an apparent similarity between the keyword
clusters and the co-citation clusters; for example, articles in red (cluster 1)
generally corresponded to the blue cluster (cluster 3). Additionally, papers in the
green clustered to a keyword (cluster 2), and those in the purple clustered to a
keyword (cluster 4). Especially, Black (1991a, 1991b), Selmer and Fenner (2009),
Tung and Peiperl (2009), and Hofstede (1980) were the most influential
researchers in the cross-cultural and expatriate study. The following section
showed the keyword cluster associated with the foundational papers recognized

by a co-citation analysis.
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Figure 3-3 A static image of the network visualization of co-citation analysis in
the field of expatriates from 1998 to 2017.

Note: A minimum of 20 co-citations is set as the lower limit. The circle size shows

the relative number of citations; the weight of lines indicates how often the

articles are co-cited

Source: This study

3.4.2 Cluster analysis
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Cluster 1 strategic management of the multinational company, which
was one of the two main clusters in this study and about 33% of the keywords in
the diagram and focused on management and organization level in the field of the
expatriate. The keyword ‘performance’ was the leading keyword with 300
occurrences and associated with most of the other keywords in the cluster and
another cluster. It indicated that the “performance” topic has gained much
attention from previous and current studies. A kind of keywords in the cluster
referred to expatriates and the management of multinational management such as
‘human resource management’, ‘multinational-corporation’, ‘foreign subsidiaries’,
and ‘strategy’. This cluster was in line with the finding of Anderson (2019) and
the research direction by Edstrom and Galbraith (1977). Accordingly, the authors
demonstrated that by successful sending expatriates to work abroad, multinational
companies can control and follow their strategies, plan, and goals in foreign
subsidiaries. These subjects had been enlarged, for instance, by investigating the

underlying mechanisms (Harzing, 2001).
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Figure 3.4 An enlarged section of Figure 3.2, where the cluster “strategic
management of the multinational company” was highlighted

Source: This study

Another theme of keywords in cluster 1 regarded ‘managing a company in
an international environment context’, ‘culture distance’, ‘national culture’, and
‘impact’ were the most dominant keywords. Regarding these subjects, Hofstede
(1980) was one of the key authors who demonstrated the cultural dimension.
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Central to these topics were the different dimensions of national culture in a
longitudinal study among countries and continents. The results showed that
Hofstede’s research (cultural dimensions theory) is the most influential finding in
many other studies, which have applied statistical analysis to examine the research
questions (Anderson, 2019). Anderson (2019) explained that culture can be one
part of a resource for the significant importance and quantity of links of these
keywords because the difference between domestic and multinational studies may
be illustrated by cultural factors, for instance, the effect of culture on entry mode
(Kogut and Singh, 1988) and work attitudes (Ronen and Shenkar, 1985).

Cluster 2: Expatriates background, cluster 2 referred to the various
kind of expatriates and the motivation which forces their expatriation, this finding

was also in line with the study of Anderson (2019).
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Figure 3.5 An enlarged section of Figure 3.2, where the cluster “expatriates

background” was highlighted

Source: This study

Previous studies paid much attention to the investigation of the term
‘expatriate’. For instance, prior researchers focused on the two main types of
expatriates who were assigned for a specific period to work within the same
organization in another country and who relocated on their plan and motivation to
go abroad (Anderson, 2019; McNulty and Brewster, 2017; Suutari and Brewster,
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2000; Tharenou, 2015). In the research papers, the expression and self-initiated
expatriate keywords have occurred 72 and 35. ‘Adjustment’, ‘challenge’,
‘management’, ‘gender’, and ‘women’ were other keywords in cluster 2. Similar
to these keywords were their great proportion of connections to keywords in
cluster 4, which showed that much attention was paid to the individual level rather
than the organization level (Anderson, 2019). Another keyword in cluster 2
included ‘carcer’, ‘experiences’, ‘international experience’, ‘motivation’, and
‘willingness’, which demonstrated the critical reasons for their expatriation in
order to improve their international experience and develop their career (Anderson,
2019, Feldman and Thomas, 1992; Stahl, Miller, and Tung, 2002). Additionally,
these keywords had a significant connection with cluster 1 and cluster 4, which
emphasized the relationship between individuals’ careers and organizational

context (Anderson, 2019).

Cluster 3: Managing expatriates, which was one of the minor clusters on
the map and referred to the individual level as investigated from a company’s
perspective. The central core keywords in cluster 3 in terms of occurrence, were
‘attitude’ (33); ‘commitment’ (40); ‘culture’ (49); ‘organizational commitment’
(29) which together with the keyword ‘selection’, generally relate to the
company’s procedure of finding and recruiting a suitable employee for an oversea
assignment (Anderson, 2019). Regarding its occurrence, the second group of
keywords ‘job satisfaction’ (55) and ‘leadership’ (35) were also among the
primary keywords in cluster 3. Together with the keyword ‘turn over’, they also
related to the reason for the failure of an international assignment. However, what
and why expatriates succeed or fail were not easy to find answer because it also

depended on who was involved in the examination process and the motivation of
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the given factor (Brewster et al., 2014) and remarkably on whether failure levels
were correctly predicted (Harzing, 2002).
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Figure 3.6 An enlarged section of Figure 3.2, where the cluster “managing

expatriate” was highlighted
Source: This study

As shown in Table 3.2, the high occurrence scores for ‘performance’ (32),

‘job performance’, and ‘expatriate performance’ (29) were shown in this study.
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As mentioned previously, performance was the most often studied subject in the
area of expatriates with articles published between 1997 and 2021, which showed
sustained attention by researchers. The main reason for the increasing attention to
‘performance’ was that it is the main factor that decides the success of individuals

and the competitiveness of the multinational organization.

Cluster 4: Expatriates and adapting to the local environment; cluster 4
was the last crucial cluster and related to expatriates on the personal level of
analysis and the manner in which they communicated, interacted, and adjusted to
the new cultural setting. ‘Cross-cultural adjustment’, ‘expatriate adjustment’, and
‘international adjustment’” were the most dominant topics in cluster 4, occurring in

143, 131, and 113 research papers.
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adapting to the local environment ” was highlighted
Source: This study
According to Anderson (2019), the measurement of cross-cultural
adjustment was vital for a variety of different subjects, which indicated that they

operate as both antecedents and consequences of cluster two and the remainder

clusters. Other keywords in cluster 4, such as ‘international assignment’, ‘stress’,
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‘satisfaction’, and ‘turnover’, demonstrated the level of their adaptation to the host
culture (Anderson, 2019; Bader and Schuster, 2015; Law, Wong, and Wang, 2004).
Cluster 4 was similar to the view and findings of previous studies (Anderson, 2019;
Bjorkman and Welch, 2015; Takeuchi, 2010), which emphasized the critical role
of recognizing the complicated situation where individuals were implanted. The
keywords ‘perceived organizational support’, ‘social support’, ‘spouse’, and
‘family’ in cluster 4 related to how expatriates received support from social and
organizations in the workplace and daily life (Anderson, 2019; Schuster and Bader,
2017; van Bakel, 2018). Individual differences including ‘cultural intelligence’
and ‘personality’ were also investigated as the influence of its factors on expatriate
adjustment ability (Anderson, 2019; Caligiuri, 2000; Mol et al., 2005; Shaffer et
al., 2006). These keywords were associated with other keywords in this cluster,
especially ‘international adjustment’ and ‘cross-cultural adjustment’. This finding

was also in line with the recent finding of Anderson (2019).

In order to combine the results of earlier research linked to the trend of
current research, this study utilized bibliometric analysis to demonstrate the
primary research outcomes on research as well as prospective research trends of
expatriates. Based on the results of keywords in the expatriate area of research
(Figure 3.2 and cluster 4), this study claimed that expatriates and adjusting to the
local environment will continue to be a major topic in the expatriate area.
According to the results of bibliometric analysis, previous research has completely
neglected the role of biculturalism, multiple intelligence, and expatriate resilience.
As a result, this study chose to focus on cluster 4 in order to develop a research

model that included new causes and consequences of expatriate competence and
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resilience as well as contributing to the present literature in expatriate and cross-

cultural management.
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CHAPTER FOUR
RESEARCH DESIGN AND METHODOLOGY

4.1. Research framework

Based on the literature review, bibliometric analysis result, and research
constructs, the research framework of this study was shown in Figure 4.1.

There were nine research constructs in the research model, which were illustrated

in Figure 4.1.
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Figure 4.1 Research model

Note: Dot line is the mediating and serial mediation effect
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According to the research model, the hypotheses of this study were
demonstrated in Table 4.1 below:
Table 4.1 Hypothesis of this study

Hypothesis Statement

Hypothesis 1a There is a positive relationship between biculturalism and

cultural intelligence.

Hypothesis 1b There is a positive relationship between biculturalism and

emotional intelligence.

Hypothesis 1c There is a positive relationship between biculturalism and

political intelligence.

Cultural intelligence has a positive influence on cross-

Hypothesis 2
cultural competence.

Hypothesis 3 Emotional intelligence has a positive influence on cross-
cultural competence.

Hypothesis 4 Political intelligence has a positive influence on cross-
cultural competence.

Hypothesis 5 There is a positive influence between cross-cultural
competence and expatriate resilience.

Hypothesis 6 There is a positive influence between expatriate resilience
and expatriate cross-cultural performance.

Hypothesis 7a Cultural intelligence mediates the positive relationship
between biculturalism and cross-cultural competence.

Hypothesis 7b Emotional intelligence mediates the positive relationship

between biculturalism and cross-cultural competence.
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Hypothesis

Statement

Political intelligence mediates the positive relationship

Hypothesis 7¢
between biculturalism and cross-cultural competence.

Hypothesis 8a Cross-cultural competence and expatriate resilience
positively mediate the influence of cultural intelligence and
expatriate’s cross-cultural performance.

Hypothesis 8b Cross-cultural competence and expatriate resilience
positively mediate the influence of emotional intelligence
and expatriate’s cross-cultural performance.

Hypothesis 8¢ Cross-cultural competence and expatriate resilience
positively mediate the influence of political intelligence and
expatriates’ cross-cultural performance.

Hypothesis 9 | Host country national’s helping behavior moderates
positively the relationship between expatriate resilience and
expatriate’s cross-cultural performance.

Hypothesis 10 | Organizational support moderates positively the relationship

between expatriate resilience and expatriate’s cross-cultural

performance.

Source: This study

4.2 Research hypotheses

Based on the literature review and the research trend as illustrated in Section

4.1, this study developed a research model through nine research constructs:

biculturalism, cultural intelligence, emotional intelligence, political intelligence,

59



cross-cultural competence, expatriate resilience, cross-cultural performance, and
perceived host nationals helping behavior, perceived organizational support.
Accordingly, 10 research hypotheses were demonstrated as follows: the influence
of biculturalism on multiple intelligence including cultural intelligence, emotional
intelligence, and political intelligence; the influence of multiple intelligence
including cultural intelligence, emotional intelligence, and political intelligence
on cross-cultural competence; the influence of cross-cultural competence on and
expatriate resilience; the influence of expatriate resilience on cross-cultural
performance; the mediating effect of multiple intelligence on the relationship
between biculturalism and cross-cultural competence; the serial mediation of
cross-cultural competence and expatriate resilience for the influence of multiple
intelligence on cross-cultural competence; the moderating effect of host country
national helping’s behavior and organizational support for the impact of expatriate

resilience on cross-cultural performance.
4.2.1 The influence of biculturalism on multiple intelligence

The theoretical logic at the back of the influence of biculturalism can be
found in social cognitive theory (Bandura, 1977). According to the theory of social
cognition by Bandura (2001), this study argued that biculturalism is considered
the antecedent of multiple intelligence, including cultural intelligence, emotional
intelligence, and political intelligence. Notably, social cognitive theory
demonstrated that people will answer to external stimuli by cognitively processing
them, attaining comprehensive knowledge and information in terms of the cultural
contexts, and acquiring motivation from the cognitive processing to frequently
engage in suitable emotions and behaviors that improve their effective

communication and interaction in social contexts (Bandura, 2001; Lakshman et a.,
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2021). Recent studies indicated that bicultural individual identity has been
considered a new antecedent of cultural intelligence (Ang, Ng, and Rockstuhl,
2020; Lakshman et al., 2021). Lakshman et al. (2021) also demonstrated that there
IS a positive relationship between biculturalism and behavioral cultural
intelligence. According to Ott and Michailova (2016), some antecedents of
cultural intelligence were mainly divided into traits and cross-cultural experience.
Expatriates with a greater level of biculturalism had various particular abilities that
enhanced high degrees of cultural knowledge. Previous studies argued that
biculturalism can impact comfort with uncertainty, willingness to the
disconfirming situation, and an excellent ability to look for essential information
that supports a good score of cultural intelligence (Gillespie et al., 2010; Lakshman
et al., 2021). The higher an expatriate’s degree of biculturalism, the more
productive their interactions with people from various cultures were (Lakshman,
Lakshman, and Gok, 2020). Therefore, Lakshman et al. (2021) concluded that
biculturalism is strongly related to and supported individuals to develop their
cultural intelligence and helps them work more efficiently in a multi-culture

environment.

Additionally, the social cognitive theory proposed that people identify their
bicultural experience, even their success or failure by an attribution analysis of
experience (Lakshman, 2013). When the situation was favorable, individuals
would renew their self-efficacy to be more active in emotion with the new cultures
based on attribution analysis of experience (Lakshman et al., 2021). This renewed
self-efficacy supported an individual’s ability to handle new cultures, which could
further accelerate cross-cultural effectiveness. For instance, the expatriate could

control effectively their emotion when they faced challenges and difficulties in a
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new cultural environment (Bandura, 2001; Chiu and Hong, 2006; Lakshman et al.,
2021). Therefore, this study argued that individual bicultural identity can improve

the emotional intelligence of expatriates in the host country.

Furthermore, three main dimensions of social cognitive theory (cognitive,
motivational, and behavioral processes) played a crucial role in comprehensively
understanding expatriate behavior and real action in social contexts which mainly
belong to political intelligence (Bandura, 2001; Lakshman et al., 2021).
Consequently, biculturalism who identified, understood, and internalized their two
cultures can make use of their ability to effectively deal with new stressors in a
cross-cultural environment (Lakshman et al., 2021; Vora et al., 2019). Previous
research suggested that a person's bicultural identification can work as a cultural
generator, allowing them to be more sensitive to other cultures and improve their
abilities to think and interact with individuals from diverse cultures (e.g., Chiu and
Hong, 2006; Lakshman, 2013; Lakshman et al., 2021). As cultural alternators,
individual bicultural identity could connect directly their two fundamental cultures,
which enhanced their thinking, skill, and knowledge in the new cultural
environment; as a result, the expatriate would communicate and interact
effectively in society in terms of emotion and at work in terms of politic (Gillespie

et al., 2010). Therefore, expatriates’ political intelligence could be developed.

Given the crucial role of examining the influence of bicultural individual
identity in international business contexts, the international business literature
asserted that there is still a lack of uniting and heterogeneity in how biculturalism
is studied to know precisely and the degree of their influence on employees,
leaders, and customers, among others (Barmeyer and Davoine, 2019; Lakshman
et al., 2021; Vora et al., 2019). In order to fill this gap, this study demonstrated
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that bicultural individual identity can operate as an antecedent variable to enhance
multiple intelligence in the worldwide business world's complex social
environment. Based on the above argument, this study proposed the following

hypotheses:

Hypothesis 1a: There is a positive relationship between biculturalism and

cultural intelligence.

Hypothesis 1b: There is a positive relationship between biculturalism and

emotional intelligence.

Hypothesis 1c: There is a positive relationship between biculturalism and

political intelligence.
4.2.2 The influence of multiple intelligence on cross-cultural competence

When cooperative cross-border business activities were undertaken, a high
level of multiple intelligence becomes an important skill and attitude to succeed
in a cross-cultural environment (Ang et al., 2007; Ang et al., 2015). It was
predicted that expats with cultural intelligence are expected to be able to cope with
their worry and uncertainty by putting in extra effort to fulfill work-related
responsibilities and socially assimilate into the new culture (Afsar et al., 2019).
Culturally intelligent individuals tended to enjoy exchanging, interacting with, and
learning about the diversity and characteristics of culture (Malek and Budhwar,
2013). Such individuals appeared to have an intuitive grasp of how to behave to
avoid intercultural mistakes. Previous studies proposed that cultural intelligence
Is considered an antecedent of cross-cultural competence, which can help expats

perform better on overseas tasks (Johnson et al., 2006; Liao et al., 2021).
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Additionally, according to previous studies, emotional intelligence was the
result of the development process between cognition and emotion (Mayer et al.,
2001; Ogurlu, 2020). Ogurlu (2020) further argued that the discipline of emotional
intelligence can accelerate the cognitive ability that regulates theoretical
arguments of emotions. For many years, emotional intelligence has been
considered a crucial construct that supports an individual in the social environment
(Liao et al., 2021). Guntersdorfer and Golubeva (2018) found that emotional
intelligence plays a crucial role in cross-cultural competence in multicultural
communication in schoolrooms in research on emotional intelligence and cross-
cultural competence using students as participants. Students with stronger
emotional intelligence were more cooperative and more likely to succeed in
international collaboration environments. Recently, Liao et al. (2021) firstly
argued that emotional intelligence significantly influences cross-cultural
competence. However, they encouraged that more studies need to conduct to

provide additional evidence for this special relationship.

Furthermore, according to Ferris et al. (2007), the political skill was
exhibited through abilities expressed in work-related contexts that show both
temper antecedents and situational variability. In addition, the adjustment
attribution to situations can be influenced by training, practice, and practical
experience. Thus, people could get an advantage from experiences that facilitated
the improvement of political skills without considering their present political
competencies (Ferris et al., 2007). People with a high score of political intelligence
would be able to adapt effectively, as they felt confident and recognized what
comprised individual behaviors in various social backgrounds and behave suitable

action in that environment. As such, they can take full advantage of their social
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sensitiveness to adjust their objective behaviors to related demands (Ferris et al.,
2007).

As Munyon et al. (2015) demonstrated that political intelligence positively
Impacts satisfaction, job productivity, and career success but negatively affects
psychological strain. Koveshnikov and Wechtler (2017) asserted a significantly
positive effect of political intelligence on general adjustment and work adjustment.
Furthermore, Ahearn, Ferris, Hochwarter, Douglas, and Ammeter (2004)
indicated that the political intelligence of domestic leaders considerably correlates
to leader effectiveness and team performance. Therefore, this study argued that
political intelligence is considered one of the antecedents of cross-cultural

competence.

The theoretical logic of the influence of multiple intelligence can be
explained by social learning theory (Bandura, 1977). According to social learning
theory. Tarique and Weisbord (2013) mentioned that individuals' abilities evolve
and develop through learning from their immediate environment through engaging
with people or observing their emotions and behaviors. The social learning process
could explain how expatriates develop cross-cultural competence as a result of
their exposure to a variety of cultural contexts during their early years. Living in
different countries, expatriates could learn and understand the emotion, behaviors,
customs, and norms of those cultures through their multiple intelligence (Bandura,
1977). They attended, retained, and reproduced skills, knowledge, and behavior

from different cultural backgrounds, bringing publicity to various behaviors.

As a result, cultural intelligence, emotional intelligence, and political

intelligence support expatriates to learn the emotion, skills, and behaviors
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necessary for cross-cultural competence (Tarique and Weisbord, 2013). Based on

the above argument, this study suggested the following hypothesis:

Hypothesis 2: Cultural intelligence has a positive influence on cross-
cultural competence.

Hypothesis 3: Emotional intelligence has a positive influence on cross-
cultural competence.

Hypothesis 4: Political intelligence has a positive influence on cross-

cultural competence.
4.2.3 The influence of cross-cultural competence and expatriate resilience

In the area of multi-national business, cross-cultural competence has been
demonstrated as an expatriate outcome in illustration consisting of knowledge,
skills, and personal attributes to achieve effective results with different people
in various cultural backgrounds even in their home country or other countries
(Bartel-Radic and Giannelloni, 2017; Johnson et al., 2006). In other words, cross-
cultural competence was a set of the capability to take full advantage of an
individual’s resources and strength to comprehend the particular situation of
multi-cultural communication and interaction and think and behave appropriately
in the intercultural situation. In a study about the leadership effectiveness of
expatriates, Caligiuri and Tarique (2012) argued that expatriates with a high score
of cross-cultural competencies can handle the difficulties and stressors of the
intercultural working environment. Accordingly, expatriates seemed to harmonize
with others’ needs and expectations and have a higher tendency to answer

efficiently to challenges in a cross-cultural context.

Additionally, resilience was considered a dynamic procedure, in which

people could adapt positively to challenges (Luthar, Cicchetti, and Becker, 2000;
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Sarrionandia, Ramos-Diaz, and Fernandez-Lasarte, 2018). In other words,
expatriates with a high score of resilience can adapt successfully to considerable
barriers and challenges (Masten, 2013; Sarrionandia et al., 2018). Hoge et al.
(2007) argued that resilience is a series of personal traits that can accelerate an

individual’s ability to handle stressful life events and achieve desired outcomes.

According to recent studies, the antecedents of resilience were competence
attributes such as personal resources (social and cultural skills), contextual
resources (social networks, emotional support), strategies (work-life balance), and
outcomes (e.g., wellbeing, commitment, performance) (Ahmad et al., 2020;
Mansfield et al., 2016). Mishra and McDonald (2017) showed that developing
cultural skills can nurture and improve individual resilient behavior over time.
Furthermore, several pieces of evidence proved that the improvement of resilience
is correlated with particular kinds of capacities and skills such as interpersonal,
interaction, or technical skills (Ahmad et al., 2020; Hodges, Keeley, and Troyan,
2008; Mansfield et al., 2012).

Moreover, the theory of conservation of resources indicated that people
always strived to utilize resources which individuals refer to as personal
characteristics and the ability to achieve good performance and success (Ahmad
et al., 2019; Davies et al., 2019). Hence, this study argued that expatriates could
make use of the advantage of individual resources (e.g., cross-cultural competence)
in order to cope with the uncertainties and vulnerabilities in the international
environment and achieve desired outcomes such as resilience and performance
(Ahmad et al., 2019).

Based on the above argument, the following hypothesis was proposed:
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Hypothesis 5: There is a positive influence between cross-cultural

competence and expatriate resilience.

4.2.4 The influence of expatriate resilience on expatriate’s cross-cultural

performance

Based on the multidimensional nature of resilience, Connor and Davidson
(2003) emphasized that individual has a different response to a stressor. On the
one hand, the stressor could be a facilitator that can motivate expatriates to develop
their resilience such as enhancing a higher level of balance in the new environment
(Sarrionandiaetal., 2018). On the other hand, the expatriate would face difficulties
with the stressors and would not be able to handle these challenges in the
international environment. Thus, individuals with a high level of resilience could
retain their psychological health by releasing negative influences in the

complicated social environment (Sarrionandia et al., 2018).

As in the new culture, the expatriate would face several challenges
including environment, culture, living style, customs, etc. That was the reason why
many expatriates felt shocked and pressured and then decided to give up their
position and come back to their home country earlier. However, when individuals
owned their new skills and abilities, they were able to take full advantage of these
skills and abilities to achieve positive outcomes during a challenging period
(Lengnick-Hall, Beck, and Lengnick-Hall, 2011). Previous studies showed that an
individual capable of being highly resilient can achieve significant success
(Ahmad et al., 2020; Tait, 2008). Grant, Curtayne, and Burton (2009) asserted that
resilience is related to specific performance benefits and that resilience energy the

likelihood of getting oriented goals.
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In another field such as leadership, Pulley and Wakefield (2001) argued that
the development of resilient qualities plays a crucial role in achieving outcomes
and success. Similarly, in the political roles of higher hierarchy, Goethals (2005)
asserted that resilience can support politicians to reach organizational success. In
the working environment, Ahmad et al. (2020) demonstrated that job satisfaction,
work happiness and commitment, and high productivity are considered outcomes
of resilience. Moreover, many researchers concluded that there is a positive
influence of resilience on performance and work happiness (Ahmad et al., 2020;
Luthans et al., 2007; Naswall et al., 2015), job satisfaction, and commitment
(Youssef and Luthans, 2007). Furthermore, based on a sample of 300 construction
industry managers in Saudi Arabia, Varshney and Varshney (2017) emphasized
that there is a positive link between resilience and job performance, context
performance, and adaptive performance. Therefore, based on the previous

empirical discussions, this study hypothesized that:

Hypothesis 6: There is a positive influence between expatriate resilience

and expatriate’s cross-cultural performance.

4.2.5 The mediating effect of multiple intelligence on the relationship between

biculturalism and cross-cultural competence

According to Earley and Ang (2003), cultural intelligence was the ability of
a person to successfully manage in a global setting. It involved a person's cultural
competency, which was a set of cognitive, behavioral, and motivational skills
needed to effectively communicate and work with others (Ang et al., 2015; Earley
et al. 2006; Ott and Michailova 2016). As mentioned above, a high degree of
cultural intelligence became a necessary skill and attitude to succeed in a cross-

cultural context when cooperative cross-border economic activities were
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performed (Ang et al., 2007; Ang et al., 2015). Liao et al. (2021) mentioned that
cultural intelligence is recognized as an essential role in developing expatriate
cross-cultural competence in the intercultural environment. Hence this study
argued that cultural intelligence could be one of the crucial connections for the

influence of biculturalism on cross-cultural competence.

Additionally, previous studies demonstrated that emotional intelligence has
a considerable impact on and a strong association with cross-cultural competence
and cross-cultural adjustment (Liao et al., 2021), team performance (Miao,
Humphrey, and Qian, 2017), academic performance (Perera and DiGiacomo,
2013), and job satisfaction (Lee, 2017). Bartel-Radic and Giannelloni (2017)
argued that emotional stability can enhance the influence of cross-cultural
competence on expatriate outcomes. A recent study by Liao et al. (2021) indicated
that emotional intelligence is one of the crucial antecedents of cross-cultural
competence, which enhances expatriates’ ability to survive and adapt effectively

to international assignments.

Moreover, according to previous studies, expatriates’ assignments
frequently need to communicate and interact with various activities with
individuals from various cultural origins. They also needed to utilize political
intelligence to effectively interact with local stakeholders’ attention to operating
their business in the host country (Elaine et al., 2019; Harvey, Novicevic, and
Kiessling, 2002). As such, expatriates with high biculturalism would be able to
learn about their work in a complicated multicultural environment through
political intelligence. They could also utilize their relationship within and outside
organizations to reach their personal and organizational goals (Elaine et al., 2019;

Harvey and Richey, 2001). As a result, those expatriates can understand and
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connect with crucial place mechanisms in the source distribution and strategic
decisions and thus facilitate their company performance (Elaine et al., 2019;
Harvey and Richey, 2001). Through experiencing the host cultural environment,
individual bicultural identity could develop and enhance their cross-cultural

competence significantly through political intelligence.

This study offered the following hypothesis based on the aforementioned
argument:

Hypothesis 7a: Cultural intelligence mediates a positive relationship
between biculturalism and cross-cultural competence.

Hypothesis 7b: Emotional intelligence mediates a positive relationship
between biculturalism and cross-cultural competence.

Hypothesis 7c: Political intelligence mediates a positive relationship

between biculturalism and cross-cultural competence.

4.2.6 The serial mediation of cross-cultural competence and expatriate
resilience for the influence of cultural intelligence and cross-cultural

performance

As mentioned above, cultural intelligence was firstly proposed by Early and
Ang (2003) as a multidimensional construct where mental abilities were a crucial
dimension of it. An individual who possessed a high score of cultural intelligence
can work effectively in a multicultural environment (Azevedo and Shane, 2019).
There was a strong agreement among scholars that cultural intelligence can
enhance expatriate performance (Nafei, 2013; Malek and Budhwar, 2013). Many
previous studies devoted significant attention to examining the influence of

cultural intelligence, especially how individuals’ cultural intelligence enhances
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adjustment and performance in the workplace (e.g., Ang et al., 2007; Malek and
Budhwar, 2013).

Recently, Azevedo and Shane (2019) demonstrated that cultural
intelligence plays an essential role in enhancing cognitive outcomes like cultural
judgment and decision making (Ang et al., 2007); and affective outcomes,
including psychological and sociocultural adjustment (Azevedo and Shane, 2019;
Chao, Takeuchi, and Farh, 2017). When an expatriate possessed a high score of
cultural intelligence, he/she was always willing to communicate and interact with
other people to get new cultural knowledge and skills in a multicultural
environment (Malek and Budhwar, 2013). As a result, expatriates had a sensitive
culture which could help them avoid mistakes regarding customs and culture.
Additionally, cultural intelligence can play an essential role in improving cross-
cultural competence and supporting expatriates to complete their international

assignments (Johnson et al., 2006; Laskman et al., 2020).

Regarding resilience, Tay, Westman, and Chia (2008) examined the
influence of cultural intelligence on the component of burnout. Based on the data
analysis with the samples of short-term business tourists from Singapore, Israel,
and Brazil, they concluded that three dimensions of cultural intelligence, including
metacognitive, motivational, and behavioral play a crucial role in decreasing
burnout (Azevedo and Shane, 2019). In research about managerial employees in
India, Kodwani (2012) asserted that cultural motivational, cognitive and
behavioral cultural intelligence are key antecedents that can help expatriates
engage significantly with the international assignment (Azevedo and Shane, 2019).
Individual resilience was further considered in their attitude toward lifelong

learning, flexibility to challenges, and stressful circumstances in the workplace.
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Thus, those individuals with a high level of resilience could provide support for
their organizations to achieve a sustainable competitive advantage compared with
their competitors (Varshney and Varshney, 2017).

Furthermore, Mansfield et al. (2016) suggested and synthesized that the
level of resilience of individuals in the workplace is entirely dependent on the
aspects of competency such as individual resources (e.g., social and emotional
competence), contextual resources (e.g., networking, emotional support),
strategies (e.g., work-life balance, professional learning) and results (e.g.,
happiness, commitment) (Ahmad et al., 2019). These competence aspects were
considered a defensive umbrella that is important for an individual to nurture
resilience (Ahmad et al., 20219; Dyer and McGuinness, 1996). Lending
spirituality as a proxy rating of competence, Graham (2001) asserted that
resiliency is correlated to American-Indian youth’s competence in a study with 56
high school students. Additionally, Mishra and McDonald (2017) concluded that
when individuals can improve their competency and skills over time, their resilient
behavior will also be developed as a result. Thus, individuals' various abilities and
skills (including interpersonal, communication, and technical) could enhance
individual resilience effectively in both work and social environments (Ahmad et
al., 2019; Hodges et al., 2008; Mansfield et al., 2012).

As mentioned above, this study suggested that the conservation of resource
model is beneficial for investigating the mediation of cross-cultural competencies
for the influence of cultural intelligence on expatriate resilience. The conservation
of resource theory emphasized that individuals try to use their resources, including
their intelligence, to regulate their behavior and achieve seminal results in
complicated social environments (Hobfoll et al., 2018). Therefore, this study
hypothesized that:
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Hypothesis 8a: Cross-cultural competence and expatriate resilience
positively mediate the influence of cultural intelligence and expatriate’s cross-

cultural performance.

4.2.7 The serial mediation of cross-cultural competence and expatriate
resilience for the influence of emotional intelligence and cross-cultural

performance

As discussed above, both scholars and practitioners considered emotional
intelligence a crucial factor that can support individuals to create and maintain
closer relationships and achieve in the social or workplace environment.
Emotional intelligence also enhanced individuals' links with their feelings to
regulate and manage activities in daily life situations. Farh et al. (2012)
demonstrated the role of emotional intelligence in improving performance through
teamwork effectiveness. Emotional intelligence can increase job satisfaction by
helping employees increase positive feelings and/or by improving job
performance (Miao et al., 2017). Gullekson and Tucker (2012) asserted that a
student’s emotional intelligence and cross-cultural competence had a positive
relationship. Recent studies showed that emotional intelligence can support
individuals to increase their cross-cultural competence in both the schoolroom and
international workplace (Guntersdorfer and Golubeva, 2018; Liao et al., 2021).
Koveshnikov and Wechtler (2014) further illustrated that when an individual has
the competence to appraise, express, and utilize their emotions, they can manage
both positive and negative feelings and action, which can influence the job
performance of expatriates. In a study with 240 expatriates in Taiwan, Liao et al.

(2021) further concluded that emotional intelligence supports the success of
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expatriates through mediating the role of cross-cultural competence in the

international workplace.

Regarding the influence of emotional intelligence on resilience, scholars
united that expatriates with a high score of emotional intelligence score can resile
effectively (Sarrionandia et al., 2018). Salovey et al. (1999, p. 161) stated that
emotional intelligence can appropriately identify and assess their emotions,
understand how and when to communicate their sentiments, and effectively
control their emotional states. Schneider, Lyons, and Khazon (2013) illustrated
that emotional intelligence enhances stress resilience. Sarrionandia et al. (2018)
argued that all dimensions of emotional intelligence accelerate individual
resilience to stress to handle difficulties and adverse situation in daily life and the
workplace. Similarly, the findings of Magnano, Craparo, and Paolillo (2016)
illustrated that there is a positive relationship between emotional intelligence and
resilience. In the research about psychological resilience, Armstrong, Galligan,
and Critchley (2011) revealed that emotional intelligence correlates directly to
individual resilience in challenging situations. Likewise, in research with a sample
of 696 undergraduate students from two universities in the United States and Spain,
Sarrionandia et al. (2018) revealed that emotional intelligence plays a crucial role
in improving student resilience which can help them to deal well with stress in the
higher education environment.

The theory behind this argument was the conservation of resource theory as
Ahmad et al. (2019) asserted that among the prevailing theories of motivation,
conservation resource theory is considered one of the seminal theories because of
its dynamic nature of resources. Although emotional intelligence was recognized

as a crucial role in the intercultural environment, the importance of the mediating
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role of cross-cultural competence and expatriate resilience for the effect of
emotional intelligence on cross-cultural performance was entirely neglected.
Assuming that cross-cultural performance was a desirable outcome in a cross-

cultural environment, this study proposed the following hypothesis:

Hypothesis 8b: Cross-cultural competence and expatriate resilience
positively mediate the influence of emotional intelligence and cross-cultural

performance.

4.2.8 The serial mediation of cross-cultural competence and expatriate
resilience for the influence of political intelligence and cross-cultural

performance

Both researchers and practitioners have been spending much attention on
the function of political intelligence in different workforces. However, few studies
existed on expatriation (Elaine et al., 2019). Political intelligence could be an
essential antecedent for the effectiveness of expatriates in the international
environment (Elaine et al., 2019). As outlined in the preceding sections, political
intelligence was critical in successful role-achievement in a complicated
organizational work environment, Additionally, previous studies demonstrated
that political intelligence also mediates the relationship between emotional
intelligence and job satisfaction (Meisler, 2014) and conflict management (Taboli
et al., 2016). By using the meta-analysis method, Chen, Jiang, and Wu (2021)
indicated that individuals who possess a high score of political intelligence will

achieve better success in their careers.

As discussed by Elaine et al. (2019), the political skills of expatriates could
manipulate through the application of the demand-ability fit (P-E fit) to the

requirement of a multi-cultural environment in Vietnam that needed to adjust in
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order to attain high performance. Elaine et al. (2019) described that while
expatriates in Vietnam may be able to apply the demand-abilities fit (P-E fit) to
the need for culturally diverse work norms that necessitated a shift to attain
productivity, politically savvy expats may be able to maneuver. They can show
their sincerity and commitment with their contribution to the local workforce and
appear sincere in order to reap the benefits of their persuasion tactics with local
staff. They also tried to hide their business effectiveness or achievement as a secret
while achieving advantage from government and local employees when doing
business in the host country, disguising their hidden motives of organizational
effectiveness. For instance, host employees would sacrifice their work in their
family to work additional time at the weekend or out working time with the belief
that employees may be willing to forego naps and work two jobs when they
believed that expatriates were trying to support and improve their success or career
by attending the class to improve their technique or skill and knowledge for their
performance improvement. Expatriates can adjust to adapt to the situation and
condition as well as achieve their controlling psychological strains. (Perrewe et al.,
2004). Chen et al. (2021) indicated that political intelligence is crucial to
facilitating individual career success and resilience in the working environment.
Thus, by accelerating political intelligence to maneuver around culturally diverse
work practices, the higher score of the politically intelligent the expatriate had, the

more resilience he/she felt in the host country.

Furthermore, the resource of conservation theory demonstrated that having
resources in cross-cultural competencies in a multi-cultural context enables
expatriates to face new challenges in developing competencies and resilience to

achieve the desirable outcome (Ng and Feldman, 2014a, b). The above discussion
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gave an ideal suggestion for our prospect that individuals could have better
resilience once their political intelligence received additional support through
cross-cultural competence in the complicated social culture environment.

Therefore, this study proposed the following hypothesis:

Hypothesis 8c: Cross-cultural competence and expatriate resilience
positively mediate the influence of political intelligence and cross-cultural

performance.

4.2.9 The moderating effect of perceived host country national’s helping

behaviors

In this study, host country nationals’ helping behavior included the helping
behaviors of host country employees who were also working in a multinational
company. There were empirical results showed that host country nationals may
support individual adjustment and other elements that can accelerate or eliminate
host country national’s willingness to help expatriate in their country (Varma et
al., 2006; Malek, Budhwar, and Reiche, 2015; Toh and DeNisi 2007; Varma et al.,
2009). Under pressure to adapt and overcome challenging situations, Bandura
(1977) asserted that an individual can learn new information and behaviors
through observing other people. Malek et al. (2015) demonstrated that expatriates
will ‘learn’ about what behavior is appropriate and acceptable through their
communication and interaction with host country nationals when putting into the
expatriate background. Under the psychological stressors and pressure in the host
country, the communication and exchange with host employees would enhance

expatriates to become more resilient (Malek et al., 2015).

Host county nationals' helping behaviors could help expatriates handle

culture shock, the requirements, and regulations of their job assignments, and
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socially integrate with the new cultural environment (Mahajan and Toh, 2014).
Significantly, the expatriates would meet many difficulties and challenges in the
beginning period of expatriation. But if expatriates could create a close
relationship with host country nationals and retain interaction with them during
expatriation, it was a significant factor in expatriate success. Therefore, helping
behavior played an essential role in improving their resilience level, which further

enhanced expatriates' cross-cultural performance in the new country.

Furthermore, based on the foundation of social exchange theory (Blau,
1964), an individual favored idea and knowledge exchange process in order to
achieve their purposes, local employees also desired to learn and explore the new
culture and knowledge from expatriates. Therefore, they also achieved benefits
when supporting and helping expatriates. Because they would get back in some
ways from expatriates when they needed expatriates’ support and help. Therefore,
host country nationals' helping behavior was considered of the crucial factors that
can enhance the relationship between expatriate resilience and cross-cultural
performance in a new cultural environment (Yamao et al., 2020). Furthermore,
previous studies asserted that there is an essential demand for future studies on the
host country nationals’ views about their company and policy that impacted the
help of host country nationals towards expatriates (Shen, Kang, and Dowling,
2018; Yamao et al., 2020). Based on the above argument, this study proposed the
following hypothesis:

Hypothesis 9: Host country national’s helping behavior moderateS
positively the relationship between expatriate resilience and cross-cultural

performance.
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4.2.10 The moderating effect of perceived organizational support

Prior studies demonstrated that when organizations provide significant
support for their employees, it could result in an aspiration to contribute to their
organization and promote the willingness to volunteer their additional actions or
behavior toward the organization that can enhance job performance (Rhoades and
Eisenberger, 2002; Witt, 1991; Zeng et al., 2020). In research about the type of
perceived organizational support, Kraimer and Wayne (2004) asserted that when
the company treasures employee’s sacrifice and contributions as well as concerns
about their well-being and socio-emotional demands, they will feel a responsibility
to pay it forward in terms of trying their best to complete the company’s goals
(Rhoades and Eisenberger, 2002).

Resilience demonstrated our competency as individuals to “bounce back”
when things did not go as we expect (Al-Omar et al., 2019). All kinds of things
can distress expatriates and beat them off balance. However, an only expatriate
who possessed a high level of resilience can restore their balance more quickly
and handle positively and healthily sudden things in their life (Tugade and
Fredrickson, 2004). In the workplace context, resilience was also shown as the
positive psychological ability to get back from pressure situations (Al-Omar et al.,
2019). Previous research found that stressful situations in the workplace, such as
a distinct culture and value in working style with subordinates or supervisors, can
lead to ineffective employee performance if the organization does not provide
assistance (Kotzé and Nel, 2013, Luthans, VVogelgesang, and Lester, 2016).

According to Abou-Moghli (2015), under the well-being working
environment of an organization, employees would put much effort to improve

their performance. Prior empirical research united that organizational support was
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correlated to job performance. With 175 samples from researched Jordanian
maritime transport enterprises, Abou-Moghli (2015) demonstrated that resilience
enhances job performance. Additionally, Manyasi, Kibas, and Chep (2011) also
indicated that the relationship between organizational support and employee
performance is significantly positive. Using a meta-analysis method, Rhoades and
Eisenberger (2002) showed that employees’ performance is significantly
improved when there is strong support from the organization. Therefore, this study
argued that organizational support can be viewed as the moderating variable for
the influence of resilience on the expatriate outcome. The behind of the above
argument was the organizational support theory which asserted that an
individual’s multi-cultural belief their employing company is concerned about,
treasures, and is undertaken to advance their career, all of those supports are
considered a crucial motivator to their well-being and success (Eisenberger et al.,

1986). Thus, this study proposed the following hypothesis:

Hypothesis 10: Organizational support moderates positively the

relationship between expatriate resilience and cross-cultural performance.
4.3 Research instruments

This study used nine research constructs and assessed the interrelationship
among these constructs. Nine research constructs were biculturalism, cultural
intelligence, emotional intelligence, political intelligence, cross-cultural
competencies, expatriate resilience, cross-cultural performance, host country

national’s helping behavior, and organizational support.

4.3.1. Biculturalism
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In this study, expatriates’ biculturalism was considered an antecedent of
multi-intelligence and defined as the perspective of bicultural individuals who
possess two cultures and identities framework. This study adopted four
questionnaire items on biculturalism from Lakshman et al. (2020). All items were
measured based on a rating scale from 1 = never, to 7 = always. Measurement

items of biculturalism were shown below:

“1. | see myself as a bicultural individual (e.g., Vietnamese-Taiwanese,

Taiwanese-American, European-American, etc).
2. | am a bicultural individual.
3. | have internalized both the cultures in which | have lived.

4. I speak fluently both the languages of my native country and that of my

current country of domicile.
5. I understand people in this culture as much as those in my home country.”
4.3.2 Cultural intelligence

This study identified cultural intelligence as an individual’s capability to
effectively manage in the international area (Earley and Ang, 2003). This study
adopted twenty questionnaire items of cultural intelligence developed by Ang et
al. (2007). The items were measured based on a seven-point Likert scale from 1 =
strongly disagree, 7 = strongly agree. Measurement items of cultural intelligence

were shown below:
“Meta-cognitive cultural intelligence

1. I am conscious of the cultural knowledge | use when interacting with

people with different cultural backgrounds.
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2. | am conscious of the cultural knowledge | apply to cross-cultural
interactions.
3. | adjust my cultural knowledge as I interact with people from a culture

that is unfamiliar to me.

4. |1 check the accuracy of my cultural knowledge as | interact with people

from different cultures.”

“Cognitive cultural intelligence

5. I know the legal and economic systems of other cultures.
6. | know the religious beliefs of other cultures.

7. 1 know the marriage systems of other cultures.

8. I know the arts and crafts of other cultures.

9. I know the rules (e.g., grammar) of other languages.

10. I know the rules for expressing non-verbal behaviors in other cultures.”
“Motivational cultural intelligence

11. I enjoy interacting with people from different cultures.
12. 1 enjoy living in cultures that are unfamiliar to me.

13. | am confident that | can socialize with locals in a culture that is

unfamiliar to me.

14. 1 am confident that | can get accustomed to the shopping conditions in

a different culture.

15. I am sure | can deal with the stresses of adjusting to a culture that is new

to me.”
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“Behavioral cultural intelligence

16. | change my verbal behavior (e.g., accent, tone) when a cross-cultural

interaction requires it.

17. 1 change my non-verbal behavior when a cross-cultural situation

requires it.

18. | use to pause and silence differently to suit different cross-cultural
situations.
19. | vary the rate of my speaking when a cross-cultural situation requires
it.
20. | alter my facial expressions when a cross-cultural interaction requires
it.”

4.3.3 Emotional intelligence

This study defined emotional intelligence as the ability to keep track of one's
own and others' feelings and emotions, distinguish between them, and utilize that
information to direct his/her thinking and actions (Salovey and Mayer, 1990, pp.
189). This study adopted sixteen questionnaire items on emotional intelligence
developed by Wong and Law (2002). The items were measured based on a seven-
point Likert scale from 1 = strongly disagree, 7 = strongly agree. The scale

included the following items:
“Self-emotion appraisal (SEA)
1. | have a good sense of why | have certain feelings most of the time.
2. | have good understanding of my own emotions.

3. I really understand what | feel.
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4. | always know whether or not | am happy.”
“Others’ emotion appraisal (OEA)
5. T always know my friends’ emotions from their behavior.
1. T'am a good observer of others’ emotions.
2. | am sensitive to the feelings and emotions of others.
3. | have good understanding of the emotions of people around me.”
“Use of emotion (UOE)
4. | always set goals for myself and then try my best to achieve them.
10. I always tell myself | am a competent person.
11. | am a self-motivated person.
12. I would always encourage myself to try my best.”
“Regulation of emotion (ROE)
13. I am able to control my temper and handle difficulties rationally.
14. | am quite capable of controlling my own emotions.
15. I can always calm down quickly when | am very angry.
16. | have good control of my own emotions.”
4.3.4 Political intelligence

This study defined political intelligence as the competence of the employees
in order to understand others in the workplace effectively as well as to use their
knowledge to make an impact on others by working ineffective approaches that

boot individual personal and/or organizational objectives or goals (Ferris et al.,
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2005). Twelve items were chosen for political intelligence adopted from Ferris et
al. (2005). For all items, the respondents were asked to indicate on a 7-point scale
ranging from strongly disagree 1, to strongly agree. The scale included the

following items:
“Networking ability
1. I spend a lot of time and effort at work networking with others.
2. | am good at building relationships with influential people at work.

3. | have developed an extensive network of colleagues and associates at

work whom | can call on for support when | need to get things done.
4. At work, | know a lot of important people and am well connected.

5. 1 am good at using my connections and networks to make things happen

at work.

6. | spend a lot of time at work developing connections with others.
Interpersonal influence

7. 1 can make most people feel comfortable and at ease around me.
8. I can communicate efficiently and effectively with others.

9. It is easy for me to develop good rapport with most people.

10. I am good at getting people to like me.”

“Social astuteness

11. 1 am particularly good at sensing the motivations and hidden agendas of

others.

12. I have good intuition or savvy about how to present myself to others.
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13. | always seem to instinctively know the right thing to say or do to

influence others.

14. 1 understand people very well.

15. I pay close attention to people’s facial expressions.”
“Apparent sincerity

16. When communicating with others, | try to be genuine in what | say and
do.

17. It is important that people believe | am sincere in what I say and do.
18. | try to show a genuine interest in other people.”
4.3.5 Cross-cultural competence

This study identified dynamic cross-cultural competence, including cultural
flexibility, tolerance for ambiguity, and non-ethnocentrism (Caligiri and Tarique,
2013). Cultural flexibility was measured using the six items adapted from Shaffer
et al. (2006). Additionally, tolerance for ambiguity was measured with four items
developed by Gupta and Govindarajan (1984). Finally, this study used the 7-item
scale by Cleveland et al. (2014) to measure non-ethnocentrism. The items were
measured based on a seven-point Likert scale ranging from 1 = strongly disagree
to 7 = strongly agree. The questionnaire items were shown below:

“Cultural flexibility

1. Most foreign countries have interesting and fun activities which are not

common in my country.
2. Learning about other cultures is interesting and fun.

3. Itis easy for me to learn to enjoy new activities.
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4. 1tis easy for me to adapt to new ways of doing things.

5. Even though a foreign country might not have things | enjoy in my
home country, it is easy for me to find new ones.
6. Because | find new activities to enjoy, being away from my home

country does not make me homesick.”
“Tolerance for ambiguity
7. The most interesting life is to live under rapidly changing conditions.

8. Adventurous and exploratory people go farther in this world than do

systematic and orderly people.

9. When planning a vacation, a person should have a schedule to follow if

he's really going to enjoy himself.

10. Doing the same thing in the same places for a long period of time makes

for a happy life.”
“Non-ethnocentrism
11. I am interested in learning more about people who live in other countries.
12. | like to learn about other ways of life.

13. 1 enjoy being with people from other countries to learn about their

unique views and approaches.
14. | enjoy exchanging ideas with people from other cultures or countries.

15. I like to observe people of other cultures, to see what | can learn from

them.

16. | find people from other cultures stimulating.
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17. Coming into contact with people of other cultures has greatly benefited

me.”
4.3.6 Expatriate resilience

This study defined expatriate resilience as a complicated phenomenon that
demonstrates an ability to satisfy individuals' extraordinary level of stressed
position (Ahmad et al., 2019). Expatriate resilience was measured using the six-
item inventory developed by Smith et al. (2008). Respondents provided answers
on a seven-point Likert scale ranging from 1 = strongly disagree to 7 = strongly

agree. The questionnaire items were demonstrated as below:
“1. I tend to bounce back quickly after hard times.
2. | have a hard time making it through stressful events.
3. It does not take me long to recover from a stressful event.
4. It is hard for me to snap back when something bad happens.
5. I usually come through difficult times with little trouble.
6. | tend to take a long time to get over set-backs in my life.”
4.3.7 Cross-cultural performance

Cross-cultural performance was described as acts and behaviors that are
under the individual's control and contribute to the organization's goals (Rotundo
and Sackett, 2002, p. 66). This study proposed that cross-cultural performance
includes three-component (1) contextual performance, (2) task performance, and
(3) adaptive performance. The task performance questionnaire with six items was
adopted from Koopmans et al. (2014). The contextual performance scale with

eight questionnaire items was adopted from Koopmans et al. (2014). The adaptive
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performance questionnaire with eight items was adopted from Koopmans et al.
(2013). All the items were measured on a 7-point Likert scale (1= strongly disagree;

7= strongly agree). The scale included the following items:
“Task performance
1. 1 managed to plan my work so that it was done on time.
2. My planning was optimal.
3. | kept in mind the results that | had to achieve in my work.
4. | was able to separate main issues from side issues at work.
5. I was able to perform my work well with minimal time and effort.
6. Collaboration with others was very productive.”
“Context performance
7. 1 took on extra responsibilities.
8. | started new tasks myself when my old ones were finished.
9. I took on challenging work tasks, when available.
10. I kept looking for new challenges in my job.
11. I actively participated in work meetings.”
“Adaptive performance
12. 1 work at keeping my job knowledge up to date.
13. I worked at keeping my job skills up to date.
14. 1 have demonstrated flexibility.

15. I was able to cope well with difficult situations and setbacks at work.
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16. | recovered fast, after difficult situations or setbacks at work.
17. | came up with creative solutions to new problems.

18. I was able to cope well with uncertain and unpredictable situations at

work.
19. | easily adjusted to changes in my work.”
4.3.8 Perceived host country nationals’ helping behavior

Previous studies stated that host country nationals had played a crucial role
in improving expatriates' success by offering consistent assistance regarding job
assignment and social behaviors assistance in the host country. This study adopted
five items from the organizational citizenship behavior scale for host national
helping’s behavior from Podsakoff et al. (1990) to measure host country nationals’
helping behavior directed specifically at expatriates. All items were measured on
a 7-point Likert scale ranging from 1 = strongly disagree to 7 = strongly agree.

The questionnaire items were shown below:
“1. Host country colleagues help me when | am absent.
2. Host country colleagues orient me even though it is not required.
3. Host country colleagues help me when my workload increases.

4. Host country colleagues teach me how to avoid any problems I may

encounter while doing their work.
5. Host country colleagues help me when I have a heavy workload.”
4.3.9 Organizational support
This study defined perceived organizational support as a resource in a

company, which can help individuals regulate a sequence of effective states with

91



colleagues' and supervisors’ support and understanding and confirmation of their
competencies (Wen et al., 2019). Seven items were used by Liden and Maslyn
(1998). All items were measured on a 7-point Likert scale ranging from 1 =

strongly disagree to 7 = strongly agree. The scale included the following items:
“1. The organization values my contribution to its well-being.
2. The organization appreciates any extra effort from me.
3. The organization cares about any complaints from me.
4. The organization really cares about my well-being.
5. If 1 did the best job possible, the organization would notice.
6. The organization cares about my general satisfaction at work.
7. The organization takes pride in my accomplishments at work.”
4.4 Questionnaire design

The author blueprinted the first version of the questionnaire based on the
literature review. The questionnaire items of research constructs were discussed
with five experts including three professors in the field of human resource
management and two expatriates to make sure that the questionnaire items were
clear and understandable, and suitable for the cross-cultural working environment
context. The questionnaire items were modified and adjusted based on the
comments and suggestions of experts. The questionnaire of this research included
nine research constructs: biculturalism, cultural intelligence, emotional
intelligence, political intelligence, cross-cultural competence, expatriate resilience,
cross-cultural performance, host country nationals’ helping behavior, and

organizational support.

92



Expatriates were asked to show their opinions regarding biculturalism,
cultural intelligence, emotional intelligence, political intelligence, cross-cultural
competence, expatriate resilience, and cross-cultural performance. In the
invitation letter that was sent to expatriates, | also committed that their answers
were only used for research, and all personal information of expatriates was
protected seriously. Expatriates were expected to spend about 40 minutes

answering my questionnaire.
4.5 Sampling plan

The population of this study was expatriates who have at least three-year
working experience and are currently working overseas. A survey questionnaire
was conducted online through social media and Mturk of Amazon (a platform that
supports research to collect data). The author only invited and accepted the
responsibility of the expatriates. The author visited the Facebook group of the
expatriate community in Taiwan, North America, the European Union, the United
Kingdom, and so on so forth to invite members of these groups to answer the
questionnaire survey of this study. Around four months from the beginning of
September to the end of December 2021, 327 responses were returned. After
eliminating 13 invalid samples because of invalid information and their
international working experiences of less than three years, there were 314 valid

samples that were used for further analysis.
4.6 Data analysis procedures

To examine the hypotheses, this study used SPSS 22, Smart PLS, and
Process Macro statistical software to analyze 314 data samples. This study applied

the data analysis methods including descriptive statistics analysis, reliability and
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validity measures, discriminant, validity, PLS - structural equation modeling, and

serial mediation effects.

4.6.1 Descriptive statics analysis

In order to demonstrate the characteristics of research variables, descriptive
statics analysis was applied to show the mean, frequency, and standard deviation

of each research variable.
4.6.2 Reliability and validity measures

In order to confirm the reliability and reliability of the research, factor
loading, Eigenvalue, accumulated explained variance, item-to-total correlation,

and coefficient alpha was implemented in this study.

The factor analysis result was used to illustrate the factor of research
variables and to choose questionnaire items with valid loading results. According
to Hair et al. (2017), factor analysis can be used for both summary and data
reduction and confirmatory as objective. Hair et al. (2017) further suggested that

all factor loading higher than 0.6 is chosen for further analysis.

The item-to-total correlation was applied to indicate the correlation of each
item and the reliability of the research variables. According to Hair et al. (2017),

all item-to-total correlations smaller than 0.5 should be deleted.

Eigenvalue was verified as the number of values obtained from the primary
factor analysis. According to Hair et al. (2017), the Eigenvalue should be higher
than 1.0.

The internal consistency of dimensions is examined by Cronbach’s alpha

(o). Hair et al. (2017) demonstrated that Cronbach’s alpha (a) should be higher
than 0.7 to guarantee the high reliability of research variables.
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4.6.3 Partial least square structural equation modeling

According to Hair et al. (2017), partial least square structural equation
modeling (PLS-SEM) was considered one of the most attractive research
techniques for researchers in multi-field such as human resource management
(Liao et al., 2021), tourism (Yang et al., 2018), and other fields. PLS-SEM can
handle with complicated research model with many constructs, indicators, and
structural paths (Giang et al.,, 2021). Thus, the PLS-SEM path modeling
algorithm was used in this study for both the measurement model and structural
model. PLS was less restrictive judging by its typical distribution assumption,
sample size restriction, and multicollinearity situation than other options
(Anderson and Swaminathan, 2011). According to Hair et al. (2017), PLS was

particularly more appropriate in the following conditions:

1. If the study's purpose is to forecast key-driven components or structures;
2. When the structural model is really complicated (with a large number of
constructs and indicators);

3. When the sample size is relatively small,

4. When the collected data are to some extent non-normal,

5. When the latent variable score will be applied in the subsequent analysis;
Based on the above condition, the author chose PLS-SEM as the main

method to test the direct effect and mediating effect in this study.
4.6.4 The evaluation of the measurement model

The evaluation of the measurement model or outer model was the first step
in the PLS-SEM analysis in this study. The correlation between measurable and
latent variables was found using the measurement model (Hair et al., 2010).

Validity and reliability were the two critical criteria for evaluating the
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measurement model (Ramayah, Lee, and In, 2011). Cronbach alpha and composite
reliability (CR) were the two most widely used build reliability measures. When
the Cronbach's alpha value was 0.7 or greater, a construct's internal reliability was
said to be reached (Pallant, 2001). The goal of composite reliability analysis was
to assess dependability, and Henseler and Sarstedt (2013) stated that a score of 0.6
to 0.7 showed construct reliability.

The construct validity of a measure was determined by how well the
findings produced from its use matched the test's theories (Sekaran and Bougie,
2010). According to Sekaran and Bougie (2010), two types of tests were used to
assess validity: convergent validity and discriminant validity. According to Hair
et al. (2013), the average variance extracted (AVE) was evaluated when testing
the convergent validity of a measure in PLS-SEM. When AVE was equal to or
greater than 0.50, the construct indicated more than half of the variance in its
indicators on average. On the other hand, if the value was less than 0.5, more errors

in the items remained than the average variance explained by the constructs.

Additionally, discriminant validity was applied to verify the difference
among research constructs. The results can also demonstrate the difference
between the similarity research variables (Voorhees et al., 2015; Giang et al.,
2021). Additionally, the square root of AVE was applied to verify the discriminant
validity (Fornell and Larcker, 1981). Hair et al. (2017) indicated that the square
root of AVE of the research construct should be higher than the value of the
correlation with other latent constructs. Aside from the Fornel-Larcker criterion,
the author chose the HTMT (Heterotrait-Monotrait Ratio of Correlation) criterion

to confirm the discriminant validity (Ringle and Sarstedt, 2015). If the value of
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HTMT was lower than 0.9, then the discriminant validity between two reflective

variables was confirmed (Teo et al., 2008).
4.6.5 The evaluation of the structural model

The structural model depicted correlational or causal links between latent
variables in a theoretical model. Hair, Hult, Ringle, and Sarstedt (2016) identified
four primary variables for evaluating a structural model: (1) Irregularity issue; (2)
The coefficient of the path; (3) R-square (R?); 4) The effect size (f?).
Multicollinearity occurred when the Variance Inflation Factor (VIF) coefficient
was more than 5.0. Because VIF was the inverse of the tolerance coefficient, there
was no multicollinearity problem when tolerance was smaller than 0.2. (Hair et al.,
2016). The bootstrapping technique was the most appropriate mechanism for
analyzing the relevance of path coefficients in PLS-SEM analysis (Chin, 2010).
T-statistics were employed to calculate the path coefficients, and a one-tailed or
two-tailed distribution was utilized to determine the significance level of the t-
value (Cho and Abe, 2013). R?relates to how much of each endogenous construct's
variance can be explained. According to Hair et al. (2013), R? values larger than
0.67 were classified as vital, 0.33 as moderate, and 0.19 as weak. Researchers were
able to measure the level of influence of exogenous constructs on endogenous
constructs using the impact size f2 measurement. If the numbers were 0.02, 0.15,

and 0.35, then f2 was small, medium, and large, respectively (Hair et al., 2016).
4.6.6 The evaluation of mediation effect

This study applied Smart PLS bootstrapping to generate hypothesis
predictions on the role of cultural intelligence, emotional intelligence, and political
intelligence in mediation. According to Zhao, Lynch, and Chen (2010), the direct
effect of the independent variable on the mediator (path 1), the mediator on the
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dependent variable (path 2), and the independent variable on the dependent
variable (path 3) had to be tested in order to analyze the role of mediator in the

relationship between an independent variable and a dependent variable.

According to Zhao et al. (2010) and Hair et al. (2017), if path 1, path 2, and
path 3 were all insignificant, there is no mediation effect. However, if path 1, path2,
and path 3 were significant, there was a partial mediation; if path 1, path 2, and
path 3 were substantial, there was complete mediation. The PLS-SEM technique
and the bootstrap can calculate the direct, indirect, and total indirect effects of the
mediation study using Smart PLS 3.0 (Hair et al., 2017). Zhao et al. (2010) and

Hair et al. (2017) developed the following mediation analysis model in Figure 4.2:

Arepl, p2
significant?

Isp3
significant?

Isp3
significant?

Yes No Yes No

v y y Y

Partial Mediation Full Mediation Durect effect only No any effect

Figure 4.2 Mediation analysis procedure

Note: p - path; Source: (Hair et al., 2021; Zhao et al., 2010)
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4.6.7 PROCESS

Hayes (2013) firstly introduced the PROCESS macro, which was
considered a computational tool for SPSS and SAS systems that the mediation
moderation process analysis can implement more quickly than the SEM program
(Hayes, Montoya, and Rockwood, 2017). Beyond research models that consisted
of only a moderation factor, all PROCESS assessment models involved at least
two regression equations. PROCESS applied ordinary least squares regression to
verify the parameters of each of the equations. According to Hayes et al. (2017),
the PROCESS macro of Hayes (2013) received much attention in business and
marketing and other areas, as its publications appeared in many academic journals,

conferences, and research.

According to previous studies, there were various advantages when using
the PROCESS program to the SEM program such as (1) PROCESS automatically
generated more statistics and explanations; (2) PROCESS generated results by
simply drawing a path diagram; (3) PROCESS was able to predict the parameters
of each equation independently and separately; (4) PROCESS was applicable for
small sample sizes; (5) PROCESS required fewer assumptions; (6) PROCESS was
considered as an easy to use than the SEM program (Hayes, 2013; Hayes et al.,
2017; Giang, 2021).
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Figure 4.3 The serial mediation model

Source: (Hayes, 2009)

This study used PROCESS to calculate the serial mediation model as shown
in Figure 4.3. Accordingly, X was the independent variable, Y was the dependent
variable, and M and W were the two mediators. According to Hayes (2009), the
total effect of X on Y, denoted as c in Figure 4.3, can be illustrated in a variety of
ways, including in standardized or unstandardized form, or as a path coefficient
from a maximum likelihood-based method. This total effect was defined as the
expected result by which two cases that differed by one unit on X were expected
to differ on Y, which can be caused by a variety of forces both direct and indirect.
The total effect of X on Y can similarly be partitioned into direct and indirect
components. According to Hayes et al. (2017), the serial mediation was calculated
through four steps including (step 1) examining the indirect effect of X on Y
through M (al, bl); (step 2) examining the indirect effect of X on Y through W

100



(a2, b2); (step 3) examining the direct effect of X on Y (¢); (step 4) examining the
indirect effect of X on Y through X and W in a serial (al, a3, b2).

As shown in Figure 4.4, a simple moderation model was illustrated with X
exerting a causal influence on Y, as shown by the unidirectional arrow pointing
from X to Y; however, this effect was suggested to be moderated by M, as
indicated by the arrow pointing from M to the arrow pointing from X to Y. The
moderating impact was computed in Hayes Mediation Model 1 (Hayes, 2013) by
looking at the direct influence of X on Y, the direct effect of M on Y, and the
interaction of X and M on Y. Normally, this interaction was investigated by
estimating the conditional effect of X for various values of M, such as "low"
(standard deviation below the mean), "moderate™ (the mean), and "high™ (standard
deviation above the mean) (Giang, 2021). When studying interactions in a linear
model in the behavioral sciences, this strategy has shown to be highly popular
(Bauer and Curran, 2005).

Conceptual diagram Statistical diagram
b’)
M : > Y

o
X » Y XM

Figure 4.4 The moderation model

Source: (Hayes, 2013)
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CHAPTER FIVE
EMPIRICAL RESULTS AND DISCUSSIONS

This chapter showed the first part of the empirical results regarding the
questionnaire survey. Specifically, demographic of respondents, descriptive
analysis of measurement items, reliability tests for measurement scales including
component factor analysis, items-to-total correlations, Cronbach’s alpha, and the

empirical tests of research hypotheses were demonstrated.
5.1 Questionnaire survey result
5.1.1 Characteristics of respondents

Table 5-1 demonstrated the characteristics of respondents in terms of gender,
age, education, overseas working experience, a whole year of working abroad, job
position, and current working country. Specifically, most of the respondents were
male (64.2%). Respondents aged 31-35 years made up a mainstream (83.3%), and
most of the expatriates’ educational backgrounds possess bachelor’s degrees and
master’s degrees with a percentage of 49.4% and 45.9%, respectively.
Approximately half of the respondents had 3-5 years of overseas working
experience (45.2%), followed by 5-10 years (39.5%), 10-15 years (10.8%), and
more than 15 years (4.5%). Regarding job positions, it was indicated that more
than 40 percent of the respondents are senior staff, approximately 30 percent and
9.2 percents are managers and senior managers, respectively, and 20.1 percent of
the respondents are supervisors. Moreover, most expatriates were working in
North America with 68.2 percent, followed by Taiwan with 24.5 percent, and

European Union with 7.3 percent.
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Table 5.1 Demographic and descriptive information of sample

_ ) Frequency
Demographic variables Percent
(n=314)
Male 194 61.8
Gender
Female 120 38.2
Less than 30 94 29.9
31-35 111 35.4
Age
36-40 54 17.2
41- 50 39 12.4
Higher than 50 16 5.1
Bachelor degree 155 494
Education Master degree 144 45.9
Doctor degree 15 4.8
3 -5years 142 45.2
5-10 years 124 39.5
Total year of overseas
_ ] 10-15 years 34 10.8
working experience
More than 15
14 4.5
years
Senior staff 136 43.3
Supervisor 63 20.1
Job position
Manager 86 27.4
Senior manager 29 9.2
_ _ Taiwan 77 24.5
Working countries
North America 214 68.2
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_ _ Frequency
Demographic variables Percent
(n=314)
European Union 23 7.3

Source: This study

5.1.2 Measurement results for research variables

In order to understand the characteristics of each variable, descriptive
statistical analysis was applied to demonstrate the mean, and standard deviation of
each research variable (Li, 2007). The below tables demonstrated descriptive
statistics by questionnaire items for research constructs. These were five
questionnaire items for biculturalism, 20 questionnaire items for cultural
intelligence, 16 questionnaire items for emotional intelligence, 18 questionnaire
items for political intelligence, 17 questionnaire items for cross-cultural
competence, 6 questionnaire items for expatriate resilience, 19 items for cross-
cultural performance, 5 questionnaire items of perceived host country nationals’

helping behavior, and 7 questionnaire items of perceived organizational support.

Mainly, Table 5.2 indicated that the respondents showed very high
agreement on the bicultural identity with the highest case which was illustrated on
item BIC3 (5.39). The lowest case was in the fluently speaking in both the
languages of their native country and that of my host country which was illustrated
on item BIC4 (5.12). When expatriates had been working for a few years in the
host country, they internalized both the cultures where they lived. Additionally, an
average of expatriates slightly agreed that they can speak fluently the language of

their current country of work.
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Table 5.2 Descriptive analysis for biculturalism

Items Description Mean Std. Dev

BIC1 | | see myself as a bicultural individual (e.g.,
Vietnamese-Taiwanese, Vietnamese- .17 1.74
American, Taiwanese-American, etc.)

BIC2 | I am a bicultural individual. 5.17 1.63

BIC3 | I have internalized both the cultures in which | 5.39 1.58
have lived.

BIC4 |1 speak fluently both the languages of my
native country and that of my current country | .12 1.78
of domicile.

BIC5 | I understand people in this culture as much as 5.35 1.43

those in my home country.

Source: This study

For descriptive analysis of cultural intelligence, Table 5-3 showed that the
respondents showed the highest agreement of enjoying interacting with people
from different cultures which was illustrated on item CIN11 (5.83). The lowest
extent of agreement of knowing other languages' rules (e.g., grammar), which was
illustrated in item CIN9 (5.12). Generally, it indicates that expatriates always like
interacting with people from different countries. Additionally, an average of them

slightly agreed that they do know well the rules of other languages.
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Table 5.3 Descriptive analysis for cultural intelligence

Items | Description Mean Std. Dev

Meta-cognitive cultural intelligence

CIN1 | Iam conscious of the cultural knowledge I use
when interacting with people with different 5.68 1.161
cultural backgrounds.

CIN2 | I am conscious of the cultural knowledge I 5.62 1.145
apply to cross-cultural interactions.

CIN3 |1 adjust my cultural knowledge as | interact

with people from a culture that is unfamiliar to 5.63 1.190
me.

CIN4 | I check the accuracy of my cultural knowledge
as | interact with people from different| 9:65 1.127
cultures.

Cognitive, cultural intelligence

CIN5 | I know the legal and economic systems of 527 1.361
other cultures.

CING6 | I know the religious beliefs of other cultures. 5.37 1.266

CIN7 | I know the marriage systems of other cultures. 531 1.420

CIN8 | I know the arts and crafts of other cultures. 5.14 1.390

CIN9 || know the rules (e.g., grammar) of other 512 1.534
languages.

CIN10 | I know the rules for expressing non-verbal 5.27 1.361
behaviors in other cultures.
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Items | Description Mean Std. Dev

Motivational cultural intelligence

CIN11 | I enjoy interacting with people from different 5.83 1.168
cultures.

CIN12 | I enjoy living in cultures that are unfamiliar to 5.41 1.338
me.

CIN13 | I am confident that I can socialize with locals 553 1.254

in a culture that is unfamiliar to me.

CIN14 | | am confident that | can get accustomed to the 557 1.181
shopping conditions in a different culture.

CIN15 |1 am sure | can deal with the stresses of 557 1.170
adjusting to a culture that is new to me.

Behavioral cultural intelligence

CIN16 | I change my verbal behavior (e.g., accent,

tone) when a cross-cultural interaction 5.55 1.241
requires it.
CIN17 | I change my non-verbal behavior when a 558 1.221

cross-cultural situation requires it.

CIN18 | I used to pause and silence differently to suit 5.40 1.211
different cross-cultural situations.

CIN19 | I vary the rate of my speaking when a cross- 5.53 1.150
cultural situation requires it.

CIN20 | I alter my facial expressions when a cross- 5.40 1.263
cultural interaction requires it

Source: This study

107



As shown in Table 5.4, the descriptive analysis result for emotional
intelligence indicated that the respondents with the most significant agreement of
encouraging themselves to try their best which was illustrated on item EIN12
(5.71). The lowest extent of agreement of calming down quickly, which was
illustrated on item EIN15 (5.39). It showed that expatriates always encourage
themself to try their best while an average of them calm down quickly when they

are angry.

Table 5.4 Descriptive analysis for emotional intelligence

Items Description Mean Std. Dev

Self-emotion appraisal (SEA)

EIN1 | When | am very down, | will try to do 5.65 1.136
something to make myself feel better.

EIN2 |1 have good understanding of my own 5.69 1.179
emotions.

EIN3 | I really understand what | feel. 5.69 1.173

EIN4 | I always know whether or not I am happy. 571 1.181

Others’ emotion appraisal (OEA)

EIN5 |I always know my friends’ emotions from 5.46 1.220
their behavior.

EIN6 | I am a reasonable observer of others’ 5.62 1.161
emotions.

EIN7 |1 am sensitive to the feelings and emotions of 5.64 1.223
others.
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Items Description Mean Std. Dev

EIN8 |1 have a good understanding of the emotions 5.59 1.145
of people around me.

Use of emotion (UOE)

EIN9 | I always set goals for myself and try my best 5.69 1.178
to achieve them.

EIN10 | I always tell myself | am a competent person. 5.69 1.184

EIN11 | | am a self-motivated person. 5.76 1.151

EIN12 | | would always encourage myself to try my 5.87 1.091
best.

Regulation of emotion (ROE)

EIN13 | I can control my temper and handle difficulties 556 1.179
rationally.

EIN14 | ! am quite capable of controlling my own 5 59 1.261
emotions.

EIN15 | ! can always calm down quickly when | am 539 1.294
furious.

EIN1G | ! haye reasonable control of my own 554 1.207
emotions.

Source: This study

As shown in Table 5.5, the descriptive analysis result for political
intelligence indicated that the respondents with the most significant agreement on
communicating with others which were illustrated on item PIN8 (5.82). The

lowest extents of agreement of developing an extensive network of colleagues and
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associates at work, knowing many vital people, and being well connected, which
were illustrated on items PIN2 and PIN 4 (5.34).

Table 5.5 Descriptive analysis for political intelligence

Items Description Mean Std. Dev

Networking ability

PIN1 |1 spend a lot of time and effort at work 5.39 1.257
networking with others.

PIN2 |1 am good at building relationships with 5.34 1.324
influential people at work.

PIN3 |l have developed an extensive network of

colleagues and associates at work whom | can 538 1.241
call on for support when | need to get things
done.

pINa | At work, | know many influential people and 534 1.326

am well connected.

PINS | I am good at using my connections and 5.36 1.383
networks to make things happen at work.

PIN6 |1 spend much time at work developing 5.36 1.316
connections with others.

Interpersonal influence

PIN7 | I can make most people feel comfortable and 5.82 1.086
at ease around me.

PIN8 || can communicate efficiently and effectively 5.85 1.177
with others.

PIN9 | It is easy for me to develop good rapport with 5.73 1.194
most people.
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Items Description Mean Std. Dev

PIN10 | I am good at getting people to like me. 5.43 1.206

Social astuteness

EIN11 | I have a good intuition or savvy about how to 558 1.157
present myself to others.

PIN12 | I am particularly good at sensing the 5.45 1.183
motivations and hidden agendas of others.

PIN13 | I always seem to instinctively know the right 5.62 1.230
thing to say or do to influence others.

PIN14 | | understand people very well. 5.46 1.264

PIN15 | I pay close attention to people’s facial 558 1.181

expressions.

Apparent sincerity

PIN16 | When communicating with others, | try to be 5.72 1.028
genuine in what | say and do.

PIN17 | Itis important that people believe | am sincere 564 1.131
in what I say and do.

PIN18 | I try to show a genuine interest in other people 5.59 1.193

Source: This study

As demonstrated in Table 5.6, the descriptive analysis result for cross-
cultural competence showed that the respondents with the greatest extent of
agreement were illustrated on item CCC15 (5.82). The lowest extent of the item

was illustrated on CCC10 (5.06). It demonstrated that expatriates always observe
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people of different cultures and see what they can learn from them while an

average of them slightly agreed that they often do a similar thing in the same places.

Table 5.6 Descriptive analysis for cross-cultural competence

Items Description Mean Std. Dev

Cultural flexibility

CCC1 | Most foreign countries have exciting and fun

activities which are not common in my| 949 1.316
country.

CCC2 | Learning about other cultures is exciting and 579 1.152
fun.

CCC3 | It is easy for me to learn to enjoy new 5.74 1.195
activities.

CCC4 | Itis easy for me to adapt to new ways of doing 5.57 1.189
things.

Even though a foreign country might not
CCC5
have things I enjoy in my home country, it is 5.62 1.197
easy for me to find new ones.

Because | find new activities to enjoy, being
CCC6
away from my home country does not make 5.49 1.319
me homesick.

Tolerance for ambiguity

CCC7 | The most exciting life is to live under rapidly 5.34 1.272
changing conditions.

CCC8 | Adventurous and exploratory people go
farther in this world than do systematic and 5.39 1.272
orderly people.
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Items Description Mean Std. Dev

CCC9 | When planning a vacation, a person should

have a schedule to follow if he will enjoy | 9-38 1.384
himself.
CCC10 | Doing the same thing in the same places for 506 1.586

an extended time makes for a happy life.

Non-ethnocentrism

CCC11 | I am interested in learning more about people 5.70 1.155
who live in other countries.

CCC12 | I like to learn about other ways of life. 5.77 1.113

CCC13 |1 enjoy being with people from other
countries to learn about their unique views | 979 1.152
and approaches.

CCC14 | | enjoy exchanging ideas with people from 5.73 1.180
other cultures or countries.

CCC15 | I like to observe people of other cultures see 5.82 1.088
what I can learn from them.

CCC16 | I find people from other cultures stimulating. 5.68 1.178

CCC17 | Coming into contact with people of other 5.80 1.093

cultures has greatly benefited me.

Source: This study

As demonstrated in Table 5.7, the descriptive analysis result for expatriate
resilience showed that the respondents with the greatest extent of the agreement
were illustrated on item RSL1 (5.66). The lowest extent of the agreement was

shown on item RSL1 (5.41). Generally, most expatriates have exciting and fun
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activities which are not common in their country while an average of them slightly

agreed that it is easy for them to adapt to new ways of doing things.

Table 5.7 Descriptive analysis for expatriate resilience

Items Description Mean Std. Dev

RSL1 | Most foreign countries have exciting and fun

activities which are not common in my| ©-66 0.944
country.

RSL2 | Learning about other cultures is exciting and 547 0.737
fun.

RSL3 | It is easy for me to learn to enjoy new 5.54 0.932
activities.

RSL4 | Itis easy for me to adapt to new ways of doing 541 0.897
things.

Even though a foreign country might not
RILS | ave things | enjoy in my home country, it is 5.46 0.929
easy for me to find new ones.
RsLg | Because I find new activities to enjoy, being
away from my home country does not make 5.44 0.932
me homesick.

Source: This study

As demonstrated in Table 5.8, the descriptive analysis result of cross-
cultural performance showed that the respondents with the highest extent of the
agreement were illustrated on item CCP13 (5.79). The lowest extent of the
agreement was illustrated on item CCP5 (5.44). Generally, expatriates always
remain job skills up-to-date while an average of them slightly agreed that they can

perform effectively the work with minimal time and effort.
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Table 5.8 Descriptive analysis for cross-cultural performance

Items Description Mean Std. Dev

Task performance

CCP1 | I managed to plan my work so that it was done 5.68 1.113
on time.

CCP2 | My planning was optimal. 5.45 1.240

CCP3 | I kept in mind the results that | had to achieve 5.70 1.130
in my work.

CCP4 | I was able to separate main issues from side 5.56 1.138
issues at work.

CCP5 | I was able to perform my work well with 5.44 1.232
minimal time and effort.

CCP6 | Collaboration with others was very 557 1.190
productive.

Context performance

CCP7 | I took on extra responsibilities. 5.55 1.196

CCP8 | | started new tasks myself when my old ones 561 1.198
were finished.

CCP9 |1 took on challenging work tasks when 5.56 1.174
available.

CCP10 | I kept looking for new challenges in my job. 5.58 1.218

CCP11 | I actively participated in work meetings. 5.62 1.222

Adaptive performance
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Items Description Mean Std. Dev

CCP12 | | work at keeping my job knowledge up to 5.69 1.132
date.

CCP13 | I worked at keeping my job skills up-to-date. 5.79 1.112

CCP14 | I have demonstrated flexibility. 5.70 1.149

CCP15 |1 was able to cope well with difficult 5.65 1.121
situations and setbacks at work.

CCP16 | | recovered fast after difficult situations or 5.48 1.231
setbacks at work.

CCP17 | I came up with creative solutions to new 555 1.161
problems.

CCP18 | | was able to cope well with uncertain and 5.62 1.183

unpredictable situations at work.

CCP19 | I quickly adjusted to changes in my work. 5.64 1.162

Source: This study

As demonstrated in Table 5-9, the descriptive analysis result for the host
country national’s helping behavior showed that the respondents with the greatest
extent of agreement on item HCN1 (5.40). The lowest extent of the agreement was
on items HCN3 and HCN5 (5.28). These results illustrated that an average of host
country nationals always help expatriates when he/she is absent while an average
of them slightly agreed that host country nationals help expatriates when their

workload increases and help expatriates who have a heavy workload.
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Table 5.9 Descriptive analysis for host country national’s helping behavior

Items Description Mean Std. Dev

HCNI1 | Host country colleagues help me when I am 540 1.193
absent.

HCN2 | Host country colleagues orient me even 5138 1.167

though it is not required.

HCN3 | Host country colleagues help me when my 5928 1.319
workload increases.

HCN4 | Host country colleagues teach me how to
avoid any problems I may encounter while 5.38 1.228
doing their work.

HCNS | Host country colleagues help me when I have 598 1.290
a heavy workload.

Source: This study

As demonstrated in Table 5.10, the descriptive analysis result for host
organizational support illustrated that the respondents with the most significant
agreement on item OS7 (5.51). The lowest extent of agreement on items OS3 and
0S4 (5.29). Generally, most expatriates take pride in their accomplishments at
work while an average of them slightly agree that their organization cares about

any complaint and cares about well-being.

Table 5.10 Descriptive analysis for organizational support

Items Description Mean Std. Dev

OS1 | The organization values my contribution to its 546 1.212
well-being.
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Items Description Mean Std. Dev

OS2 | The organization appreciates any extra effort 5.39 1.208
from me.

OS3 | The organization cares about any complaints 5.29 1.343
from me.

OS4 | The organization cares about my well-being. 5.29 1.340

OS5 | If I did the best job possible, the organization 5.43 1.216
would notice.

OS6 | The organization cares about my general 5.44 1.255
satisfaction at work.

OS7 | The organization takes pride in my 551 1.270
accomplishments at work.

Source: This study

5.2 Exploratory factor analysis

In order to confirm the dimensionality and reliability of research constructs,
purification procedures consisting of factor analysis, correlation analysis, and
Cronbach’s alpha analysis were demonstrated in this study. Factor analysis
investigated the basic structure of the data. Correlation analysis assessed the level
of multicollinearity among research items for each factor. Coefficient (Cronbach’s)
alpha measured the internal consistency of each identified factor. This study also
applied factor analysis to show the construct's dimensionality, choose
questionnaire items with high factor loadings, and compare these items with items

suggested theoretically for all research constructs. Additionally, item to total
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correlation, coefficient alpha, and correlation matrix was examined to show the

internal consistency and reliability of the construct.

According to Hair et al. (2017), the principal component factor analysis and
varimax rotated method to extract the relevant factors of which eigenvalue was
higher than 1. Additionally, the values of the factor of each variable loading should
be higher than 0.6. Furthermore, the communality of each factor needed to be
higher than 0.5. Moreover, in the reliability analysis, the item-to-total correlation
should be higher than 0.5. Cronbach’s coefficient alpha (a) should be greater than
0.7. The factor analysis and reliability test results for each research variable were
demonstrated from Table 5.11 to Table 4.20.

5.2.1 Biculturalism

Table 5.11 illustrated the results of factor loadings for the measurements of
biculturalism, with the highest factor loading on BIC1 (0.869) and the lowest was
BIC4 (0.762). Additionally, it was indicated that the construct has a high
coefficient of item-to-total correlation from 0.637 to 0.776, which proposed a high
level of internal consistency for each factor. The eigenvalue for biculturalism was
3.438 and the variances explained by the biculturalism construct was 68.758%.
Furthermore, the high coefficient of Cronbach’s a on biculturalism (0.884) further

confirms the reliability of the measurement items.

Table 5.11 The results of factor analysis and reliability test for biculturalism
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) Cumulative Item-to-
_ Factor Eigen ] Cronbach’s
Research items _ explained total
loading value ) ) alpha (o)
variance correlation

Biculturalism 3.438 68.758 0.884
BIC1 0.869 0.776
BIC2 0.850 0.750
BIC3 0.856 0.759
BIC4 0.762 0.637
BIC5 0.804 0.697

5.2.2 Cultural intelligence

Source: This study

Table 5.12 illustrated the factor analysis and reliability tests for cultural

intelligence with four dimensions. For the meta-cognitive cultural intelligence, the

factor loadings for the measurements with the highest factor loading on CIN1
(0.843) and the lowest was CIN4 (0.786). Additionally, the result indicated that

the factor tended to have a high coefficient of item-to-total correlation from 0.619

to 0.698, which proposed a high degree of internal consistency for each dimension.

The eigenvalue for the meta-cognition factor was 2.641 and the variances

explained by the meta-cognition factor were 66.021%. In addition, the high

coefficient of Cronbach’s a on meta-cognition (0.828) further confirmed the

reliability of the measurement items.
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For the cognitive cultural intelligence, the factor loadings for the
measurements with the highest factor loading on CIN5 (0.824) and the lowest was
CIN10 (0.758). Additionally, the result indicated that the factor tends to have a
high coefficient of item-to-total correlation from 0.647 to 0.729, which proposed
a high degree of internal consistency for each dimension. The eigenvalue for
cognition was 3.758 and the variances explained by the meta-cognition factor was
62.639%. In addition, the high coefficient of Cronbach’s a on cognition factor

(0.880) further confirmed the reliability of the measurement items.

For the motivational cultural intelligence, the factor loadings for the
measurements with the highest factor loading on CIN11 (0.820) and the lowest
was CIN15 (0.749). Additionally, the result indicated that the factor tended to have
a high coefficient of item-to-total correlation from 0.598 to 0.693, which proposed
a high degree of internal consistency for each dimension. The eigenvalue for
cognition was 3.040 and the variances explained by the motivation factor was
60.802%. In addition, the high coefficient of Cronbach’s o on the motivation factor

(0.837) further confirmed the reliability of the measurement items.

For the behavioral cultural intelligence, the factor loadings for the
measurements with the highest factor loading on CIN16 (0.859) and the lowest
was CIN20 (0.813). Additionally, the result indicated that the factor tends to have
a high coefficient of item-to-total correlation from 0.703 to 0.765, which proposed
a high degree of internal consistency for each dimension. The eigenvalue for
behavior was 3.431 and the variances explained by the motivation factor were
68.618%. In addition, the high coefficient of Cronbach’s a on behavior factor

(0.886) further confirmed the reliability of the measurement items.
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Table 5.12 The results of factor analysis and reliability test for cultural

intelligence
) Cumulative Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance correlation

Meta-cognitive 2.641 66.021 0.828
cultural intelligence
CIN1 0.843 0.698
CIN2 0.824 0.669
CIN3 0.796 0.632
CIN4 0.786 0.619
Cognitive cultural 3.758 62.639 0.880
intelligence ' ' '
CIN5 0.824 0.649
CING 0.812 0.647
CIN7 0.804 0.715
CINS 0.788 0.729
CIN9 0.760 0.685
CIN10 0.758 0.707
!\/Ioti\_/ational cultural 3.040 60.802 0.837
intelligence
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) Cumulative Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance correlation

CIN11 0.820 0.598
CIN12 0.793 0.606
CIN13 0.784 0.649
CIN14 0.751 0.693
CIN15 0.749 0.655
Behavioral cultural 3.431 68.618 0.886
intelligence
CIN16 0.814 0.705
CIN17 0.859 0.765
CIN18 0.834 0.730
CIN19 0.813 0.703
CIN20 0.822 0.714

5.2.3 Emotional intelligence

Source: This study

Table 5.13 illustrated the factor analysis and reliability test results for

emotional intelligence with four dimensions. For the self-emotion appraisal, the
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factor loadings for the measurements with the highest factor loading on EIN3
(0.852) and the lowest was EIN4 (0.742). Additionally, the result indicated that
the factor tends to have a high coefficient of item-to-total correlation from 0.568
to 0.709, which proposed a high degree of internal consistency for each dimension.
The eigenvalue for the self-emotion appraisal factor was 2.656 and the variances
explained by the self-emotion appraisal factor were 66.397%. In addition, the high
coefficient of Cronbach’s a on self-emotion appraisal (0.830) further confirmed

the reliability of the measurement items.

For the others’ emotion appraisal, the factor loadings for the measurements
with the highest factor loading on EIN8 (0.849) and the lowest was EIN5 (0.787).
Additionally, the result indicated that the factor tended to have a high coefficient
of item-to-total correlation from 0.619 to 0.704, which proposed a high degree of
internal consistency for each dimension. The eigenvalue for others’ emotion
appraisal factor was 2.62 and the variances explained by the self-emotion appraisal
factor is 65.509%. In addition, the high coefficient of Cronbach’s o on others’
emotion appraisal (0.823) further confirmed the reliability of the measurement

items.

For emotional intelligence, the factor loadings for the measurements with
the highest factor loading on EIN12 (0.862) and the lowest was EIN10 (0.803).
Additionally, the result indicated that the factor tended to have a high coefficient
of item-to-total correlation from 0.663 to 0.734, which proposed a high degree of
internal consistency for each dimension. The eigenvalue for the use of emotion
factor was 2.759 and the variances explained by the use of emotion factor was
68.963%. In addition, the high coefficient of Cronbach’s a on the use of emotion

(0.849) further confirmed the reliability of the measurement items.
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For the regulation of emotion, the factor loadings for the measurements with
the highest factor loading on EIN14 (0.856) and the lowest was EIN13 (0.793).
Additionally, the result indicated that the factor tended to have a high coefficient

of item-to-total correlation from 0.634 to 0.720, which proposed a high degree of

internal consistency for each dimension. The eigenvalue for the regulation of

emotion factor was 2.720 and the variances explained by the regulation of emotion

factor was 68.004%. In addition, the high coefficient of Cronbach’s o on the

regulation of emotion (0.842) further confirmed the reliability of the measurement

items.

Table 5.13 The results of factor analysis and reliability test for emotional

intelligence
: Cumulative | Item-to-
) Factor Eigen _ Cronbach’s
Research items : explained total
loading value _ _ alpha (o)
variance | correlation

Self-emotion 2 656 66.397 0.830
appraisal

EIN1 0.827 0.673

EIN2 0.833 0.683

EIN3 0.852 0.709

EIN4 0.742 0.568

Others’ emotion 262 65.509 0.823
appraisal
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) Cumulative | Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance | correlation

EINS 0.787 0.619

EING 0.809 0.645

EIN7 0.791 0.624

EIN8 0.849 0.704

Use of emotion 2.759 68.963 0.849
EIN9 0.813 0.663

EIN10 0.803 0.651

EIN11 0.843 0.704

EIN12 0.862 0.734

Regulation of 2 720 68.004 0.842
emotion

EIN13 0.793 0.634

EIN14 0.856 0.720

EIN15 0.799 0.642

EIN16 0.850 0.713
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Source: This study
5.2.4 Political intelligence

Table 5.14 showed the factor analysis and reliability tests for political
intelligence with four dimensions. For the networking ability, the factor loadings
for the measurements with the highest factor loading on PIN5 (0.854) and the
lowest was PNI6 (0.803). Additionally, the result indicated that the factor tended
to have a high coefficient of item-to-total correlation from 0.717 to 0.781, which
proposed a high degree of internal consistency for each dimension. The eigenvalue
for the networking ability factor was 4.182 and the variances explained by the
networking ability factor were 69.695%. In addition, the high coefficient of
Cronbach’s o on networking ability (0.913) further confirmed the reliability of the

measurement items.

For the interpersonal influence, the factor loadings for the measurements
with the highest factor loading on PIN10 (0.828) and the lowest was PNI17 (0.790).
Additionally, the result indicated that the factor tended to have a high coefficient
of item-to-total correlation from 0.624 to 0.676, which proposed a high degree of
internal consistency for each dimension. The eigenvalue for the interpersonal
influence factor was 2.633 and the variances explained by the interpersonal
influence factor were 65.825%. In addition, the high coefficient of Cronbach’s a
on interpersonal influence (0.826) further confirmed the reliability of the

measurement items.

For the social astuteness, the factor loadings for the measurements with the
highest factor loading on PIN14 (0.792) and the lowest was PNI15 (0.761).
Additionally, the result indicated that the factor tends to have a high coefficient of

item-to-total correlation from 0.619 to 0.656, which proposes a high degree of
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internal consistency for each dimension. The eigenvalue for the social astuteness
factor was 3.031 and the variances explained by the social astuteness factor were
60.614%. In addition, the high coefficient of Cronbach’s a on social astuteness

(0.837) further confirmed the reliability of the measurement items.

For the apparent sincerity, the factor loadings for the measurements with
the highest factor loading on PIN16 (0.844) and the lowest was PNI17 (0.841).
Additionally, the result indicated that the factor tended to have a high coefficient
of item-to-total correlation from 0.637 to 0.642, which proposed a high degree of
internal consistency for each dimension. The eigenvalue for the apparent sincerity
factor was 2.132 and the variances explained by the apparent sincerity factor were
71.072%. In addition, the high coefficient of Cronbach’s a on apparent sincerity

(0.796) further confirmed the reliability of the measurement items.

Table 5.14 The results of factor analysis and reliability test for political

intelligence
: Cumulative | Item-to-
_ Factor Eigen ) Cronbach’s
Research items _ explained total
loading value _ _ alpha (o)
variance | correlation

Networking ability 4.182 69.695 0.913
PIN1 0.830 0.748
PIN2 0.823 0.740
PIN3 0.847 0.770

128




_ Cumulative | Item-to-
_ Factor Eigen ] Cronbach’s
Research items _ explained total
loading value _ ) alpha (o)
variance | correlation

PIN4 0.851 0.777
PINS 0.854 0.781
PING 0.803 0.717
Interpersonal 2 633 65.825 0.826
influence
PIN7 0.790 0.624
PIN8 0.819 0.662
PIN9 0.808 0.649
PIN10 0.828 0.676
Social astuteness 3.031 60.614 0.837
EIN11 0.772 0.630
PIN12 0.790 0.653
PIN13 0.778 0.637
PIN14 0.792 0.656
PINIS 0.761 0.619
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_ Cumulative | Item-to-
_ Factor Eigen ] Cronbach’s
Research items _ explained total
loading value _ _ alpha (o)
variance | correlation

Apparent sincerity 2.132 71.072 0.796
PIN16 0.844 0.642
PIN17 0.841 0.637
PIN18 0.843 0.640

Source: This study

5.2.5 Cross-cultural competence

Table 5.15 demonstrated the factor analysis and reliability tests for cross-
cultural competence with three dimensions. For cultural flexibility, the factor
loadings for the measurements with the highest factor loading on CCC4 (0.838)
and the lowest was CCC1 (0.702). Additionally, the result indicated that the factor
tends to have a high coefficient of item-to-total correlation from 0.643 to 0.748,
which proposed a high degree of internal consistency for the dimension. The
eigenvalue for the cultural flexibility factor was 3.789 and the variances explained
by the cultural flexibility factor was 63.142%. In addition, the high coefficient of
Cronbach’s a on cultural flexibility (0.883) further confirmed the reliability of the

measurement items.

For the tolerance for ambiguity, the factor loadings for the measurements
with the highest factor loading on CCC9 (0.819) and the lowest was CCC8 (0.656).
Additionally, the result indicated that the factor tends to have a high coefficient of
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item-to-total correlation from 0.563 to 0.645, which proposed a high degree of
internal consistency for the dimension. The eigenvalue for tolerance for ambiguity
factor was 2.462 and the variances explained by the tolerance for ambiguity factor
was 61.552%. In addition, the high coefficient of Cronbach’s a on tolerance for

ambiguity (0.790) further confirmed the reliability of the measurement items.

For the non-ethnocentrism, the factor loadings for the measurements with
the highest factor loading on CCC13 (0.835) and the lowest was CCC12 (0.789).
Additionally, the result indicated that the factor tends to have a high coefficient of
item-to-total correlation from 0.709 to 0.756, which proposed a high degree of
internal consistency for the dimension. The eigenvalue for the non-ethnocentrism
factor was 4.575 and the variances explained by the non-ethnocentrism factor were
65.350%. In addition, the high coefficient of Cronbach’s o on the non-

ethnocentrism (0.911) further confirmed the reliability of the measurement items.

Table 5.15 The results of factor analysis and reliability test for cross-cultural

competence
: Cumulative | Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value _ _ alpha (o)
variance | correlation

Cultural flexibility 3.789 63.142 0.883
CCcC1 0.702 0.643
CCC2 0.809 0.711
CCC3 0.826 0.732
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_ Cumulative | Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance | correlation

CCC4 0.838 0.748
CCC5 0.802 0.702
CCCo6 0.735 0.724
Tolerance for 2 462 61.552 0.790
ambiguity
CCC7 0.805 0.624
CCcC8 0.656 0.567
CCC9 0.819 0.645
CCC10 0.756 0.563
Non-ethnocentrism 4.575 65.350 0.911
CCC11 0.813 0.736
CCC12 0.789 0.710
CCC13 0.835 0.765
CCC14 0.793 0.712
CCC15 0.790 0.709
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_ Cumulative | Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance | correlation
CCC16 0.808 0.732
CCC17 0.829 0.756

5.2.6 Expatriate resilience

Source: This study

Table 5.16 illustrates the factor analysis and reliability test results for

expatriate resilience. The factor loadings for the measurements with the highest
factor loading on RSL2 (0.983) and the lowest was RSL1 (0.679). Additionally,

the result indicated that the factor tended to have a high coefficient of item-to-total

correlation from 0.569 to 0.965, which proposed a medium degree of internal

consistency for the dimension. The eigen value for the expatriate resilience factor

was 4.029 and the variances explained by the expatriate resilience construct was

67.150%. In addition, the high coefficient of Cronbach’s o on expatriate resilience

(0.892) further confirmed the reliability of the measurement items.

Table 5.16 The results of factor analysis and reliability test for expatriate

resilience
_ Cumulative | Item-to-
_ Factor Eilgen _ Cronbach’s
Research items _ explained total
loading value _ _ alpha (o)
variance | correlation
Expatriate resilience 4.029 67.150 0.892
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) Cumulative | Item-to-
_ Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance | correlation
RSL1 0.679 0.569
RSL2 0.983 0.965
RSL3 0.823 0.728
RSL4 0.786 0.675
RSL5 0.810 0.704
RSL6 0.807 0.702

5.2.7 Cross-cultural performance

Source: This study

Table 5.17 presented the factor analysis and reliability tests for cross-

cultural performance with three dimensions. For the task performance, the factor

loadings for the measurements with the highest factor loading on CCP5 (0.812)
and the lowest was CCP2 (0.780). Additionally, the result indicated that the factor

tended to have a high coefficient of item-to-total correlation from 0.677 to 0.715,

which proposed a high degree of internal consistency for the dimension. The

eigenvalue for the task performance factor was 3.800 and the variances explained

by the task performance factor were 63.326%. In addition, the high coefficient of

Cronbach’s o on task performance (0.884) further confirmed the reliability of the

measurement items.
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For the context performance, the factor loadings for the measurements with
the highest factor loading on CCP7 (0.825) and the lowest was CCP8 (0.784).
Additionally, the result indicated that the factor tended to have a high coefficient
of item-to-total correlation from 0.659 to 0.723, which proposed a high degree of
internal consistency for the dimension. The eigenvalue for the context
performance factor was 3.291, and the variances explained by the context
performance factor were 65.820%. In addition, the high coefficient of Cronbach’s
a on context performance (0.870) further confirmed the reliability of the

measurement items.

For the adaptive performance, the factor loadings for the measurements with
the highest factor loading on CCP19 (0.822) and the lowest was CCP12 (0.764).
Additionally, the result indicated that the factor tends to have a high coefficient of
item-to-total correlation from 0.688 to 0.756, which proposed a high degree of
internal consistency for the dimension. The eigenvalue for the adaptive
performance factor was 5.039 and the variances explained by the adaptive
performance factor were 62.987%. In addition, the high coefficient of Cronbach’s
a on adaptive performance (0.916) further confirmed the reliability of the

measurement items.
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Table 5.17 The results of factor analysis and reliability test for cross-cultural

performance
) Cumulative | Item-to-
Research items Fac’for Eigen explained total Cronbachs
laading value variance | correlation alpha (@)
Task performance 3.800 63.326 0.884
CCP1 0.781 0.677
CCP2 0.780 0.677
CCP3 0.811 0.715
CCP4 0.803 0.704
CCP5 0.812 0.715
CCP6 0.788 0.684
Context performance 3.291 65.820 0.870
CCP7 0.825 0.713
CCP8 0.784 0.659
CCP9 0.818 0.704
CCP10 0.833 0.723
CCP11 0.797 0.675
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) Cumulative | Item-to-
) Factor Eigen _ Cronbach’s
Research items _ explained total
loading value ) _ alpha (o)
variance | correlation

Adaptive 5039 62.987 0.916
performance
CCP12 0.764 0.688
CCP13 0.787 0.714
CCP14 0.809 0.740
CCP15 0.818 0.753
CCP16 0.778 0.704
CCP17 0.785 0.712
CCP18 0.785 0.712
CCP19 0.822 0.756

5.2.8 Host country national’s helping behavior

Source: This study

Table 5.18 showed the factor analysis and reliability test results for the host

country national’s helping behavior. The factor loadings for the measurements
with the highest factor loading on HCN2 (0.720) and the lowest was HCN5 (0.858).
Additionally, the result indicated that the factor tended to have a high coefficient

of item-to-total correlation from 0.584 to 0.756, which proposed a high degree of
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internal consistency for the dimension. The eigenvalue for the host country

national’s helping behavior construct was 3.264 and the variances explained by

the host country national’s helping behavior construct was 65.278%. In addition,

the high coefficient of Cronbach’s o on the host country national’s helping

behavior (0.867) further confirmed the reliability of the measurement items.

Table 5.18 The results of factor analysis and reliability test for the host country

national’s helping behavior

_ Cumulative | Item-to-
) Factor | Eigen _ Cronbach’s
Research items : explained total
loading | value ) _ alpha ()
variance | correlation
Host country national’s 3.264 65.278 0.867
helping behavior
HCN1 0.805 0.685
HCNZ2 0.720 0.584
HCN3 0.854 0.750
HCN4 0.794 0.672
HCN5 0.858 0.756

5.2.9 Organizational support

Source: This study

Table 5.19 presented the factor analysis and reliability tests for

organizational support. The factor loadings for the measurements with the highest
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factor loading on OS7 (0.852) and the lowest was OS2 (0.778). Additionally, the
result indicated that the factor tended to have a high coefficient of item-to-total
correlation from 0.721 to 0.789, which proposed a high degree of internal
consistency for the dimension. The eigenvalue for the organizational support
construct was 4.717 and the variances explained by the organizational support
construct were 67.384%. In addition, the high coefficient of Cronbach’s a on
organizational support (0.919) further confirmed the reliability of the

measurement items.

Table 5.19 The results of factor analysis and reliability test for

organizational support

) Cumulative | Item-to-
) Factor Eigen ! Cronbach’s
Research items _ explained total
loading value i ) alpha (o)
variance | correlation

Organizational 4.717 67.384 0.919
support
OS1 0.797 0.721
OS2 0.778 0.697
0OS3 0.837 0.769
(ORY/} 0.835 0.767
0S5 0.821 0.749
0OS6 0.824 0.754
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OS7 0.852 0.789

Source: This study

5.3 Evaluation of measurement model

In order to assess the measurement model, the partial least square SEM
(PLS-SEM) was applied to confirm the reliability, convergent validity, and
discriminant validity. Table 5.20 and Table 5.21 indicated the assessment of the
measurement model.

Table 5.20 revealed that Cronbach's alpha coefficients ranged from 0.854
to 0.965, and all CR values were between 0.867 and 0.968, satisfying greater than
the 0.7 criteria and validating the reliability. The constructions' AVESs ranged from
0.525 to 0.683, which was just greater than the specified benchmark of 0.5, and

determined the research constructs' convergence.

Table 5.20 Reliability and convergent validity assessment

_ Average
Composite )
Cronbach's o Variance
Construct rho_A | Reliability
Alpha Extracted
(CR)
(AVE)
Biculturalism 0.884 0.884 0.915 0.683
Cross-cultural competence 0.948 0.949 0.954 0.551
Cross-cultural performance 0.965 0.966 0.968 0.616
Cultural intelligence 0.962 0.962 0.965 0.580
Emotional intelligence 0.953 0.954 0.958 0.588
Expatriate resilience 0.892 0.846 0.887 0.612
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_ Average
Composite )
Cronbach's o Variance
Construct rho_A | Reliability
Alpha Extracted
(CR)
(AVE)
Host country national's help
_ 0.867 0.873 0.905 0.657
behavior
Organizational support 0.919 0.920 0.935 0.674
Political intelligence 0.946 0.947 0.952 0.525

Source: This study

Additionally, the discriminant validity test measures the amount to which

the construct empirically separates from other constructs. All correlation
coefficients between research constructs were compared to the square roots of the
AVEs to ensure discriminant validity. As shown in Table 5-21, the square roots of
AVEs were almost higher than the correlations of another latent component, with
only four correlation values including (cultural intelligence, 0.784), emotional
intelligence, 0.790), political intelligence, 0.736 and 0.757) were not smaller than
the square roots of AVEs, however, due to the bit higher value of these correlation
correlations comparing square roots of AVEs, the author decided to do further
analysis of hypothesis testing (Hair et al., 201). Furthermore, to test discriminant
validity, Henseler et al. (2015) created a novel approach called the heterotrait—
monotrait ratio of correlations (HTMT). The HTMT method has been shown to
overcome bias and provide accurate results when computing structural model
parameters. To demonstrate discriminant validity, Teo et al. (2008) advised that
HTMT should be less than 0.90. Accordingly, the values of HTMT in Table 5.21
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were significantly lower than 0.90, indicating that discriminant validity between

two reflective variables had been established (Hair et al., 2017).

Table 5.21 Discriminant validity results based on HTMT

Construct BIC CCC | CccCP CIN EIN RSL | HCN oS PIN
Biculturalism 0.826 0.763 0.654 0.793 0.676 0.565 0.568 0.534 0.657
Cross-cultural

0.699*%** | 0.742 0.719 0.724 0.710 0.730 0.676 0.692 0.719
competence
Cross-cultural

0.603*** | 0.739%** | 0.785 0.713 0.741 0.747 0.694 0.747 0.752
performance
Cultural
_ _ 0.732%** | 0.727*** | 0.784*** |  0.762 0.722 0.686 0.692 0.646 0.793
intelligence
Emotional
_ _ 0.623*** | 0.751*%** | 0.707*** | 0.790*** | 0.767 0.722 0.687 0.731 0.735
intelligence
Expatriate

- 0.496*** | 0.681*** | 0.687*** | 0.631*** | 0.660*** | 0.761 0.748 0.691 0.713
resilience
Host country
national's hel 0.499%** | 0.614*** | 0.639%** | 0.634*** | 0.629%** | 0.646*** | 0.810
ational's help 0.771 0.735
behavior
Organizational

0.482*** | 0.646™** | 0.706*** | 0.610*** | 0.685*** | 0.618*** | 0.692*** | 0.821
Support 0.774
Political
_ _ 0.601%** | 0.736%** | 0.715%** | (.757%** | 0.705*** | 0.647*** | 0.669*** | 0.723*+* | 0.724
intelligence
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Construct BIC | CCC | CCP CIN EIN | RSL | HCN OS PIN

Notes: Above the diagonal elements are the HTMT values. Below the diagonal elements are
the correlations between the construct values. Square-root of AVEs is bold the numbers in
the diagonals; *** p < 0.001.

Source: This study

5.4 Structural model evaluation

The structural model was evaluated using the estimated path between
research constructs as a parameter. A study sample of 314 respondents and a non-
parametric bootstrapping approach with 5000 sub-samples were used to assess the

relevance of each path coefficient in the context of hypothesis testing.
5.4.1 Multicollinearity test

Multicollinearity appeared when there was a strong correlation between two
or more constructs. Once the multicollinearity and inflated standard errors
occurred, assessing the influence of independent variables could be imprecise, as
comparing the relevance of independent variables (Garson, 2016). Table 5.22
showed that all of the VIF values were less than 5.0 (Hair et al. 2017), indicating

no multicollinearity concern.

Table 5.22 Multicollinearity test

Construct VIF Construct VIF
Biculturalism Cultural intelligence
BIC1. 2.547 | CIN1. 2.134
BIC2. 2.254 | CINZ2. 2.396
BIC3. 2.198 | CINS. 2.758
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Construct VIF Construct VIF
BICA4. 2.094 | CINA4. 2.547
BICS. 1.856 | CINS. 2.413
Cross-cultural competence CING. 2.630
CCCL. 1.830 | CIN7. 2.617
CCcC2. 2.583 | CINS. 2.607
CCcCas. 2.456 | CINO. 2.330
CCcCaA4. 2.529 | CIN10. 2.369
CCCs. 2.313 | CIN11. 2.234
CCCe6. 1.978 | CIN12. 2.551
CCC7. 2.102 | CIN13. 2.402
CCcs. 1.929 | CIN14. 2.709
CCCo. 1.954 | CIN15. 2.695
CCC10 1.661 | CIN16. 2.463
CCC11. 2.426 | CIN17. 2.789
CCcC1i2. 2.538 | CIN18. 2.537
CCcCis. 2.686 | CIN19. 2.338
CCC14. 2.678 | CIN20. 2.249
CCC15. 2.425
CCCl1e. 2.460 | Emotional intelligence
CCC17. 2.468 | EINI. 2.310
Political intelligence EIN2. 2.468
PIN1. 2.348 | EINS. 2.617
PINZ2. 2.408 | EINA. 2.051
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Construct VIF Construct VIF
PIN3. 2.586 | EINS. 2.327
PINA4. 2.650 | EING. 2.257
PINS. 2.682 | EIN7. 2.427
PING. 2.665 | EINS. 2.470
PINY. 1.924 | EINO. 2.452
PINS. 2.047 | EIN10. 2.443
PINO. 2.293 | EIN11. 2.447
PIN10. 1.956 | EIN12. 2.773
PIN11. 2.202 | EIN13. 2.441
PIN12. 1.968 | EIN14. 2.787
PIN13. 2.142 | EIN15. 2.173
PIN14. 2.147 | EIN16. 2.715
SINLE. 5379 Host country national

helping behavior

PIN16. 1.881 | HCNI1. 1.922
PIN17. 2.367 | HCN2. 1.628
PIN18. 2.078 | HCN3. 2.430
Cross-cultural performance HCN4. 1.978
CCP1. 2.208 | HCNS. 2.588
CCP2. 1.972 | Expatriate resilience
CCP3. 2.779 | RSL1. 1.537
CCP4. 2.449 | RSL2. 1.575
CCP5. 2.497 | RSL3. 1.983
CCP6. 2.359 | RSL4. 1.854
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Construct VIF Construct VIF
CCP7. 2.638 | RSL5. 1.835
CCP8. 2.245 | RSL6. 1.982
CCPo. 2.498 | Organizational support
CCP10. 2.862 | OS1. 2.120
CCP11. 2.768 | OS2. 2.063
CCP12. 3.250 | 0OS3. 2.466
CCP13. 3.009 | OS4. 2.520
CCP14. 2.718 | OS5. 2.296
CCP15. 3.278 | OS6. 2.578
CCP16. 2.651 | OS7. 2.667
CCP17. 2.616
CCP18. 2.476
CCP109. 2.751

Source: This study

5.4.2 The assessment of the R? value

Table 5.23 elucidated R? and Adjusted R? values of 6 endogenous latent
variables: cultural intelligence, emotional intelligence, political intelligence,
cross-cultural competence, expatriate resilience, and cross-cultural performance.
Accordingly, biculturalism perception explained 53.5%, 38.6%, and 35.9% of the
variance of cultural intelligence, emotional intelligence, and political intelligence,
respectively. Additionally, their independent variables explained cross-cultural

competence, expatriate resilience, and cross-cultural performance by 76.2%,
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51.1%, and 60.3%, respectively, which indicated that the effect size of

hypothetical routes is significant.

Moreover, Tenenhaus et al. (2005) proposed a global fit measure for PLS

path modeling, which was defined as the geometric mean of average communality

and average R? (for endogenous constructs). Accordingly, GoF (0 < GoF < 1).
Following Wetzels, Odekerken-Schroder, and Van Oppen, (2009), GoF = SQRT

(AVE * R?). GoF less than 0.1 was described as a small effect size, 0.25 was

considered as a medium effect size, and 0.36 was described as a large effect size.

Accordingly, GoF in this study was 0.551, which was much greater than the cutoff

value of 0.36 for large effect sizes.

Table 5.23 Results of R?

Construct R Square R S-quare

Adjusted
Cultural intelligence 0.536 0.535
Emotional intelligence 0.388 0.386
Political intelligence 0.361 0.359
Cross-cultural competence 0.765 0.762
Expatriate resilience 0.519 0.511
Cross-cultural performance 0.610 0.603

5.5. Hypothesis testing results

Source: This study

5.5.1. The influence of biculturalism on multiple intelligence

The link between the model's constructs was evaluated using the

bootstrapping resampling technique. According to Hair et al. (2017), sub-samples
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of bootstrapping were expected to be 5000 replications. Table 5.24 contained the
route coefficient for hypothesis testing. This study demonstrated that individual
cultural identity has significantly and positively impacted on cultural intelligence
with B = 0.732, t value =25.165, p-value < 0.001, on emotional intelligence with
B =0.623, t value =15.985, p-value <0.001, on political intelligence with = 0.601,
t value = 13.022, p-value < 0.001. Therefore, Hypothesis Hla, Hypothesis H1b,

and Hypothesis H1c were significant and supported.

The above confirmation may indicate that individual bicultural identity will
have higher cultural intelligence in the international assignment. Thus, they can
behave and interact better in a multicultural environment. This finding was in line
with Lakshman et al. (2021), who confirmed that biculturalism is a crucial factor
that enhances an individual’s cultural intelligence. Similarly, Ott and Michailova
(2016) indicated that traits and cross-cultural experience are some antecedents of
cultural intelligence. Individuals who possessed higher levels of biculturalism will
enhance a high level of cultural intelligence (Lakshman et al., 2021). This research
provided the cross-cultural management literature by focusing on working in
multicultural settings. Accordingly, the social cognitive theory appeared to have
much potential for explaining intercultural work in multicultural situations for
individuals who have just started their expatriation career. Our findings backed up
those theoretical reasons and pave the way for more research into the cross-cultural
management domain involving biculturalism, which was promising for future

studies (e.g., Brannen and Thomas, 2010; Lakshman et al., 2021).

The study results also showed that expatriates with two cultural
backgrounds can easily control and manage their emotions. Furthermore, this

study emphasized that expatriate has a good relationship with other employees in
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the workplace once they have more cultural experience such as biculturalism.

Based on the best knowledge of the author, previous studies have never

demonstrated an empirical link between biculturalism, emotional intelligence, and

political intelligence. As mentioned in social cognitive theory, expatriates also

learned and enhanced their abilities and skills through interacting with their peers

in a multicultural setting (Caligiuri et al., 2012). As a result, people with strong

cultural identities were more familiar with both cultures and may quickly improve

their competency and skills in dealing with challenging situations on the job or in

their daily lives in an intercultural setting (Lakshman et al., 2021; Vora et al.,

2019).
Table 5.24 Results of direct effects
Standardized
H Path ) T value | P values | Concluded
Estimate

Biculturalism ->

Hla _ _ 0.732 25.165 | 0.000 Supported
Cultural intelligence
Biculturalism ->

H1b _ _ _ 0.623 15.985 | 0.000 Supported
Emotional intelligence
Biculturalism ->

Hlc L _ 0.601 13.022 0.000 Supported
Political intelligence
Cultural intelligence ->

H2 0.423 5.213 0.000 Supported
Cross-cultural competence
Emotional intelligence ->

H3 0.146 2.253 0.024 Supported
Cross-cultural competence
Political intelligence ->

H4 0.251 3.737 0.000 Supported

Cross-cultural competence
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Standardized

H Path T value | P values | Concluded

Estimate

Cross-cultural competence ->

H5 0.349 3.609 0.000 Supported

Expatriate resilience

Expatriate resilience ->

H6 0.359 6.341 0.000 Supported

Cross-cultural performance

Source: This study

5.5.2 The influence of multiple intelligence on cross-cultural competence

As shown in Table 5.24, cultural intelligence, emotional intelligence, and
political intelligence have served as antecedent factors that positively influence
cross-cultural competence (f = 0.423, t value =5.213, p-value < 0.001; 3 = 0.146,
t value =2.253, p-value < 0.05; B = 0.251, t value =3.737, p-value < 0.001,
respectively). Therefore, Hypothesis H2, Hypothesis H3, and Hypothesis H4 were
significant and supported. The above results showed that cultural intelligence,
emotional intelligence, and political intelligence are three highly important
antecedents in promoting cross-cultural competence in a multicultural

environment.

Cultural and emotional intelligence has long been considered critical factors
in foreign assignments (Liao et al., 2021). According to our findings, cultural
intelligence appeared to be a precursor to cross-cultural competence. These
findings were consistent with those of Bartel-Radic and Giannelloni (2017), who
found that metacognition and motivation positively impact cross-cultural
competence. Ang et al. (2007) found that when people have higher cultural
intelligence, they are more confident in their ability to work and interact with the
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host employees. Additionally, the findings of this study also showed that
emotional intelligence is a crucial antecedent of cross-cultural competence and
that it also aids expatriates in adjusting to and performing better on overseas
assignments. Because expatriates with high emotional intelligence may effectively
manage their emotions and keep control over their own lives by engaging them in
spectacular conservations or activities in the host nation, they can effectively
manage their responses and maintain control over their own lives (Wong and Law,
2002; Yuan et al., 2012). This result was similar to the findings of Gullekson and
Tucker (2012) and Liao et al. (2021), who indicated that an individual’s emotional
intelligence has a significant impact on their cross-cultural competence in

international culture.

Furthermore, our result suggested that political intelligence also enhances
cross-cultural competence in the host country. In combination with cultural and
emotional intelligence, political intelligence can assist expatriates in better
recognizing, understanding, working, and changing to improve their competence
inherent in cultural diversity situations. As a result, cross-cultural competence was
discovered to result in a behavioral adaptation that allows people to communicate

and interact more effectively in their new environment (Johnson et al., 2006).
5.5.3 The influence of cross-cultural competence and expatriate resilience

Regarding the relationship between cross-cultural competence and
expatriate resilience, this study’s results illustrated a significant and positive
correlation between cross-cultural competence and expatriate resilience (p =0.349,
t value =3.609, p-value < 0.001). Therefore, Hypothesis H5 was significant. This
result was in line with the foundational theory of resource conservation, which

pointed out that individual competencies are the important key resource of
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resilience (Ahmad et al., 2020; Mansfield et al., 2016). The reason behind this
result was that cross-cultural competence is a collection of skills that enable an
individual to fully utilize his or her resources and strengths in order to appreciate
the unique scenario of multi-cultural communication and interaction as well as to
think and act correctly in that setting. Caligiuri and Tarique (2012) claimed that
expatriates with high cross-cultural skills can handle the problems and stressors of
the intercultural working environment. Consequently, these expatriates appeared
to understand others' desires and expectations and they have a better proclivity for

effectively responding to obstacles in a cross-cultural situation.
5.5.4 The influence of expatriate resilience and cross-cultural performance

The study findings also showed that expatriate resilience has positive
influence on cross-cultural performance (fp = 0.359, t value = 6.341, p-value <
0.001). Therefore, Hypothesis H6 was significant and supported. This finding was
in line with the result of VVarshney and Varshney (2017) that the level of expatriate
resilience itself can improve the level of performance, including context
performance, task performance, and adaptive performance. Similarly, resilience
was positively associated with performance in a study of Chinese workers
(Luthans, Avolio, Walumbwa, and Li, 2005). According to organizational studies,
there was a link between employee resilience and performance, emphasizing the
need to build resilience in the workplace (Varshney and Varshney, 2017). Since
there has been little research specifically on the application of resilience in the
international workplace, the present study has opened the door for some promising

future studies.
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5.5.5 The mediating effect of multiple intelligence

Table 5.25 showed that biculturalism has a positive impact on cross-cultural
competence by ignoring the mediator ( = 0.147, t value = 2.170, p-value < 0.05).
Additionally, biculturalism directly influenced cultural intelligence (B = 0.732, t
value = 25.165, p-value < 0.001). Cultural intelligence was confirmed having an
influence on cross-cultural competence (B= 0.423, t value = 5.213, p-value <
0.001). Furthermore, the study result showed that cultural intelligence is an
important factor to mediate the relationship between biculturalism and cross-
cultural competence (= 0.310, t value = 4.828, p-value < 0.001). Therefore, this
study concluded that cultural intelligence partially mediated the influence of
biculturalism on cross-cultural competence. Thus, Hypothesis H7a was significant
and partially supported.

Regarding to mediating effect of emotional intelligence, biculturalism had
a positive impact on cross-cultural competence by ignoring the mediator (B =
0.147, t value = 2.170, p-value < 0.05). Additionally, biculturalism directly
influenced emotional intelligence (B = 0.623, t value = 15.985, p-value < 0.001).
Emotional intelligence was confirmed having an influence on cross-cultural
competence (B= 0.146, t value = 2.253, p-value < 0.05). Furthermore, the study
result showed that cultural intelligence operates as an important factor to mediate
the relationship between biculturalism and cross-cultural competence ( = 0.091,
t value = 2.200, p-value < 0.05). Therefore, this study confirmed that emotional
intelligence partially mediates the influence of biculturalism on cross-cultural
competence. Thus, Hypothesis H7b was significant and partially supported.

For the mediating role of political intelligence, biculturalism has a positive

impact on cross-cultural competence by ignoring the mediator (B = 0.147, t value
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= 2.170, p-value < 0.05). Additionally, biculturalism directly influenced political
intelligence (B = 0.601, t value = 13.022, p-value < 0.001). Emotional intelligence
was confirmed having an influence on cross-cultural competence (B = 0.251, t
value = 2.253, p-value < 0.05). Furthermore, the study result showed that political
intelligence is an important factor to mediate the relationship between
biculturalism and cross-cultural competence ( = 0.091, t value = 3.737, p-value
< 0.05). Therefore, this study confirmed that political intelligence partially
mediated the influence of biculturalism on cross-cultural competence. Thus,
Hypothesis H7c was significant and partially supported.

The present study’s findings primarily asserted that multiple intelligence
(cultural intelligence, emotional intelligence, and political intelligence) serves an
essential role in mediating the impact of biculturalism on cross-cultural
competence. Accordingly, the higher individual bicultural identity, the better
multiple intelligence (including cultural intelligence and emotional intelligence,
and the greater they can improve their competence. This study's findings were an
essential contribution to the existing literature. Because there was little research
on biculturalism in the international management literature. The existing literature
on biculturalism has primarily focused on identifying and testing its characteristics
and antecedents (e.g., Nguyen and Benet-Martinez, 2007, 2010, 2013) rather than
its effects (e.g., Fitzsimmons, 2013, Lee, 2010; Nguyen and Benet-Martinez,
2010). Therefore, under a higher level of multiple intelligence, individuals can
improve their cross-cultural competence by undertaking their work with more
energy and concentration, making them more involved in expatriate life. In other
words, the relationship between biculturalism and cross-cultural competence may
be voided without cultural intelligence, emotional intelligence, and political

intelligence.
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Table 5.25 Results of mediation testing

Standardized

T-

H Path ) Concluded
Estimate value | value
Biculturalism — Cross-
0.147 2.170 | 0.030 Supported
cultural competence
Biculturalism — Cultural
_ _ 0.732 25.165 | 0.000 Supported
intelligence
H7a | Cultural intelligence —
0.423 5.213 | 0.000 Supported
Cross-cultural competence
Biculturalism — Cultural
intelligence — Cross - 0.310 4.828 | 0.000 Supported
cultural competence
Biculturalism — Cross-
0.147 2.170 | 0.030 Supported
cultural competence
Biculturalism —
) _ ) 0.623 15.985 | 0.000 Supported
Emotional intelligence
H7b | Emotional intelligence —
0.146 2.253 | 0.024 Supported
Cross-cultural competence
Biculturalism —
Emotional intelligence — 0.091 2.200 | 0.028 Supported
Cross-cultural competence
Biculturalism — Cross-
0.147 2.170 | 0.030 Supported
cultural competence
Biculturalism — Political
0.601 13.022 | 0.000 Supported

intelligence
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Standardized T- P -

H Path ) Concluded
Estimate value | value
H7c | Political intelligence —
0.251 3.737 | 0.000 Supported
Cross-cultural competence
Biculturalism — Political
intelligence —  Cross- 0.154 3.400 | 0.001 Supported

cultural competence

Source: This study
5.5.6 The serial mediating effect of cross-cultural competence and expatriate
resilience on the influence between cultural intelligence and cross-cultural

performance

The serial mediation hypotheses were tested using the PROCESS Macro
Model 6 (serial mediation model). The direct and indirect relationship between
cultural intelligence and cross-cultural performance was investigated by applying
Hayes' (2013, 2018) analytical technigue. The results of the serial mediation model
were shown in Table 5.26, Table 5.27, and Figure 5.1.

According to this study's results, 95% confidence intervals (Cls) for all
indirect effects (5,000 bootstrap samples) did not include zero. This result
concluded the significance of indirect effects. This study results also indicated that
cultural intelligence improves cross-cultural performance through cross-cultural
competence (B =0.387, SE =0.031, p <0.001). Additionally, cultural intelligence
improved cross-cultural performance through expatriate resilience (B = 0.028, SE
= 0.018, p < 0.001). Furthermore, cultural intelligence improved cross-cultural
performance through both cross-cultural competence and expatriate resilience (3
=0.073, SE = 0.023, p < 0.001). The total effect of cultural intelligence on cross-
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cultural performance was positive (B = 0.776). This result can lead to the

conclusion that cross-cultural competence and expatriate resilience serially

mediate the effect of cultural intelligence and cross-cultural performance. Thus,

Hypothesis H8a was significant. Moreover, because the direct impact between

cultural intelligence and cross-cultural performance was also positive and
significant (B =0.288, SE = 0.057, p <0.001), therefore, this study concluded that

the serial mediating effect between cultural intelligence and cross-cultural

performance is partially supported (Baron and Kenny, 1986).

Table 5.26 Regression coefficients of serial mediation model on cultural

intelligence and cross-cultural performance

Cross-cultural Expatriate Cross-cultural
Variables competence resilience performance
B 95% ClI B 95% CI B 95% ClI
Cultural x| 0.800, « | 0.203, .
intelligence 0.864 0.927 WL 0.428 0.288 0.177,0.399
Cross-
cultural 0.538*** 0,924, 0.448*** | 0.332, 0565
0.641
competence
Expatriate 0.157*** | 0.070, 0.243
resilience
R2=0.697 R2=0.508 R2=0.706
F(1,312) = F(2,311) = F (3, 310) =
470.941%** 352.089*** 247, 773***

157
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Table 5.27 The direct, indirect, and total effect of cultural intelligence,

cross-cultural competence, expatriate resilience, and cross-cultural performance

Relationship Effect SE t value 95% ClI
Cultural intelligence -> Cross-
cultural performance (Direct 0.288 0.057 | 5.094 | 0.177,0.399
effect)
Total indirect effect 0.488 0.068 0.358, 0.624

Cultural intelligence -> Cross-
cultural competence -> Cross- 0.387 0.074 0.240, 0.528
cultural performance

Cultural intelligence ->
Expatriate resilience -> Cross- 0.028 0.018 0.01, 0.072
cultural performance

Cultural intelligence -> Cross-
cultural competence ->

Expatriate resilience -> Cross- L S 0.030,0.120
cultural performance

Cultural intelligence -> Cross-

cultural performance (Total 0.776

effect)

Source: This study
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0.776
(total effect) Cross-
> cultural

performance
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Cross-
cultural
performance

Cultural
intelligence

0.288%**

Figure 5-1 The serial mediation result of cross-cultural competence
and expatriate resilience on the influence of cultural intelligence
on cross-cultural performance

Source: Original study

This study's findings showed that expatriates always try to use their

resources to regulate their behavior and master their demands in order to achieve

their outcomes in a complicated social environment (Hobfoll et al., 2018). Our

findings enriched the existing literature by supporting that cross-cultural

competence and expatriate resilience are two crucial mediations for the influence

of cultural intelligence on expatriate resilience in the multicultural environment.
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5.5.7 The serial mediating effect of cross-cultural competence and expatriate
resilience on the influence between emotional intelligence and cross-cultural

performance

For the indirect impact of emotional intelligence on cross-cultural
competence, Table 5.28 showed that 95% confidence intervals (Cls) for all
indirect effects (5,000 bootstrap samples) do not include zero. Thus, this result
confirmed the significance of indirect effects. Particularly, Table 5.29 showed that
cross-cultural competence acts as a positive mediator between emotional
intelligence and cross-cultural performance (B = 0.448, SE = 0.074, p-value <
0.001). Similarly, expatriate resilience had a significant mediating for the
relationship between emotional intelligence and cross-cultural performance (B =
0.036, SE = 0.018, p-value < 0.01). Furthermore, this study's results further
discovered that emotional intelligence is linked to higher degrees of cross-cultural
competence and expatriate resilience, both of which are linked to higher levels of
cross-cultural performance (B = 0.046, SE = 0.023, p-value < 0.001). The total
effect of cultural intelligence on cross-cultural performance was positive (B =
0.882). These results concluded that cross-cultural competence and expatriate
resilience serially mediate the effect of emotional intelligence and cross-cultural
performance. Thus, Hypothesis H8b was confirmed. Moreover, because the direct
impact between emotional intelligence and cross-cultural performance was also
positive and significant (B = 0.352, SE = 0.057, p < 0.001), therefore, this result
concluded that cross-cultural competence and expatriate resilience partially
mediate the influence of emotional intelligence on cross-cultural performance
(Baron and Kenny, 1986).
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The findings of this study were noteworthy and in keeping with the idea of
resource theory dialogue, which confirmed that individual competence and
resources were vital assets for them to overcome challenges and accomplish
outstanding outcomes. Additionally, our findings added to the body of knowledge
by demonstrating that cross-cultural competence and expatriate resilience are two
critical mediators of the impact of emotional intelligence on cross-cultural

performance in a multicultural setting.

Table 5.28 Regression coefficients of serial mediation model on emotional

intelligence and cross-cultural performance

Cross-cultural Expatriate Cross-cultural
Variables competence resilience performance
B 95% CI B 95% CI B 95% CI
Emotional s | 0.666, wxs | 0.160, wxs | 0.266,
intelligence ks 0.802 by 0.379 0.352 0.438
Cross-
0.349 0.343
**k*kx 1 J*Kk i )
cultural 0.464 0.579 0.438 0533
competence
Expatriate < 10.012,
resilience 0.0% 0.181
R2=0.591 R2=0.533 R2=0.736
F(1,312) = F(2,311) = F (3,310) =
451.608*** 177.587*** 288.668***

Source: This study
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Table 5.29 The direct, indirect, and total effect of emotional intelligence,

cross-cultural competence, expatriate resilience, and cross-cultural performance

Relationship Effect SE t value 959% ClI
Emotional intelligence ->
Cross-cultural performance | 0.352 0.057 8.067 | 0.266, 0.438
(Direct effect)
Total indirect effect 0.530 0.065 0.283,0.474
Emotional intelligence ->
Cross-cultural  competence ->| 0.448 0.074 0.237, 0.452
Cross-cultural performance
Emotional intelligence ->
Expatriate resilience -> | 0.036 0.018 0.03, 0.064
Cross-cultural performance
Emotional intelligence ->
Cross-_cultural co_mpetence -> 0.046 0.023 0.005. 0.071
Expatriate resilience ->
Cross-cultural performance
Emotional intelligence ->
Cross-cultural performance | 0.882
(Total effect)

162
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0.096*
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Figure 5.2 The serial mediation result of cross-cultural competence
and expatriate resilience on the influence of emotional intelligence

on cross-cultural performance

Source: This study

5.5.8 The serial mediating effect of cross-cultural competence and expatriate

resilience on the influence between political intelligence and cross-cultural

performance

For the indirect impacts of political intelligence on cross-cultural

competence, the results showed that 95% confidence intervals (CIs) for all indirect

effects (5,000 bootstrap samples) do not include zero (see Table 5-30). Thus, this

result confirmed the significance of indirect effects between political intelligence

and cross-cultural performance. Particularly, Table 5.31 demonstrated that cross-
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cultural competence operates as a positive mediator between political intelligence
and cross-cultural performance (B = 0.277, SE = 0.050, p-value < 0.001).
Similarly, expatriate resilience had a significant mediating for the relationship
between political intelligence and cross-cultural performance (B = 0.022, SE =
0.012, p-value < 0.01). Furthermore, we discovered that emotional intelligence is
linked to a higher level of cross-cultural competence and expatriate resilience,
which are also connected to higher levels of cross-cultural performance (B = 0.030,
SE = 0.014, p-value < 0.001). The total effect of political intelligence on cross-
cultural performance was positive and significant (B = 0.981, t value = 5.647, 95%
Cl = 0.639, 1.323, p < 0.001). These results concluded that cross-cultural
competence and expatriate resilience serially mediate the effect of political
intelligence and cross-cultural performance. Thus, Hypothesis H8c was confirmed.
Moreover, because the direct impact between political intelligence and cross-
cultural performance was also positive and significant (B = 0.329, SE = 0.048, p
< 0.001). Therefore, this result confirmed that cross-cultural competence and
expatriate resilience partially mediate the influence of political intelligence on

cross-cultural performance (Baron and Kenny, 1986).

The findings of this study were notable and consistent with the resource
theory discussion, which affirmed that individual competency and resources are
critical assets for them to overcome problems and achieve exceptional results. As
a result, expatriates tried their best to maximize their resources to maintain control
over their conduct in a cross-cultural environment. According to our findings,
cross-cultural competence and expatriate resilience were two major mediators of
the impact of political intelligence on expatriate resilience in a multicultural

setting.
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Table 5.30 Regression coefficients of serial mediation model on political

intelligence and cross-cultural performance

Cross-cultural Expatriate Cross-cultural
Variables competence reS|I|en(;e50/ performance
B 95% ClI B CIO B 95% Cl
Political wxx | 0.603, wxn | 0.133, wxn | 0.261,
intelligence 0.663 0.724 0.232 0.322 0.338 0.414
Cross-
0.355 0.323
**k*k 1 *k%k ’
cultural 0.472 0.538 0.418 0513
competence
Expatriate « 0.013,
resilience 0.096 0.178
R2=0.597 R2=0.530 R2=0.744
F(1,312) = F(2,311) = F (3, 310) =
462.549*** 175.274*** 299.625***

Source: This study

Table 5.31 The direct, indirect, and total effect of political intelligence,

cross-cultural competence, expatriate resilience, and cross-cultural performance

Relationship Effect SE tvalue | 95% CI

Political intelligence -> Cross- 0.261,
cultural performance (Direct effect) 0.338 0.039 8.693 0.414
- 0.243,
Total indirect effect 0.329 0.048 0.430
Emotional intelligence -> Cross- 0.305
cultural competence -> Cross- 0.277 0.050 on
0.580

cultural performance
Emotional intelligence -> 0.004
Expatriate resilience -> Cross- 0.022 0.012 on
0.083

cultural performance
Political intelligence -> Cross- 0.002,
cultural competence -> Expatriate 0.030 0.014 0.059
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Relationship Effect SE tvalue | 95% CI

resilience -> Cross-cultural
performance

Political intelligence -> Cross-

cultural performance (Total effect) 0.767
Source: This study
0.767
(total effect) Cross-

Political

cultural
performance

intelligence

Cross-
cultural
competence

0.472%*% Expatriate

resilience

0.663%*** 0.096*

0.418%***

Political c(f]i{t)l?fz;l
intelligence )
0.338%** performance

Figure 5.3 The serial mediation result of cross-cultural competence and
expatriate resilience on the influence of political intelligence on cross-cultural
performance

Source: This study

166




5.5.9 The moderating effect of host country nationals’ helping behavior and

organizational support

As shown in Table 5.32, there was no moderating effect of host country
nationals helping behavior on the influence of expatriate resilience on cross-
cultural performance (B = -0158, t = - 0.313, p >0.05). Similarly, this study's
results showed that there is no moderating effect of organizational support on the
influence of expatriate resilience on cross-cultural performance ((B =-0.311,t=-
0.741, p >0.05). Therefore, this study concluded that Hypothesis H9 and

Hypothesis H10 are not significant and not supported.

Table 5.32 The moderating test of host country nationals helping behavior and

organizational support

Moderator: Host country nationals helping

H Path behavior and Organizational support

B t LLCI | ULCI p

Host country nationals helping
behavior * Expatriate

H9 N -0.158 | -0.313 | -0.115 | 0.083 | 0.754
resilience -> Cross-cultural

performance

Organizational support *
H10 | Expatriate resilience -> Cross- | -0.311 | -0.741 | -0.114 | 0.051 | 0.459

cultural performance

Source: This study
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CHAPTER SIX
RESEARCH CONCLUSIONS AND SUGGESTIONS

This chapter discussed conclusions, managerial implications, and future
study directions. This chapter was organized into three major sections. The first
section summarized the survey results. Based on the summary of survey results in
the first section, managerial implications for academics and practitioners were
presented. Limitations and future research directions were also focused on in the

third section.
6.1 Conclusions

This study examined a comprehensive model for multiple intelligence,
cross-cultural competence, expatriate resilience, and cross-cultural performance;
the influence of biculturalism on multiple intelligence and the mediating effect of
multiple intelligence on the relationship between biculturalism and cross-cultural
competence; the serial mediating effects of cross-cultural competence and
expatriate resilience on the influence of multiple intelligence on biculturalism; and
the serial mediating effects of cross-cultural competence and expatriate resilience
on the influence of multiple intelligence on biculturalism. Table 6.1 showed the
summary of the results of this study. Among ten hypotheses, six hypotheses were
supported, two hypotheses were partially supported, and two hypotheses were not

supported.

Table 6.1 The summary of the result of this study

Hypothesis Statement Result

Hypothesis 1a There is a positive relationship between | Significant and supported

biculturalism and cultural intelligence. | =0.732,
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Hypothesis

Statement

Result

t value =25.165,
p-value < 0.001.

Hypothesis 1b

There is a positive relationship between

biculturalism and emotional

intelligence.

Significant and supported
B=0.623,

t value =15.985,

p-value < 0.001.

Hypothesis 1c

There is a positive relationship between

biculturalism and political intelligence.

Significant and supported
B =0.601,

t value = 13.022,

p-value < 0.001.

Cultural intelligence has a positive

Significant and supported

Hypothesis 2
influence on cross-cultural competence. | B = 0.423,
t value =5.213,
p-value < 0.001.
Hypothesis 3 Emotional intelligence has a positive | Significant and supported
influence on cross-cultural competence. | B = 0.146,
t value =2.253,
p-value < 0.05.
Hypothesis 4 Political intelligence has a positive | Significant and supported
influence on cross-cultural competence. | B = 0.251,
t value =3.737,

p-value < 0.001.
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Hypothesis

Statement

Result

There is a positive influence between

Significant and supported

Hypothesis 5
cross-cultural competence and | B =0.349,
expatriate resilience. t value =3.609,
p-value < 0.001.
Hypothesis 6 There is a positive influence between | Significant and supported
expatriate resilience and expatriate | B =0.359,
cross-cultural performance. t value = 6.341,
p-value < 0.001.
Hypothesis 7a Cultural intelligence mediates the | Significant and partially
positive relationship between | supported,
biculturalism and cross-cultural | = 0.310,
competence. t value = 4.828,
p-value < 0.001.
Hypothesis 7b Emotional intelligence mediates the | Significant and partially
positive relationship between | supported,
biculturalism and cross-cultural | B =0.091,
competence. t value = 2.200,
p-value < 0.05.
Hypothesis 7¢ Political intelligence mediates the | Significant and partially
positive relationship between | supported,
biculturalism and cross-cultural | B=0.091,
competence. t value = 3.737,
p-value < 0.05.
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Hypothesis

Result

Hypothesis 8a

Statement
Cross-cultural competence and
expatriate resilience mediate the

influence of cultural intelligence and

expatriate’s cross-cultural performance.

Significant and partially
supported,

Direct effect (B= 0.288),
total indirect effect (B =
0.488), total effect (B=
0.776).

Hypothesis 8b

and
the

Cross-cultural competence

expatriate  resilience mediate
influence of emotional intelligence and

expatriate’s cross-cultural performance.

Significant and partially
supported,

Direct effect (B = 0.352),
total indirect effect (B =
0.530), total effect (B=
0.882).

Hypothesis 8c

and
the

Cross-cultural competence

expatriate  resilience mediate
influence of political intelligence and

expatriates’ cross-cultural performance.

Significant and partially
supported,

Direct effect (B= 0.338),
total indirect effect (B =
0.329), total effect (B=
0.767).

Hypothesis 9

Host national’s  helping
the

expatriate

country

behavior moderates positively

relationship between

resilience and expatriate’s  cross-

cultural performance.

Not supported,
B =-0.158,
t value = -0.313,

p-value > 0.05.

171




Hypothesis Statement Result

Hypothesis 10 | Organizational ~ support moderates | NOt supported,
positively the relationship between p=-0311,
expatriate resilience and expatriate’s tvalue =-0.741,
cross-cultural performance. p-value > 0.05.

Source: This study

Based on the findings of this study, the following contributions of this study
are important and beneficial to the current literature on expatriate management.
First, this study confirmed that biculturalism plays a vital role in improving
expatriates’ cultural, emotional, and political intelligence in a multinational
environment. Previous studies argued that there are many fragmentations in the
findings of literature that limit us from understanding how expatriates’ bicultural
identity can be used to develop cultural knowledge and ability (Fang, Schei, and
Selart, 2018; de Waal and Born, 2020; Lakshman et al., 2020) since the previous
study rarely demonstrated an empirical link between biculturalism and multiple
intelligence (cultural intelligence, emotional intelligence, and political
intelligence) and cross-cultural competence. This study’s findings supported
social cognitive theory by proposing those relationships and opening the door for
future research on the multiple intelligence and cross-cultural competence

involving biculturalism (Lakshman, 2013).

The second conclusion of this study was that the influence of multiple
intelligence (cultural intelligence, emotional intelligence, and political
intelligence) has a favorable and substantial impact on cross-cultural competence.

Because cultural intelligence, emotional intelligence, and political intelligence
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were important factors for expatriates to develop their cross-cultural competency.
Therefore, expatriates with higher cultural, emotional, and political intelligence
can enhance their cross-cultural competence in a multicultural setting. The
findings of this study showed how configurational techniques can help us better
understand the antecedents of cross-cultural competence, such as cultural
intelligence, emotional intelligence, and political intelligence, and how they can

be used to help expatriates improve their cross-cultural competence.

Third, the study findings further demonstrated that the relationship between
biculturalism and cross-cultural competence is partially mediated by cultural
emotional, and political intelligence. In general, the mediating role of cultural
intelligence, emotional intelligence, and political intelligence supported the
theoretical model of social cognitive process (in monocultural), which asserted
that an individual’s bicultural identity is critical for cross-cultural competence
(Lakshman et al., 2021). Accordingly, this study’s findings were consistent with
social cognitive theory, confirming that the complicated cognitive procedure
(individual bicultural identity) enables expatriates to build and develop their cross-
cultural competence through cultural intelligence, emotional intelligence, and
political intelligence. Despite various contributions to raising awareness of the
need of considering expatriates' cultural origins in such assessments, the majority
of this material included flaws that prevent a comprehensive understanding of the
relationship between biculturalism and cross-cultural competence (Lakshman et
al.,, 2021). Therefore, the above results critically contribute to the existing
literature on individual bicultural identity and expatriate cross-cultural

competence.
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Forth, this study confirmed that expatriates with a higher level of cross-
cultural competence can improve their resilience which further enhances cross-
cultural performance in the multinational environment. This finding illustrated the
crucial role of cross-cultural competence that enables expatriates to fully utilize
their beliefs, hope, and motivation to complete all assignments and duties in a
multicultural environment. Because resilience was the beliefs, hope, and
motivation of the individual in difficult situations. Therefore, the more
development of cross-cultural competence was developed, the higher expatriate

resilience and cross-cultural performance were (Mishra and McDonald, 2017),

Fifth, the study's most noteworthy conclusion was that discovers a new
serial mediating mechanism of cross-cultural competence and expatriate resilience
on the influence of cultural intelligence, emotional intelligence, and political
intelligence on cross-cultural performance. This study's findings showed that
cross-cultural competency and expatriate resilience are also two important factors
for the influence of cultural intelligence, emotional intelligence, and political
intelligence on the cross-cultural performance of expatriates. Expatriates with
strong cultural intelligence, emotional intelligence, and political intelligence will
obtain superior cross-cultural competency and resilience through training or on-
the-job experience. Once expatriates were confident in their cultural, emotional,
and political abilities, they would respect international colleagues and understand
how to behave with them in the multi-cultural setting as well as overcome the
pressures and obstacles of shock and cultural difference (Mayer, Viviers, and
Tonelli, 2016). As a result, they can complete effectively their cross-cultural
performance. Our findings were explained by the foundation of resource

conservation theory which demonstrated that when individuals make use of all of
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their resources such as intelligence, culture, and resilient ability, they can achieve

the desired outcome such as performance and success (Ahmad et al., 2020).

Last, this study’s result confirmed that the host country nationals helping
behavior and organizational support do not accelerate the influence of expatriate
resilience on cross-cultural performance. These findings were explained by the
fact that when an expatriate has a wide range of cultural experiences in their host
country, they will be able to deal with difficult situations and barriers without
relying on others. The results corroborated the findings of Hofstede's study on
cultural dimension theory (1980). Accordingly, individuals who lived in a
democratic country with an individualistic culture were always independent and
self-controllable in their personal work and lives. These results expanded the
previous findings regarding the relationship between expatriate resilience and
cross-cultural performance by showing the insignificant moderating role of host
country nationals in helping behavior and organizational support in the cross-

cultural environment.

6.2 Academic implications

It is believed that this study's results provide several vital contributions to
the literature in the field of international human resource management. First, the
study results concluded that biculturalism is the crucial antecedent of multiple
intelligence. The social cognitive theory appears to have much potential for
explaining intercultural work in multicultural situations. Our result supported the
findings of Lakshman et al. (2021), who asserted that biculturalism is the outcome
of specific qualitative qualities of experiences in another culture and cannot exist
without cross-cultural experience. Based on social cognition theory, our study
results have expanded the findings of Lakshman et al. (2021) by confirming that
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individuals can increase their cultural intelligence, emotional intelligence, and
political intelligence by enhancing their causal reasoning sophistication.
Consequently, bicultural individual identities with better developed causal
reasoning were more likely to have superior cultural, emotional, and political

intelligence (Lakshman et al., 2021).

Second, the present study results confirmed that cultural, emotional, and
political intelligence are essential antecedents of cross-cultural competence that
can improve expatriates' resilience and cross-cultural performance in an
international context. The study findings enriched the current literature by offering
considerable insight into the influence of the nature of cultural intelligence,
emotional intelligence, and political intelligence on cross-cultural competence.
The current study results provided an additional contribution to studies of Bartel-
Radic and Giannelloni (2017) and Liao et al. (2021) on the antecedents that can
improve an expatriate's cross-cultural competence and outcome in a cross-cultural
context. Importantly, this study's results further strengthened and enlarged the idea
of social learning theory in cross-cultural which mentioned that people can learn
and develop effectively the competency and social skills through engaging and
observing other people in a social setting (Lakshman et al., 2021). As a result,
when expatriates possessed high multiple intelligence, they could easily
understand, communicate, interact, and learn with other employees and local
people in the host country through cultural flexibility, non-ethnocentrism, and

tolerance of ambiguity.

Additionally, no previous research has shown how biculturalism influence
cross-cultural competence through multiple intelligence function (cultural,

intelligence, emotional intelligence, and political intelligence). Based on the social
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learning theory, this study result confirmed that bicultural individual identity not
only influences significantly and directly cross-cultural competence but also
significantly improves their cross-cultural competence in an international
environment through cultural intelligence, emotional intelligence, and political
intelligence. Furthermore, this study confirmed that cultural flexibility, non-
ethnocentrism, and tolerance of ambiguity are three critical factors of cross-
cultural competence. Thus, the author believes that this study’s findings are crucial
because the research on cross-cultural competence is just in a new stage, and the
feature of cross-cultural competence is highly complicated (Bartel-Radic and
Giannelloni, 2017). The present findings also replied to the calls of Bartel-Radic
and Giannelloni (2017) concerning the demand to build an insight knowledge of

the perspective of cross-cultural competence.

Third, most of the prior studies have been focusing on the influence of
employees’ cultural intelligence on the cross-cultural adjustment of expatriates
(Liao et al., 2021). However, there was no study considering the indirect effect of
the serial mediating effect of cross-cultural competence and expatriate resilience
for the influence of multiple intelligence on cross-cultural performance. The
present study showed the positive and critical influence of cross-cultural
competence and expatriate resilience on cross-cultural performance and the partial
mediating effect of cross-cultural competence and expatriate resilience on the
relationship between multiple intelligence and cross-cultural performance. By
considering cross-cultural competence and expatriate resilience as crucial
resources for expatriates when working in the host country, this study expanded
the body of knowledge on conservation resource theory and international

management as well as the finding of Davie et al. (2019) regarding the value of
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personal resources for cross-cultural performance, for instance, cross-cultural

competence and expatriate resilience in which these variables have been studied.

Last but not least, this research has significantly contributed to the current
literature on expatriate performance by shedding light on the cross-cultural
performance components which include context performance, adaptive
performance, and task performance. Cross-cultural performance should be
included in the expatriate research as a crucial outcome in confirming an
individual's success in culturally diverse environments. This was a significant
finding because previous studies on expatriate performance were still uneven and
difficult. Additionally, the definitions of expatriate cross-cultural performance
were very inconsistent in the current literature (Wildman et al., 2021). To the best
of the author's understanding, there is no prior research illustrating context
performance, adaptive performance, and task performance in cross-cultural
competence functions in the international assignment. The results also answer the
calls of Wildman et al. (2021) concerning the need to provide a deeper
understanding of the actual component of cross-cultural performance. Thus, future
research can employ the components of this study's cross-cultural performance in

their research.
6.3 Managerial implications

In addition to the main findings, the study results provided significant
managerial implications for the international human resources and expatriate
management strategies of international firms. First, it was an essential benefit for
multinational companies to recruit individual bicultural identities and educate
them to improve multiple intelligence (cultural intelligence, emotional intelligence,

and political intelligence) in building and managing relationships and effectively
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communicating and interacting with the relevant stakeholders in the host country.
Among other factors, selection may be reduced the possible risk and difficulties
for expatriates when working in complicated, diverse settings (Lakshman et al.,
2021). Second, before sending individuals abroad, firms should evaluate the
possible abilities of their biculturalism, cultural intelligence, emotional
intelligence, and political intelligence. Furthermore, cross-cultural competency
should be used as one of the essential indicators to evaluate expatriates’

competitive advantages in overseas assignments.

Third, based on our findings, managers should pay crucial attention to
long/short-term orientation and support, training programs, or assignments to
improve and develop expatriates' cultural intelligence, emotional intelligence,
political intelligence, cross-cultural competence, and expatriate resilience in order
to achieve the desire outcomes such as cross-cultural performance (Liao et al.,
2021). According to Masrek et al. (2021), the organization can apply various
approaches to enhance employees' cultural competence through the cultural
intelligence model. A Research Report by the Society of Human Resource
Management (2015) suggested that organizations need to prioritize evaluating the
intellectual and cultural ability of their employees and that assignments should
always be put as the most important issue as possible. Notably, managers can
utilize several ways to improve their cultural competency, such as gaining
practical experience and reflection through working, organizing training and
coaching programs, and developing their employee's cultural intelligence.
Importantly, managers of firms should motivate their employees to engage with
their colleagues from various cultures to reduce misunderstandings and stress

caused by encountering a new culture (Chen et al., 2011; Liao et al., 2021).
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Fourth, before sending or employing employees/candidates for overseas
assignments, firms should utilize cultural intelligence, emotional intelligence,
political intelligence, cross-cultural competence, and resilience as crucial
indicators for the assessment of expatriate performance (Lee and Socoko 2010;
Liao et al., 2021; Wechtler et al., 2015). Finally, expatriates must also be active
and plan to ease their integration into the new cultural environment. Before
embarking on an overseas assignment, being aware of acceptable assignments can
assist individuals in better adapting to the cultural, emotional, political,
psychological, and career-related challenges of culturally complex situations
(Bartel-Radic and Giannelloni 2017; Liao et al., 2021).

6.4. Limitations and future research directions

Aside from the research contributions, the current paper had a few
limitations that should be considered when generalizing the research findings and
determining future research directions. First, this study aimed to provide a
thorough research framework that includes the antecedents, mediators, serial
mediators, moderators, and consequences of cross-cultural competence and
expatriate resilience, it was difficult to make sure that other research constructs
not included in this study are not important for cross-cultural competence and
expatriate resilience. Therefore, more empirical validations are encouraged to
identify the impact of other factors on cross-cultural competence and expatriate
resilience which further improve cross-cultural performance. Second, the study
surveys only relied on self-reporting to collect the data, although this study already
validated the self-reporting research constructs before implementing data
collection in order to prevent social desirability bias. As a result, future studies

should apply multiple resources rather than self-reports, such as supervisor or
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spouse assessments (Liao et al., 2021). Third, by using PLS-SEM data analysis
the impact of the control variable such as age, working experiences, and
nationality was not investigated in this study. Thus, future research could be
beneficial to control variables related to the role of research constructs. For
example, examining the effect of nationality characteristics in altering the
relationship between study constructs would be an interesting research question.
Fourth, due to the limited resources, this study used a cross-sectional survey rather
than applying a longitudinal study. Future research could build on the findings of
this study by employing longitudinal research, which is conducted over a lengthy
period to ensure that the results are highly reliable. Finally, although Mturk was
regarded as an effective tool for enhancing access to distinct sets of respondents
that are equally valuable to or more valuable than those accessible through
conventional methods. Participants, however, might not adhere to the task
requirements exactly. In addition, because respondents received a cash advantage
for participating in this study's survey, it was challenging to spot fake samples of
respondents or to give the answers based on social desirability (Hunt and Scheetz,
2018). Therefore, rather than relying just on Mturk, future studies can take into

account other conventional techniques to gather the data.
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APPENDIX: Questionnaire

The Influence of Biculturalism, Multi-Intelligence, Cross-cultural Competence
and Resilience on Expatriate’s Cross-cultural Performance: The Moderating
Effect of Host Country Nationals’ Helping Behavior and Perceived
Organizational Support

Dear Prospective Survey Participant

My name is William Dao, a doctoral student at Nanhua University in
Taiwan. | am conducting research as part of completing the Ph.D. program. My
study is entitled “The Influence of Biculturalism, Multiple Intelligence, Cross
cultural Competence and Resilience on Expatriate’s Cross-cultural Performance:
The Moderating Effect of Host Country Nationals’ Helping Behavior and
Perceived Organizational Support”. If you are working in a multinational company
and have at least three years of international working experience, | sincerely invite

you to participate in this research study by expressing your opinions in my survey.

The purpose of this study is to investigate the interrelationships between
individual bicultural identity, multi-intelligence, and cross-cultural competence,
resilience, and their impacts on the cross-cultural performance of expatriates who
are working in a multinational company. The American Psychological
Association's and Nanhua University's Department of Business Administration's

standards for research are followed in this study.

Your participation in this survey is completely voluntary. All of your
responses will be kept confidential. They will only be used for statistical purposes
and will be reported only in aggregated form. No compensation will be offered
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for your participation. You will be able to withdraw from the survey at any time
and all survey responses will be deleted, including the informed consent

agreement.
The survey will take around 40 minutes to complete.

If you have any questions about this survey or difficulty in accessing the
site of the survey, please contact me at: daotuan.vnu@gmail.com or WhatsApp:
+1 (417) 379-0572.

Thank you so much for taking the time to assist me in my educational

endeavors.
Sincerely!

William Dao, Ph.D. Student, Department of Business Administration, 5th
Floor, H Building, Nanhua University, No. 55, Section 1, Nanhua Road, Dalin
Town, Chiayi County, 622, Taiwan.

Wann-Yih Wu, Ph.D., Chair Professor, Department of Business
Administration, College of Management, Room 516, 5th Floor, H Building,

Nanhua University; Email: wanyih@nhu.edu.tw.

Section I. Personal information

1. Gender 1. Male 2. Female 3. Prefer not to say

1. Less than 30 2.From31to 35 |3.From 36to40

2. Age
4. From41to50 |5.From51to60 |6.More than 60
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3. Education

1. Bachelor

degree

2. Master degree

3. Doctor degree

4. International

1. From 3 to 5

years

2. From 5 to 10

years

3. From 10 to 15

years

4. Senior manager

working
Experience 4. More than 16
years
) 3. The United
1. Taiwan 2. Japan _
States of America
5. Current )
_ 4. Canada 5. New Zealand | 6. Australia
working country
7. The United _ Q. European
) 8. China )
Kingdom Union
6. Current 1. Senior Staff 2. Supervisor 3. Manager
position

Section Il. Research construct

Construct

Level of agreement

Strongly

disagree

) Somehow
Disagree|
disagree

Neutral

Somehow
Agree
agree

Strongly

agree

Biculturalism
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
1. | see myself as a bicultural individual
(e.g., Vietnamese-Taiwanese, Taiwanese- 1 2 3 4 5 6 7
American, European-American, etc.)
2. | am a bicultural individual. 1 2 3 4 5 6 7
3. | have internalized both the cultures in
) _ 1 2 3 4 5 6 7
which | have lived.
4.1 speak fluently both the languages of my
native country and that of my current| 1 2 3 4 5 6 7
country of domicile.
5. | understand people in this culture as
_ 1 2 3 4 5 6 7
much as those in my home country.
Cultural intelligence
Meta-cognitive cultural intelligence
1. I am conscious of the cultural knowledge
| use when interacting with people with| 1 2 3 4 5 6 7
different cultural backgrounds.
2. 1 am conscious of the cultural knowledge
_ _ 1 2 3 4 5 6 7
| apply to cross-cultural interactions.
3. | adjust my cultural knowledge as |
interact with people from a culture that is| 1 2 3 4 5 6 7
unfamiliar to me.
4. 1 check the accuracy of my cultural
knowledge as | interact with people from 1 2 3 4 5 6 7
different cultures.
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
Cognitive cultural intelligence
5. I know the legal and economic systems
1 2 3 4 5 6 7
of other cultures.
6. | know the religious beliefs of other
1 2 3 4 5 6 7
cultures.
7. | know the marriage systems of other
1 2 3 4 5 6 7
cultures.
8. | know the arts and crafts of other
1 2 3 4 5 6 7
cultures.
9. I know the rules (e.g., grammar) of other
1 2 3 4 5 6 7
languages.
10. 1 know Fhe r_ules for expressing non- 1 5 3 4 5 6 7
verbal behaviors in other cultures.
Motivational cultural intelligence
11. | enjoy interacting with people from
_ gid : Peop 1 2 3 4 5 6 7
different cultures.
12. | enjoy living in cultures that are
. 1 2 3 4 5 6 7
unfamiliar to me.
13. | am confident that | can socialize with
_ _ . 1 2 3 4 5 6 7
locals in a culture that is unfamiliar to me.
14. 1 am confident that | can get accustomed
to the shopping conditions in a different| 1 2 3 4 5 6 7
culture.
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
15. I am sure | can deal with the stresses of
o ) 1 3 4 5 6 7
adjusting to a culture that is new to me.
Behavioral cultural intelligence
16. | change my verbal behavior (e.g.,
accent, tone) when a cross-cultural 1 3 4 5 6 7
interaction requires it.
17. 1 change my non-verbal behavior when
o o T 3 4 5 6 7
a cross-cultural situation requires it.
18. | used to pause and silence differently
o w4 1 3 4 5 6 7
to suit different cross-cultural situations.
19. | vary the rate of my speaking when a
Y o Y p _ y 1 3 4 5 6 7
cross-cultural situation requires it.
20. | alter my facial expressions when a
_ _ AN 1 3 4 5 6 7
cross-cultural interaction requires it
Emotional intelligence
Self-emotion appraisal (SEA)
1. When | am very down, | will try to do
_ 1 3 4 5 6 7
something to make myself feel better.
2. | have good understanding of my own
_ 1 3 4 5 6 7
emotions.
3. I really understand what 1 feel. 1 3 4 5 6 7
4. | always know whether or not I am
1 3 4 5 6 7
happy.
Others’ emotion appraisal (OEA)
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
5. I always know my friends’ emotions
) ) 1 2 3 4 5 6 7
from their behavior.
6.1 am a good observer of others’ emotions. 1 2 3 4 5 6 7
7. | am sensitive to the feelings and
_ 1 2 3 4 5 6 7
emotions of others.
8. | have good understanding of the
_ 1 2 3 4 5 6 7
emotions of people around me.
Use of emotion (UOE)
9. I always set goals for myself and then tr
Y g Y 4 1 2 3 4 5 6 7
my best to achieve them.
10. | always tell myself 1 am a competent
1 2 3 4 5 6 7
person.
11. 1 am a self-motivated person. 1 2 3 4 5 6 7
12. I would always encourage myself to tr
Y Jemy Y 1 2 3 4 5 6 7
my best.
Regulation of emotion (ROE)
13. | am able to control my temper and
o _ 1 2 3 4 5 6 7
handle difficulties rationally.
14. 1 am quite capable of controlling m
-q P I m 1 2 3 4 5 6 7
own emotions.
15. I can always calm down quickly when |
1 2 3 4 5 6 7
am very angry.
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
16. | have good control of my own
_ 1 2 3 4 5 6 7
emotions.
Political intelligence
Networking ability
1. I spend a lot of time and effort at work
_ _ 1 2 3 4 5 6 7
networking with others.
2. | am good at building relationships with
_ _ 1 2 3 4 5 6 7
influential people at work.
3. I have developed an extensive network of
colleagues and associates at work whom |
1 2 3 4 5 6 7
can call on for support when | need to get
things done.
4. At work, | know many influential people
1 2 3 4 5 6 7
and am well connected.
5. 1 am good at using my connections and
_ 1 2 3 4 5 6 7
networks to make things happen at work.
6. | spend much time at work developing
1 2 3 4 5 6 7

connections with others.

Interpersonal influence
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
7. | can make most people feel comfortable
1 2 3 4 5 6 7
and at ease around me.
8. | can communicate efficiently and
) ) 1 2 3 4 5 6 7
effectively with others.
9. It is easy for me to develop good rapport
) Y Pe PP 1 2 3 4 5 6 7
with most people.
10. I am good at getting people to like me. 1 2 3 4 5 6 7
Social astuteness
11. I am particularly good at sensing the
o P _ V9 S 1 2 3 4 5 6 7
motivations and hidden agendas of others.
12. | have good intuition or savvy about
1 2 3 4 5 6 7
how to present myself to others.
13. I always seem to instinctively know the
) _ _ 1 2 3 4 5 6 7
right thing to say or do to influence others.
14. 1 understand people very well. 1 2 3 4 5 6 7
15. I pay close attention to people’s facial
Py peop 1 2 3 4 5 6 7

expressions.

Apparent sincerity
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
16. When communicating with others, | try
o 1 2 3 4 5 6 7
to be genuine in what | say and do.
17. It is important that people believe | am
) ) 1 2 3 4 5 6 7
sincere in what | say and do.
18. | try to show a genuine interest in other
1 2 3 4 5 6 7
people
Cross-cultural competence
Cultural flexibility
1. Most foreign countries have interesting
and fun activities which are not common in 1 2 3 4 5 6 7
my country.
2. Learning about other cultures is
_ _ 1 2 3 4 5 6 7
interesting and fun.
3. It is easy for me to learn to enjoy new
o 1 2 3 4 5 6 7
activities.
4. It is easy for me to adapt to new ways of
) ) 1 2 3 4 5 6 7
doing things.
5. Even though a foreign country might not
have things | enjoy in my home country, it| 1 2 3 4 5 6 7

is easy for me to find new ones.
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
6. Because | find new activities to enjoy,
being away from my home country doesnot| 1 3 4 5 6 7
make me homesick.
Tolerance for ambiguity
7. The most interesting life is to live under
) _ o 1 3 4 5 6 7
rapidly changing conditions.
8. Adventurous and exploratory people go
farther in this world than do systematic and 1 3 4 5 6 7
orderly people.
9. When planning a vacation, a person
should have a schedule to follow if he's| 1 3 4 5 6 7
really going to enjoy himself.
10. Doing the same thing in the same places
) ) 1 3 4 5 6 7
for an extended time makes for a happy life.
Non-ethnocentrism
11. | am interested in learning more about
o _ 1 3 4 5 6 7
people who live in other countries.
12. I like to learn about other ways of life. 1 3 4 5 6 7
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
13. | enjoy being with people from other
countries to learn about their unique views| 1 2 3 4 5 6 7
and approaches.
14. | enjoy exchanging ideas with people
1oy IS _ Peap 1 2 3 4 5 6 7
from other cultures or countries.
15. | like to observe people of other
1 2 3 4 5 6 7
cultures, to see what I can learn from them.
16. | find people from other culture
) _ 1 2 3 4 5 6 7
stimulating.
17. Coming into contact with people of
_ 1 2 3 4 5 6 7
other cultures has greatly benefited me.
Cross-cultural performance
Task performance
1. I managed to plan my work so that it was
_ 1 2 3 4 5 6 7
done on time.
2. My planning was optimal. 1 2 3 4 5 6 7
3. | kept in mind the results that | had to
o 1 2 3 4 5 6 7
achieve in my work.
4. | was able to separate main issues from
1 2 3 4 5 6 7

side issues at work.
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
5. 1 was able to perform my work well with
o ) 1 2 3 4 5 6 7
minimal time and effort.
6. Collaboration with others was very
) 1 2 3 4 5 6 7
productive.
Context performance
7. | took on extra responsibilities. 1 2 3 4 5 6 7
8. | started new tasks myself, when my old
o 1 2 3 4 5 6 7
ones were finished.
9. | took on challenging work tasks, when
_ 1 2 3 4 5 6 7
available.
10. I worked at keeping my job knowledge
PIng myJ : 1 2 3 4 5 6 7
up-to-date
11. I worked at keeping my job skills up-to-
PingmyJ { ;- 2 3 4 5 6 7
date.
12. | came up with creative solutions to new
1 2 3 4 5 6 7
problems.
13. | kept looking for new challenges inm
_ P : : Y 1 2 3 4 5 6 7
job.
14. | actively participated in work meetings. 1 2 3 4 5 6 7
Adaptive performance
15. I work at keeping at my job knowledge
P /] . 1 2 3 4 5 6 7
up to date
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
16. | worked at keeping my job skills up-to
Ping myJ P 1 2 3 4 5 6 7
date
17. 1 have demonstrated flexibility 1 2 3 4 5 6 7
18. | was able to cope well with difficult
o 1 2 3 4 5 6 7
situations and setbacks at work
19. | recovered fast, after difficult situations
1 2 3 4 5 6 7
or setbacks at work
20. I came up with creative solutions to new
1 2 3 4 5 6 7
problems.
21. | was able to cope well with uncertain
) o 1 2 3 4 5 6 7
and unpredictable situations at work
22. | easily adjusted to changes in my work. 1 2 3 4 5 6 7
Perceived host country national’s
helping behavior
1. Host country colleagues help me when |
1 2 3 4 5 6 7
am absent.
2. Host country colleagues orient me even
o ) 1 2 3 4 5 6 7
though it is not required.
3. Host country colleagues help me when
1 2 3 4 5 6 7

my workload increases.
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Level of agreement

Construct Strongly | Somehow Somehow Strongly
] Disagree| Neutral Agree
disagree disagree agree agree
4. Host country colleagues teach me how to
avoid any problems | may encounter while| 1 3 4 5 6 7
doing their work.
5. Host country colleagues help me when |
1 3 4 5 6 7
have a heavy workload.
Perceived organizational support
1. The organization values my contribution
_ _ T 3 4 5 6 7
to its well-being
2. The organization appreciate any extra
: PP Y 1 3 4 5 6 7
effort from me
3. The organization cares about any
_ 1 3 4 5 6 7
complaint from me
4. The organization really cares about my
_ 1 3 4 5 6 7
well-being
5 If | did the best job possible, the
o _ 1 3 4 5 6 7
organization would notice
6. The organization cares about my general
_ _ 1 3 4 5 6 7
satisfaction at work
7. The organization takes pride in my
_ 1 3 4 5 6 7
accomplishments at work
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