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Abstract

Indian expatriates form a significant portion of western countries’ total
immigrant population. This study aims to empirically examine the significance
of cultural intelligence (CQ) and perceived organisational support (POS) in
facilitating Indian expatriates’ cultural adjustment and job satisfaction. We use
data from 220 Indian expatriates working in 30 different foreign subsidiaries
to examine the proposed hypotheses. First, we validated the collected data
using confirmatory factor analysis (CFA). We then tested the hypothesised
relationships through structural equation modelling (SEM). Results indicate
that CQ and POS were positively and significantly associated with Indian
expatriates’ cultural adjustment and job satisfaction. We also found support for
indirect effects where adjustment partially mediated the relationship between
the predictors—CQ and POS and the criterion, that is, job satisfaction. Finally,
we discuss the theoretical and practical implications of study findings and also
suggest directions for future research.
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Introduction

The globalisation era has led to companies extending their boundaries beyond
their country of origin and establishing operations overseas. With
internationalisation, there comes a plethora of challenges that multinational
corporations (MNCs) need to handle. These challenges range from the transfer of
human resource management policies and practices (Oppong, 2018) to managing
the integration and control over subsidiaries’ activities and performance, especially
in culturally distant nations (Colakoglu & Caligiuri, 2008). This is where the role
of expatriates comes into the picture. Research shows that expatriates play a
pivotal role in transferring firm-specific knowledge to subsidiaries, facilitating
entry into new local markets, and keeping intact the organisational structure,
culture and philosophy of MNCs (Colakoglu & Caligiuri, 2008; Kim & Slocum,
2008; Riusala & Suutari, 2004; Tripathi & Singh, 2021). Therefore, expatriates
are not only the mediums to effectuate the success and growth of MNCs but also
act as a guiding light for subsidiaries to realise global business objectives (Bhatti
et al., 2013; Lee & Sukoco, 2010). However, in the process of ensuring better
integration with subsidiaries, expatriates themselves are exposed to a variety of
challenges such as adjustment issues, language barriers, lack of cultural awareness
and support from the organisation. Consequently, many assignments result in
failure and early repatriation causing considerable loss to organisations and
expatriates (Kraimer et al., 2009; Singh & Tripathi, 2018; Tripathi & Singh,
2022). Templer (2010) argued that failed assignments may hamper an organisation
in several ways. Apart from substantial financial loss, premature returns badly
affect organisation productivity, sales and revenues, market size, business
opportunities and reputation in the market. Furthermore, assignment failures may
also have consequential impacts on employees’ overall well-being and confidence
(Kawai & Strange, 2014; Templer, 2010).

Difficulties arising out of living and working in a culturally distinct nation
have been extensively discussed in the literature (Kawai & Strange, 2014; Selmer,
2006; Tripathi & Singh, 2022). Management scholars and practitioners have
repeatedly touted the importance of cultural adjustment of expatriates and how
critical it is for foreign assignments’ success. In addition to this, the last two
decades witnessed an increase in the studies on cultural adjustment and its impact
on task and contextual performance (Bhatti et al., 2013; Jyoti & Kour, 2017;
Kawai & Strange, 2014; Lee & Sukoco, 2010; Mezias & Scandura, 2005; Nunes
etal.,2017; Ramalu et al., 2012). However, the topic of expatriate job satisfaction,
which is established as a significant determinant of the performance and retention
of employees, has often been overlooked by scholars (Bhaskar-Shrinivas et al.,
2005; Froese & Peltokorpi, 2011; Tripathi & Singh, 2020). Employees’ job
performance and retention is very important not only from the individual but also
from organisation’s success point of view. From individuals’ perspective, job
performance leads to satisfaction on job, which is an ultimate driving factor for
career satisfaction. Looking from organisations’ point of view, employee retention
is more crucial for organisation’s success and realising overall organisational
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objectives (Cerdin & Le Pargneux, 2014). Hence, employee’s job satisfaction
cannot be overlooked especially on foreign assignments. A satisfied employee is
more likely to be motivated enough to perform well and remain on the assignment.
Therefore, it would be worthwhile to study the factors that influence the job
satisfaction of employees on foreign assignments.

In addition, with the increasing global competition and the dependency of
MNCs on expatriates for successful business functions and growth (Bhatti et al.,
2013), it is imperative to understand why some expatriates are more adjusted and
satisfied than others in their international work assignments. In this regard,
cultural intelligence (CQ)—a set of intelligent behaviours from the viewpoint of
people in specific cultures, is believed to explain the reasons for individual
differences in acclimatising to distinct cultural environments (Huff et al., 2014).
Introduced by Earley and Ang (2003), this unique facet of intelligence is defined
as an individual’s competence to successfully adapt to new and unfamiliar cultural
environments. As evident from the recent review conducted by Ott and Michailova
(2018), CQ has been widely researched for its effects on cultural adjustment and
performance of expatriates. However, even after two decades of its advancement,
the effect of CQ on the job satisfaction of expatriates is yet to be explored.

Another important factor that is found to be related to a variety of employee
work-related attitudes and outcomes is perceived organisational support (POS).
POS indicates ‘employees’ perception of the degree to which organisations care
about their well-being and value their contribution in achieving organisational
goals’ (Kraimer & Wayne, 2004; Riggle et al., 2009). The meta-analyses on POS
and employee outcomes reveal that POS has a strong positive effect on job
satisfaction (Ahmed et al., 2015; Riggle et al., 2009). However, the research
results in these studies are limited to domestic employment contexts only.
Additionally, the relationship of POS with expatriate-related outcomes is still
under-researched (Kawai & Strange, 2014). It is important to note that the role of
POS becomes even more important in cross-cultural contexts where the support
from both the home and host country organisations is equally important for
expatriates’ psychological well-being (De Paul & Bikos, 2015).

Based on these rationales, the objective of the present research is to empirically
assess the role of CQ and POS in impacting expatriate adjustment and job
satisfaction. Studying adjustment and job satisfaction would also be important in
understanding the extent to which CQ and POS help expatriates in getting along
well in the new country and having positive attitude towards their job. In the
absence of such knowledge, MNCs may have a hard time figuring out why
expatriates don’t feel contented and what makes them quit the assignment. This
investigation is also expected to help MNCs in avoiding the cost incurred due to
failed international assignments. We expect three major contributions to
expatriation literature from our study. First, we attempt to investigate the effects
of CQ and POS on job satisfaction with cultural adjustment as a mediator. Second,
the theories of multiple intelligence and organisational support have been followed
to determine how CQ and POS affect expatriates’ job satisfaction. The last
contribution pertains to the testing of the research model in the Indian context.
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India has been a major source of expatriates as a large chunk of its population is
skilled and English-speaking (Thite et al., 2009; Tripathi & Singh, 2021;
Vijayakumar & Cunningham, 2016).

The following section comprises the theoretical background and how the
hypotheses have been developed.

Theoretical Background and Hypotheses Development

CQ, Cultural Adjustment and Job Satisfaction

CQ was first introduced in an article by Earley (2002) and then in a book titled
Cultural Intelligence: Individual Interactions across Cultures by Earley and Ang
(2003). CQ refers to a set of capabilities that allow individuals to function
effectively in not just one but a variety of cultural environments. It reflects how
well a person utilises cultural cues to adapt to unfamiliar and diverse cultural
situations (Ang et al., 2007; Earley & Ang, 2003). CQ is grounded in the theory
of multiple intelligences by Sternberg and Detterman (1986) that contend that the
concept of intelligence is multidimensional. Thus, despite focusing specifically
on culture-related intelligence, CQ is multi-factor in nature (Malek & Budhwar,
2013). The different dimensions of CQ are as follows: meta-cognitive, cognitive,
motivational and behavioural (Ang et al., 2007; Earley & Ang, 2003).

The meta-cognitive dimension of CQ refers to the mental processes involved
in gaining and interpreting knowledge about different cultures. It makes
individuals conscious of when and how to apply their cultural knowledge in cross-
cultural interactions Thus, meta-cognition is a high-order mental process that
enables a person to plan and control [DEL3] on how to successfully deal with
distinct cultural scenarios (Ang et al., 2007). The cognitive CQ refers to a person’s
knowledge structures and understanding of similarities and differences across
cultures. It reflects how well a person is aware of other cultures’ values, norms
and practices (Ang et al., 2007; Triandis, 1994). The motivational dimension of
CQ displays one’s readiness to learn and understand cultural diversity and the
desire to interact with people from different cultures (Earley & Peterson, 2004).
Finally, the behavioural dimension of CQ refers to the capability to exhibit
appropriate actions and behaviours in different cultural interactions. It includes
the manifestation of suitable verbal and normal verbal behaviours while interacting
with people from different cultures (Ang et al., 2007).

People with high CQ are expected to make better cultural judgements and
easily assimilate into new cultures since they have the repertoire to predict the
desired actions and behaviours expected in a given culture. They are mindful and
conscious of the norms, practices and preferences of a culture and can make better
decisions about how to respond effectively during intercultural interactions
(Ang et al., 2007; Nunes et al., 2017).

Therefore, using the above arguments, we can conclude that high CQ makes a
person better attuned to the nuances of distinct cultural settings and facilitates an



12 lIFT International Business and Management Review Journal 1(1)

easy adaptation to different cultures. Previous studies on CQ have established it
as a significant predictor of cultural adjustment (Lee & Sukoco, 2010; Lee et al.,
2014). Researchers have also found a positive relationship between CQ and job
performance (Lee & Sukoco, 2010; Ramalu et al., 2012). Using these supportive
shreds of evidence, we suggest that CQ is likely to have a positive influence on
job satisfaction as well. CQ’s positive impact on job performance signifies that
cultural knowledge and awareness assist expatriates in better understanding and
conforming to the role expectations in a new culture. Likewise, a better
understanding of role expectations may also lead to an increase in job satisfaction
of expatriates, since they have the confidence that they can effectively respond to
challenges caused by cultural differences at the workplace. Accordingly, we
hypothesise that the following:

H,: CQ has a significant and positive effect on expatriate cultural adjustment.
H,: CQ has a significant and positive effect on expatriate job satisfaction.

POS, Cultural Adjustment and Job Satisfaction

The concept of POS has been deeply rooted in organisational support theory,
which proposes that employees infer the sense of support and care from the
organisation through various policies, procedures and treatments. If the employees
believe that these policies and practices are committed to promoting their best
interests, then they reciprocate this support with the socio-emotional resources
that they have in the form of trust, commitment, loyalty, dedication and
performance (Kawai & Strange, 2014; Kraimer & Wayne, 2004; Rhoades &
Eisenberger, 2002).

The relationship between organisational support and employees’ commitment
is also contained in social exchange theory (Blau, 1964), which is grounded in the
norm of reciprocity (Gouldner, 1960). The concept of social exchange and
reciprocity is based on the assumption that the employees feel obliged to the
favourable support they receive from the organisations, and thus, reciprocate this
support with increased commitment, performance and loyalty (Kawai & Strange,
2014). Thus, POS can be summed up as ‘employees’ global beliefs that the
organisation values their contributions and cares about their well-being’ (Kraimer
& Wayne, 2004; Riggle et al., 2009).

POS has the following three main dimensions: career POS, finance POS and
adjustment POS (Kawai & Strange, 2014; Kraimer & Wayne, 2004; Kraimer
et al., 2001). Career POS refers to the level of care and support demonstrated by
organisations to develop expatriates’ careers during their stay on assignment and
also after their repatriation. Finance POS is described as the extent to which
organisations support expatriate employees with their financial needs, such as
bonuses, allowances and insurance. Finally, adjustment POS means the pre-
departure training and relocation assistance provided by organisations to
expatriates and their families to facilitate an easy transition after their transfer to
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the foreign nation. All these kinds of support help employees deal effectively with
cultural challenges, make them more committed to their organisations and also
enhance their performance (Kawai & Strange, 2014; Kraimer & Wayne, 2004;
Wu & Ang, 2011).

The application of POS in cross-cultural employment contexts has given a new
dimension to our understanding of how organisations can help expatriates deal
with adjustment and job-related challenges (De Paul & Bikos, 2015).
The significance of POS in enhancing employee outcomes is well-established in
the literature. Researchers and practitioners have argued that how expatriates
perceive support from organisation can largely impact their overall well-being,
such as happiness, psychological satisfaction and self-realisation (De Paul &
Bikos, 2015; Kraimer et al., 2001). Bader (2015) has also reported a positive
influence of POS on the work attitude and well-being of expatriate employees.
Empirical studies, which investigated POS in international context, found it to be
a crucial determinant of adjustment, commitment towards organisation and
employee turnover intentions (Kraimer et al., 2001). It has also been argued by
researchers that employees who experience supporting organisational climate
show greater citizenship behaviour and commitment towards their organisation
(Liu & Ipe, 2010). Prior studies have also found a positive relationship between
POS and expatriate adjustment. Likewise, favourable and good organisational
support is believed to positively influence the job satisfaction of employees. The
perceived care and support from the organisation may stimulate in expatriates a
sense of being valued by the organisation making them more satisfied with their
jobs. Therefore, people with good POS may feel better adjusted to cultural
dissimilarities and are expected to be greatly satisfied in their work front. On the
basis of these arguments, the following is proposed:

H,: POS has a significant and positive effect on expatriate cultural adjustment.
H,: POS has a significant and positive effect on expatriate job satisfaction.

Cultural Adjustment and Job Satisfaction

Cultural adjustment is well-established in the literature as a critical predictor of
successful expatriate assignments (Palthe, 2004). It has been defined as
‘expatriates’ degree of psychological comfort and familiarity with the new
culture’. Simply put, cultural adjustment reflects how comfortably expatriates
imbibe the tenets of the host country while living and working there (Black, 1988;
Black et al., 1991; Black & Stephens, 1989). It is conceptualised as a construct
comprising the following three dimensions: general, work and interaction
adjustment (Black et al., 1991).

The general adjustment refers to the extent to which expatriates are comfortable
with the various aspects of general living conditions in the host country, such as
food, weather and transportation system. Work adjustment signifies psychological



14 lIFT International Business and Management Review Journal 1(1)

comfort with the demands of the new work environment, such as job tasks,
responsibilities, leadership and role expectations. Interaction adjustment is the
degree of comfort while interacting with locals in the host country (Black &
Stephens, 1989).

Prior literature shows that cultural adjustment has a significant effect on
expatriate outcomes, such as performance, turnover intentions, organisational
citizenship behaviour and organisational commitment—all of which have been
established as the consequence of job satisfaction (Barakat et al., 2015). Hence,
cultural adjustment is expected to positively affect job satisfaction as well.

Hj: Cultural adjustment has a significant and positive effect on expatriate job
satisfaction.

The Mediating Role of Cultural Adjustment

Over the years, cultural adjustment has been established as a fundamental and
primary outcome that is responsible for shaping other consequences of cross-
cultural assignments, such as performance, effectiveness and commitment
(Bhaskar-Shrinivas et al., 2005; Kim & Slocum, 2008).

According to Kraimer et al. (2001) and Kawai and Strange (2014), positive and
favourable organisational support help expatriates better adapt to cross-cultural
environments. Not only this but POS has also been established as a strong
contributor to the psychological well-being of expatriates (De Paul & Bikos,
2015). Psychological comfort and adjustment in the host country increase the job
satisfaction of expatriates (Takeuchi et al., 2002). Thus, it can be argued that POS
is an incredible assistance from organisation, helping expatriates adapt to the new
culture and experience greater job satisfaction.

Similarly, the role of CQ has proved to be pivotal in determining the adjustment
of expatriates (Gudmundsdottir, 2015; Lee & Sukoco, 2010). Moreover, studies
have also proposed that cultural adjustment mediates the positive impact of CQ on
expatriate performance (Ramalu et al., 2012). In addition, performance being a
criterion of job satisfaction gives us a base to propose that cultural adjustment will
mediate the positive effect of CQ on job satisfaction as well.

We propose cultural adjustment as a mediating variable in this study. The role
of a mediator is to expound on the causal relationship between the antecedent and
consequence (Baron & Kenny, 1986). Accordingly, we propose that adjustment as
amediating variable will facilitate the positive association between the antecedents
(i.e., CQ and POS) and the consequence (i.e., job satisfaction). The hypotheses
that are formulated are as follows:

Hg: Cultural adjustment mediates the relationship between CQ and job satisfaction.
H: Cultural adjustment mediates the relationship between POS and job satisfaction.

Figure 1 illustrates the hypothesised path relationships.
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Figure |. Hypothesised Model.

Methodology

Data Collection

To test the proposed model, we gathered data from the Indian-origin expatriates
currently working in foreign countries. A questionnaire prepared in English was
used to solicit the responses. The study participants were acquired through
convenience and snowball sampling. Our respondents were selected from multiple
sources. First, an online survey link was mailed to expatriate managers from
management program alumni lists and researchers’ own references, requesting
them to participate in the study. We also requested these managers to send the
survey to expatriates from their contact list. To collect more responses, we
approached the Indian expatriates’ groups and communities on the internet. In
total, 234 responses were collected; however, 8 were discarded for being outliers
and 6 were deleted because of unengaged responses. Finally, 220 usable
questionnaires were included in the analysis.

Measurement

To measure CQ, we used items from the cultural intelligence scale (CQS)
developed by Ang et al. (2007). We asked the expatriates to rate their disagreement
or agreement with statements on a five-point scale ranging from 1 = ‘strongly
disagree’to 5 = ‘strongly agree’. The sample item is ‘I am conscious of the cultural
knowledge I use when interacting with people from different cultural backgrounds’.
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We measured the POS with Kraimer and Wayne’s (2004) scale. We asked the
expatriates about their perceived degree of support from the organisation on a
five-point scale, where 1 = ‘strongly disagree’ and 5 = ‘strongly agree’. One
sample question is ‘The financial incentives and allowances provided to me by
my organisation are good’.

To measure the degree of cultural adjustment, we adopted items from Black’s
(1988) scale. Sample item includes ‘How adjusted are you to the weather in
foreign?’ A five-point scale ranging from 1 = ‘not adjusted at all’ to 5 = ‘very well
adjusted’ was used.

We measured the job satisfaction of expatriates with West et al.’s (1987) scale.
We asked the respondents to rate how satisfied they were with their job on a five-
point scale ranging from 1 = ‘strongly disagree’ to 5 = ‘strongly agree’. The
sample question is ‘I’m satisfied with my performance in the job’.

Common Method Variance

Since all our study variables were rated by a single source, that is, expatriates,
there is a potential for method bias (Podsakoff et al., 2003). To address this issue,
we assured the respondents that their responses would be confidential and
anonymous. Further, while designing the questionnaire, we randomly placed the
items for the predictor and criterion variables. We also ensured that all questions
in the questionnaire can be easily comprehended. Finally, we used Herman’s
single-factor test by loading each construct item on a single factor (Harman, 1976;
Podsakoff et al., 2003). The un-rotated principal component analysis (PCA)
resulted in the first factor explaining 42.92% of the variance, which is below 50%
and does not constitute a majority of the variance (Podsakoff & Organ, 1986).
Hence, it can be assumed that common method variance (CMV) is not concerning
in the used data set.

Analysis and Results

We used SPSS and AMOS 22.0 to conduct the data analyses. First of all, we
discussed the sample characteristics by presenting the demographic profile of
respondents. The sample consisted of 220 Indian nationals expatriated to 30
foreign countries. In regards to the gender distribution, most of them were male
(73.6%) and in the age bracket of 3040 years (48.6%). 61.8% of the respondents
were married and 33.1% were with kids. The participants came from multiple
sectors, that is, IT, science and technology, education, media and entertainment,
banking and financial services, and others. Table 1 presents the demographic
profile of respondents.

Table 2 presents the descriptive statistics of variables, that is, means, standard
deviations, internal consistency (Cronbach’s alpha) and correlations between
constructs. Alpha values ranging from 0.77 to 0.88 indicate good internal
consistency reliability of study variables (Nunnally, 1978).
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Table I. Demographic Profile of Respondents.
No. of % of Total
Demographic Variables Participants Sample
Gender Male 162 73.60
Female 58 26.40
Age Below 30 years 88 40.00
3040 years 107 48.63
41-50 years 21 9.54
51 years and above 4 1.81
Marital status Married 136 61.80
Unmarried 84 38.20
No. of children 0 147 66.81
| 54 24.54
2 or more 19 8.63
Industry type Information technology 101 45.90
Science and technology 36 16.40
Education 12 5.50
Media and entertainment 4 1.80
Banking and financial services 15 6.80
Others 52 23.60
Table 2. Descriptive Statistics and Correlations between Constructs.
Constructs Mean | 2 3 4
|. Cultural intelligence 4.03 (0.77)
2. Perceived organisational 3.81 0.6l (0.84)
support
3. Cultural adjustment 429 0.48 044 (0.84)
4. Job satisfaction 4.11 0.48 0.62 0.68 (0.88)

Notes: N = 220.

Correlations are significant at p < .0l (two-tailed).

Values within parentheses represent reliabilities.

We followed the recommendations of Anderson and Gerbing (1988) and
checked the distinctiveness of constructs first. To do that, we performed
confirmatory factor analysis (CFA) to assess the convergent and discriminant
validity. In the next step, we used structural equation modelling (SEM) to test our
hypothesised path relationships.
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Confirmatory Factor Analysis

We first performed CFA to test the measurement model. Items with standardised
regression weight (SRW) less than 0.50 were deleted (Hair et al., 2010). The
overall model fit was assessed based on the chi-square (y?) value and other global
fit indices such as Goodness of Fit Index (GFI), Adjusted Goodness of Fit Index
(AGFI), Root Mean Squared Error (RMR), Root Mean Square Error of
Approximation (RMSEA), Comparative Fit Index (CFI) and Tucker—Lewis Index
(TLI). Table 3 presents the results for the overall measurement model. The
statistics for global fit indices indicate that the values satisfy the relevant thresholds
and the data adequately fit the model (Byrne, 2001; Chau, 1997). Furthermore, the
average variance explained (AVE) greater than 0.50 and the composite reliability
(CR) greater than 0.70 for all constructs establishes the convergent validity (Hair
etal., 2010). In addition, the AVE values exceeding the maximum shared variance
(MSV) ensure the discriminant validity (Hair et al., 2010).

Structural Equation Modelling

We used the SEM to test the hypothesised path relationships. This study examines
the relationship between CQ, POS, cultural adjustment and job satisfaction using
the imputation method in AMOS. We followed the recommendations of Preacher
and Hayes (2004) to test the mediating effects of cultural adjustment.

To test the direct relationships, we first analysed the impact of CQ on cultural
adjustment and job satisfaction. The results indicated that CQ has a significant
effect on both adjustment (f = 0.56, p < .001) and job satisfaction (f = 0.55,
p < .001) of expatriates. Hence, hypotheses H, and H, stand accepted. Similar
results were found for the effect of POS on adjustment (= 0.52, p <.001) and job
satisfaction (f = 0.70, p <.001), indicating support for hypotheses H; and H,.

Finally, the calculation for the effect of the cultural adjustment on job
satisfaction was also found to be significant (f = 0.76, p < .001). Thus, Hs was
supported.

Table 3. The Measurement Model.

Average Maximum
Goodness-of-fit Composite Variance Shared
Statistics Reliability Extracted  Variance
I. Cultural xdf=1.95, 0.78 0.55 0.38
intelligence GFI=0.91,
2. Perceived AGFI=0.87, 0.83 0.55 0.39
organisational RMR=0.02,
support RMSEA = 0.06,
3. Cultural CFI1=0.95, 0.84 0.58 0.46
adjustment TLI=0.94

4. Job satisfaction 0.88 0.66 0.46
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Table 4. Bootstrapping Results for Mediation.

Standardised Standardised Standardised

Hypothesis Total Effect Direct Effect  Indirect Effect Mediation Type
CQ-CA-JS 0.55 (*¥F) 0.18 (**¥) 0.36 (**¥) Partial mediation
POS-CA-JS 0.69 (*¥F) 0.42 (*+¥) 0.27 (%) Partial mediation

Notes: n = 2,000 bootstrapping resamples, 95% bias-corrected confidence interval.
D <001

CQ = Cultural intelligence; POS = Perceived organisational support; CA = Cultural adjustment;
JS = Job satisfaction.

In order to determine the indirect effects, the mediating variable, that is,
cultural adjustment was put between the independent and dependent variables. A
bootstrap method was used to estimate the indirect effect. Table 4 presents the
bootstrapping results which show a significant indirect effect of both CQ (f =
0.36, p <.001) and POS (5 =0.27, p <.001) on job satisfaction through cultural
adjustment. Accordingly, hypotheses H, and H, were supported.

Furthermore, cultural adjustment partially mediates the relationship between
the predictors, that is, CQ and POS, and the outcome variable job satisfaction, as
the direct effects of both CQ (5= 0.18, p <.001) and POS (= 0.37, p <.001) on
job satisfaction remained significant in the presence of the mediator. Hence,
support for all seven hypotheses was obtained in the present study.

Discussion

This study investigates how CQ and POS influence the job satisfaction of Indian
expatriates directly and indirectly. Drawing on multiple intelligences theory and
the theory of organisational support, we developed a model investigating
relationships among CQ, POS, cultural adjustment and job satisfaction of Indian
international assignees. We sought to explore the following two issues: first, the
direct impact of CQ and POS on job satisfaction; and second, the indirect impact
of cultural adjustment between the predictors, that is, CQ and POS, and the
outcome variable job satisfaction. The results of statistical analyses revealed that
both CQ and POS were positively and significantly associated with cultural
adjustment and job satisfaction of Indian expatriates. CQ was found to explain
32% and 31% of the variance in cultural adjustment and job satisfaction,
respectively. Similarly, POS accounted for 27% of the variance in cultural
adjustment and 49% of the variance in job satisfaction. This finding helps us in
concluding that Indian expatriates who have high CQ and who believe that their
organisation cares about their well-being tend to demonstrate greater adjustment
and are more likely to be satisfied with their job.

Moreover, the present study gathered support for the effect of the cultural
adjustment on job satisfaction of Indian expatriates. Therefore, it can be concluded
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that expatriates who are able to adjust and get along well in distinct cultural
contexts are also satisfied with their job and work aspects.

We argue that expatriates with high CQ are better able to handle the intricacies
ofanew culture by utilising their cultural cues to develop an effective understanding
of different cultures and exhibiting the desired responses in various cross-cultural
interactions. This simplifies the overall adjustment process and also leads to more
satisfaction with the job. Our findings are in line with Gudmundsdéttir (2015) and
Lee et al. (2014) in demonstrating the usefulness of CQ in cross-cultural scenarios.

We also argue that expatriates’ adjustment in foreign nations becomes easy if
positive and favourable support is obtained from the organisation. Perception of
favourable organisational support may help expatriates believe that their
organisation would be there to support them in situations of need. This feeling
may help them get along well with new culture and workplace environment. Our
findings are consistent with the results of Caligiuri et al. (1999), and Kraimer
et al. (2001) who suggested that organisational support is significantly associated
with cross-cultural adjustment and job satisfaction.

The present study also calculated the effect of CQ and POS on job satisfaction
when the mediator, that is, cultural adjustment was inserted. The results showed
support for partial mediation of cultural adjustment on the relationship between
the predictors (CQ and POS) and job satisfaction. This means that the total
variance in job satisfaction accounted for by CQ and POS is partly caused by their
direct influence, and partly caused by their indirect influence mediated through
cultural adjustment. Simply put, an increase in CQ and POS of expatriates leads
to an increase in their adjustment to the host country, which in turn leads to an
increase in their job satisfaction.

Theoretical and Managerial Implications

Our research supplements the expatriation literature in four ways. First, both our
predictor variables, that is, CQ and POS were drawn from relevant theories, thus
providing a strong foundation to the proposed conceptual model. Second, although
several studies have investigated the consequences of CQ; a few have investigated
beyond adjustment and performance (Ott & Michailova, 2018). Our study
examined the impact of CQ on a critical organisational outcome, that is, job
satisfaction, and found positive support for its role in influencing expatriates’ job
satisfaction. Third, our study is among the few that investigated the cross-cultural
consequences of Indian expatriates; a population that constitutes a significant
portion of western countries’ total immigrant population (Shah & Barker, 2017;
Vijayakumar & Cunningham, 2016). Finally, our study is an addition to the
limited research on expatriates from developing countries. The literature on cross-
cultural assignments is dominated by MNCs from western countries (Zhao et al.,
2016). Therefore, our study contributes to the extension of expatriation literature
to developing countries.

The results of the study helped in suggesting some managerial implications as
well that may help organisations preventing assignment failure. The positive
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relationships between POS, cultural adjustment and job satisfaction suggest that
organisations may devise plans on building up good and conducive relationships
with expatriating employees in order to help them adapt well to distinct cultural
settings and contribute towards the success of the assignment. Organisational
support should be extended by both the parent country organisation as well as the
subsidiary. Furthermore, organisations may also devise plans for assisting the
families of expatriating employees and help them deal with logistical issues that
may arise. The support for the family by organisation may help expatriates be at
ease and focus more on their work duties. Improved organisational support could
increase the efficiency of expatriates and result in the overall success of the
assignment.

Similarly, considering the crucial role played by CQ in cross-cultural
assignments, organisations should incorporate it in their selection and training
criteria before sending their employees on foreign assignments. Additionally,
interesting and unique facts about the host country’s culture should be shared
in advance with the expatriating employees to help them develop cultural
awareness. In addition, organisations should strive to provide employees with
all relevant information relating to the new assignment to facilitate an easy
transition. Contact information of existing expatriates in the given host
country can also be shared with new expatriating employees to provide them
with the social support that they might need during the initial days of the
assignment.

Limitations and Directions for Future Research

Like every research, this study has a few shortcomings that may impact its
contributions and generalisability. However, these shortcomings open several
avenues for further research. First of all, the study sample comprised Indian
expatriates only, which limits the generalisability of the results. India is a highly
diversified country that encompasses a variety of cultures; therefore, Indians may
be comfortable understanding the nuances of different cultural settings. It would
be interesting to see if the study findings hold true for expatriates of other nations
and origins. Next, the study contained only one dependent variable, that is, job
satisfaction. Future researchers may explore other criterion variables such as
organisational commitment, engagement and knowledge transfers. Another
limitation is the cross-sectional design of the study. In the future, longitudinal
studies can be conducted to check how the relationship between CQ, POS,
adjustment and satisfaction varies over time. Lastly, the self-reported
questionnaires used in the study may pose the risk of CMV. Although we employed
certain methodological remedies to alleviate its effects, the presence of
method bias cannot be completely ruled out. To address this issue, future research
works could use a combination of self-report and peer/spouse-report surveys to
enhance the power and reliability of results.
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