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Emotional intelligence, social competencies and
cultural adjustment of expatriates in Malaysia:
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ABSTRACT--- Emotional intelligence and social competencies
are a few constructs that predict the cultural adjustment of
expatriates. There is a dearth of studies that explored the impact
of emotional intelligence and social competencies on the cultural
adjustment of expatriates in Malaysia. Hence, this study focusses
on the relationship between emotional intelligence and social
competencies on cultural adjustment of expatriates. Additionally,
the mediation role of self-motivation was examined. This
quantitative study used a cross-sectional survey to collect primary
data. Random sampling was used to collect data from a sample of
301 expatriates. Questionnaires were sent either by hand or
electronically. This study used PLS SEM to estimate the model.
The results pointed out that emotional intelligence and social
competencies are essential predictors of cultural adjustment. The
results also revealed the mediating role of self-motivation. The
findings added to the current body of knowledge and presented
new insights into the contribution of emotional intelligence and
social competencies towards cultural adjustment of expatriates.
Based on the findings, organizations and HR managers involved
in managing expatriates for global assignment can implement
policies and processes to select and prepare the right expatriates
for global assignments.
Keywords: Emotional intelligence, social competency, selfmotivation, cultural adjustment, expatriates .

I.

INTRODUCTION

As a result of globalization, more and more organizations
are running on global functional models and global mobility
plays a key role in solving the labor availability conundrum
[1]. As stated in the in the survey by PWC [1], the
importance of having the right talent is the most critical
factor for business growth. A survey by PWC [1] stated that
due to the changes in the global environment, multinationals
need to identify, recruit and retain talent globally. The
Global Mobility Trends survey by BGRS [2] also stated that
the HR function of equipping their MNCs and preparing
their expatriates is more critical and challenging nowadays.
The report by BRGS [2] further stressed that for sustained
competitive advantage, talent mobility has become a key
contributor. Palthe [3] added that multinationals depend on
expatriates for sustaining competitive advantage and they
need expatriates to manage the complexity. Therefore, as
stated by Dowling, Festing and Engle [4], a critical success
factor for MNCs is having the right people to manage and
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operate international operations. However, having access
and effectively managing talent globally continues to be a
challenge for MNCs.
The number of expatriates going on global assignments is
increasing and the data from PWC [1] revealed that number
of expatriates on global assignments have increased by 25%
and a further 50% growth is predicted in assignments by
2020. This will further increase the challenge placed on
MNCs and HR managers. This will also lead to an increase
in the need for expeditious knowledge transfer [1].
Furthermore, as stated in the Global Mobility Trends survey
by BGRS [2], only 54% respondents reported that they have
enough internationally experienced employees and another
20% stated that they are unsure. Furthermore, around 80%
of companies do not formally assess the adaptability of
global assignees. Hence, there is a possibility of failure that
can result in business disruption and additional expenses. A
total of 55% of the respondents to a survey by KPMG [5],
stated that up to% 55% of the respondents stated that up to
5% of global expatriates failed where they returned before
completing the assignment. Failure in global assignments is
both very costly and risky [6]. This issue was supported by a
PWC Global CEO Survey, which reported that talent
management is given high priority by global organizations
[1]. A survey by PWC [7] stated that the cost to send
expatriates on global assignments is substantial. It was
estimated that a global assignment cost US$311,000 p.a.
The survey also stated that the premature termination of
global assignment is 4%. Therefore, organizations need to
implement policies and processes to mitigate the causes of
failure.
In the economic development of Malaysia, the
Information and Communications Technology (ICT) sector
plays a crucial role.
The performance results of MSC
Malaysia for the year 2016 showed that Malaysia recorded
RM16.3 billion new investments with RM47.1 billion
revenue generated [8]. There are an estimated 355,119
employees engaged in the digital industry in 2017 and
around 12% of current talents in digital industry are nonMalaysians [9]. Frost and Sullivan [9] research revealed
that talent requirement in the ICT sector will reach over
540,000 jobs by 2020. Due to limited availability of skills
locally, organizations are hiring expatriates. In addition, the
hiring cost and attrition rates were other reasons that the
respondents stated for hiring expatiates [9]. Therefore, is
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worth doing a study to find out the successful adjustment of
global assignees in the ICTs sector in Malaysia. Moreover,
Malaysia‟s ICT push has shown tremendous growth and the
Malaysian government has taken steps to further push the
growth of ICT to shape the country‟s future [10].
Failure to adjust in the home country is one of the causes
of failure. Around 41% of respondents to Mercer‟s
Worldwide survey [11] cited assignees‟ difficulty in
adjusting to the host nation as a primary reason for
assignment failure. Furthermore, as reported by Global
Mobility Trends survey by BGRS [2], over a quarter (26%)
of the assignees going abroad do not and 18% experience
difficulties in adjusting in the foreign country. One of the
major determinants of success is cultural adjustment and the
consequence of failure to adjust or inadequate adjustment
will be lower level of job performance by the assignees. [12]
- [13]. To improve cultural adjustment, researchers have
found several predictors that contribute towards the cultural
adjustment and performance of expatriates (e.g., [12]- [14].
Expatriates face uncertainties in the host country and
research has shown that expatriates with high emotional
intelligence are able to manage emotions and can adjust
better [15]. Based on past studies, social interaction and
relationships during global assignments are important
factors that facilitate cultural adjustment in the host country
[16]. The role of motivation of an expatriate relating to
cross-cultural encounters is also a largely overlooked aspect
of adjustment [17].
However, there is a dearth of studies on the effect of
emotional intelligence and social competencies towards
cultural adjustment and the mediating role of self-motivation
between the predictors and the dependent variable. There is
also a paucity of research on the cultural adjustment of
global assignees currently working in the ICT sector in
Malaysia. In addition, researchers have generally focused on
specific issues such as past international experience [12],
cultural sensitivity [14], and family adjustment [18]. This is
a more holistic study to examine whether emotional
intelligence and social competencies can lead to successful
cultural adjustment and the mediating role of self-motivation
between the two. A clear understanding of the impact of
social competencies and emotional intelligence would aid
organizations to design their expatriates‟ selection, talent
management and support practices to address the challenges
and failure of expatriates and sustain competitive advantage.
II.

LITERATURE REVIEW

The conceptualization of Cultural adjustment
The conceptions of expatriate adjustment over time were
conceived for the last decades as following a U-shaped
curve [19]. The interest in cultural shock and adjustment
was triggered by the Theory of Adjustment [20]. Based on
this theory, an expatriate going to a host country will take
some time to adjust and this will affect his or her
performance. The study on culture shock is consistently
used to understand cultural adjustment (e.g., Bhaskar et al.
[21]). According to Hofstede [21], cultural adjustment is
referred to as putting individuals under stress due to the
forced exposure to a different cultural environment. The
famous Framework for International Adjustment by Black et
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al. [22] is frequently referred to by research such Bhaskar et
al. [21]) and it describes the cross-cultural adjustment
process for global assignees. The proposed model by Black
et al. [22] is a multifaceted conceptualization of adjustment
[12]. Several studies have attempted to define and explain
the degree of cultural adjustment [12] - [4]. Cultural
adjustment was defined generally as the psychological
discomfort that was categorized as a three-dimensional
phenomenon that encompasses interaction, work, and
general adjustment [23]. Haselberger et al. [24] stated that
adjustment is an individual-environment relationship that
encompasses the dimensions of behaviors, feelings and
cognitions. Haselberger et al. [24] further distinguished
between cognitive, affective and behavioral dimensions.
Constantine et al. [25] defined cultural adjustment as a
process of understanding and incorporating values, beliefs
and behaviors of the host country culture in the perspective
of the person‟s home country culture. Therefore, there are
several definitions of cultural adjustment and generally most
definitions refer to the process of adjustment to living and
working in another country and culture.
Past studies have identified several constructs that
influenced cultural adjustment of expatriates [22] - [12]. A
study by Opkara [26] identified that previous experience,
cross-cultural training and socialization influenced cultural
adjustment of expatriates. Several researchers have stated
that the spouse and family support are important for cultural
adjustment of expatriates (e.g., Rosenbusch and Cseh [20]).
However, a study by Davies et al. [27] found the expatriate
adjustment is mainly due to an interaction effect of partner
nationality and length of stay. The study found that
expatriates with partners from the host country perceived a
much higher increase in cross-cultural adjustment compared
to expatriates with home country partners. Another study
that was based on the social identity theory, found that host
country language proficiency of the expatriate had
multifaceted effects on his/her network-related work and
non-work adjustment [28]. A recent study by Salgado and
Bestida [29] revealed that for successful cultural adjustment,
expatriates need organizational support, language skills and
social skills. Harari et al. [30] studied personality traits as
antecedents of expatriate adjustment. The study revealed
that personality is one of the factors that contributed 20% of
the variance in expatriate adjustment. In the study by Harari
et al. [30], cultural adjustment was influenced by the
individual‟s emotional stability and openness. Wechtler et
al. [31] found that age facilitates regulation of emotions on
general living adjustment and interactional adjustment.
Therefore, it was noted that cultural adjustment is influenced
by a number of personal characteristics, job factors and
other non-work related factors.
The impact of Emotional competencies towards cultural
adjustment of expatriates.
As explained by Cherniss et al. [32], emotional
intelligence (EI) is an individual‟s ability to perceive, use,
understand, and manage emotions. Mayers, Roberts and
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Barsade [33] further stated that an individual with high
emotional intelligence has higher ability to do better
reasoning about emotions and enhance thought through
his/her ability to use emotions. Emotional intelligence was
referred to by Goleman [34] as a wide array of competencies
and skills that drive performance. Goleman [34] stated that
emotional intelligence includes five dimensions namely selfawareness, self-regulation, motivation, empathy, and social
skills. According to Bar-On [35], an individual with higher
emotional intelligence can understand and relate well with
other people. Higher levels of emotional intelligence enable
an individual to cope well with pressures, challenges and
other demands [35]. According to Cherniss et al. [32], the
„trait‟ approach is one of the perspectives of looking at EI.
Mayer et al. [36] further added that EI refers to abilities of
individuals that accounts for how people vary in their
emotional reports. Higher understanding of emotions by
individuals results in better problem solving and
performance. Based on the several definitions‟ of EI, it can
be concluded that the focus of EI is on the ability of a person
to recognize own and others‟ emotions, differentiate the
feelings and act in a manner to achieve goals.
Researchers and scholars have asserted that EI
contributes positively towards job performance and other
human resource outcomes [34] - [37]. A study by Goleman
[34] revealed that EI is more effective than technical skills
and cognitive ability. In the study by Stein and Bok [37], the
correlation that was attributable to EI ranged up to .45.
Studies have found that higher levels of EI of employees
had a positive influence on their job performances. Palmer
et al. [38] tested that relationship between EI and effective
leadership and found that EI may be an important
component of effective leadership. Several researchers
found evidence to support the positive role of EI towards job
performance. (e.g., Stein and Bok, [37]; Palmer et al. [38]).
However, some researchers have argued that usefulness of
EI. Coˆte´ & Miners [39] argued that EI and cognitive
intelligence are related yet distinct constructs. The study by
Coˆte´ & Miners [39] found that the association between EI
and task performance will become more positive as
cognitive intelligence decreases. In addition, the interactive
effect of cognitive intelligence makes emotional intelligence
is an important predictor of task performance. In a study by
Cote [40], emotional intelligence showed only low
correlations with several work criteria. Cote [40] further
suggested that to better understand how EI relates to work
criteria, the contextual and dispositional variables need to be
considered. Zeidner et al. [41] questioned importance of EI
and asserted that EI does not ensure that employees will
practice competent behaviors in the workplace. Petrides and
Furnham [42] further stated that EI is not a form of
intelligence. They argued that EI is just a moral quality of
individuals.
The influence of EI on an expatriate‟s cultural
adjustment has received attention by several researchers. A
study by Peltokorpi [43] revealed that emotional stability
was one of the constructs that had a positive influence on
general living and interaction adjustment. Another study by
Moon [44] showed that social awareness and relationship
management dimensions of EI explained cultural
intelligence. The results of this study showed that only that
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two dimensions of EI are related to specific factors of
cultural intelligence. A study by Gabel et al. [45] found a
positive relationship of EI and cultural adjustment.
However, the cultural adjustment was not correlated with
any EI dimension. This shows that maladjustment can result
in intention to terminate the assignment early [45]. A study
by Koveshnikov et al. [46] found that the work related,
general living and interactional adjustment of global
assignees had a positive relationship with EI. The study also
highlighted that cultural similarity only influences general
living adjustment and not interactional or work adjustments.
Wechtler [31] also stated that age facilitates and regulates
the utilizations of emotions on general living adjustment.
Therefore, the influence of EI is effected by the type of
cultural adjustment and age differences. In this study, it was
hypothesized that:
H1: Emotional intelligence is related to cultural
adjustment of expatriates.
The relationship between social competencies and
cultural adjustment
Scholars and researchers have identified several
components of social competence based on various criteria.
In todays globalized environment, social skills are becoming
more critical because such skills allow employees to
communicate and interact to understand and be understood
by each other [47]. Competencies refer to the abilities and
skills to do something more efficiently. Higher levels of
social skills lead to more effective job outcomes such as
productivity [47]. Social competencies can facilitate better
interactions because and individual can utilize such skills or
competence to recruit and maintain supportive relationships
with others [48]. Social competence of an individual covers
interpersonal, personal and intercultural competence that
facilitates individuals to participate in more effective work
related outcomes [49]. Through higher levels of social
competence, individuals are able to coordinate their adaptive
responses flexibly and organize their social behavior in
different social situations [50]. Kostelnik et al [51]
definition of social competence includes several components
namely decision making and planning, development of
cultural competence, acquiring inter-personal skills,
adoption of social values and learning how to regulate
personal behavior. Therefore, social competence
encompasses several skills that facilitate effective human
interactions that facilitate butter outcomes.
Expatriate job assignments are sometimes stressful due
to uncertainties and require adaptation to multiple
environments. Based on previous research, higher social
competencies that encompasses relational skills and
communication ability were found to be predictors of
cultural adjustment and performance of expatriates (e.g.,
Bhaskar et al., [12]; Hechanova et al. [52]). Researchers
have stated that the development of relationships is a key
variable of effective cultural adjustment and intercultural job
performance [53] - [12]. Bhasker et al. [12] stated that
relational skills are positively related cultural adjustment of
expatriates. Cultural adjustment subsequently adjustment
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affects the performance of expatriates. Abe and Wiseman
[54] stated that one of the important social competency was
communication ability. Wang et al. [55] found that for
expatriates
working
in
Europe
and
Australia,
communication skills were important. However, the study
revealed that due to cultural differences and perceptions
about work-life balance, the expatriates‟ communication
skills were not easily transferable to the host country.
Researchers have proposed it would be easier for expatriates
to interact with host country nationals through acquisition of
better relational skills [56]. Social competence can be
related to social networking and social capital. To improve
the success of expatriate cultural adjustment, social capital is
an important factor [57]. The study found that the network
characteristics of expatriates had a positive relationship with
expatriate psychological well-being and adjustment. The
study by Lee and Kartika [57] also revealed that social
capital is one of the important factors that can enhance
expatriate cultural adjustment. Hechanova et al. [52] carried
out a study on the antecedents of expatriate adjustment and
found interpersonal skills had a positive influence on
expatriate general adjustment. In this study, it is
hypothesized that:
H2: Social competencies are related to cultural
adjustment of expatriates.
The mediating role of Self-Motivation
There are several theories and definitions related to selfmotivation. The Self Determination Theory proposed by
Deci and Ryan [58] posits that intrinsic and extrinsic
motivation are the forces that shape who we are and how we
behave. The model of intrinsic and extrinsic motivation
proposed by Porter and Lawler [59] states that intrinsic
motivation is satisfaction derived by employees from an
activity they carry out. Unlike intrinsic motivation, extrinsic
motivation refers to satisfaction that comes from the
extrinsic consequences to which the activity leads [59].
Several past studies have examined the influence of
motivation towards cultural adjustment of expatriates (e.g.,
Haines, Saba, & Choquette, [60]; Earley and Ang, 17]).
Haines, Saba and Choquette [60] found that when
expatriates were transferred to another country, their work
adjustment was positively influenced by cultural motivation.
Motivation was referred to by Earley and Ang [17] as a
crucial component because the adaptation of expatriates
encompasses both “intelligent” and “motivated” action. It
was further stressed by Earley and Ang [17] that either
motivation and intelligence was sufficient for the cultural
adjustment of expatriates. Ang et al. [61] further argued that
higher levels of cross-cultural motivation will lead to
stronger attention and energy toward cross-cultural
situations. Chen et al. [62] proposed that higher cross
cultural motivation of expatriates will lead towards
adjustment. In a study involving expatriates in Malaysia by
Ramalu, Wei, and Raduan [63], it was found that expatriates
with higher level motivational cultural intelligence adjusted
well in the domain of general adjustment. Another study
identified three motivation factors namely support from the
host country, satisfaction with the facets of adjustment and
host country family support that were related to general
adjustment [64].
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There is limited research on the relationship between
social competencies and EI towards self-motivation.
Bandura and Schunk [65] tested and found that selfmotivation was an effective mechanism for developing
competencies. One of the personal capabilities stated by
Goleman [34] is motivation. Motivation refers to a passion
where employees take an extreme interest to work based on
non-monetary rewards. As explained by Goleman [34], the
employees persistently purse their goals for reasons that go
beyond money or status. Based on this, expatriates can be
motivated by a desire to achieve for the sake of achievement
[34]. A study by Palmer et al. [38] found that EI was
correlated with the inspiration motivation component of
transformational leadership. A study by Levitats an VigodaGadot [66] found a positive relationship between EI and
employees‟ motivation and job outcomes. Social skills are
another component of emotional intelligence and socially
skilled people tend to have knack for finding rapport [34].
According to Goleman [34], social skills are related to
motivation because socially skilled people tend to be
optimistic and are expert persuaders. Some of the
components of social competencies are communication
skills, relational skills and language proficiency. A study by
Mol et al. [53] found that local language proficiency
positively
influenced
effective
interactions
and
communications and this may further motivate the
expatiates on global assignments. Results of a study by
Velten, [67] showed that the expatriates communication
motivation was positively affected by their competencybased intercultural communication. Therefore, both EI and
social competencies are effective predictors of expatriates
sent on global assignments.
Past studies has not empirically tested the role of selfmotivation as a mediator between EI and cultural
adjustment. Similarly, the mediating role of self-motivation
between social competencies and cultural has not been
examined. However, past research has shown that selfmotivation has been empirically tested as a mediator
between various human resource constructs and practices
(e.g., Haines et al. [60]). In a recent study by Evelyne et al.
[68], the relationship between job characteristics and
performance was mediated by motivation. In a study by
Haines et al. [60]), the relationship between cross cultural
adjustment and job performance was more likely to be
mediated by work adjustment. In another study by
Charbonneau [69], transformational leadership was related
to performance indirectly, through the mediating effects of
intrinsic motivation. In a study by Ramalu et al. [70], it was
revealed that relationship between job performance and
personality was mediated through interaction and work
adjustment. Based on the pattern of relationships and the
role of self-motivation as a mediator between numerous
human resource outcomes, it is strongly believed that the
relationship of EI and social competencies towards cultural
adjustment is mediated by self-motivation. Therefore, the
following hypothesis were developed for testing in this
study:
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H3: Self-motivation mediates the relationship between
emotional intelligence and cultural adjustment.
H4: Self-motivation mediates the relationship between
social competencies and cultural adjustment.
III.
Research Design and

METHODOLOGY
Conceptual Framework

Prior to undertaking this study, the research philosophy
that refers to the assumptions on developing knowledge was
established. This study is based on positivism philosophy
and the researcher used existing theory to develop the
research hypothesis [71]. This study used a deductive
approach and a quantitative method to collect primary data
in numerical form from large samples [71]. This was an
explanatory study to test the hypothesis of a causal
relationship between variables [72]. In this cross sectional
study, the collection of primary data was through the
distribution of self-administered questionnaires. The data
analysis was done through SPSS and Smart-PLS tools. In
this inferential approach, the researcher analyzed
characteristics or relationships [72].
Population and Sample Size
The first task was to identify the study population and the
sampling frame. The population for this research were
expatriates engaged in the ICT sector. Simple random
sampling was used as this is a probability sampling where
each sample element in the sampling frame that was
developed has an equal chance or the same probability of
being selected [72]. The researcher prepared a sampling
frame of 1130 respondents and a number was allocated for
each item. In this survey-type research study, a large sample
of 900 sampling elements were identified because the
percentage of responses generally is as low as 20 to 30%
[72]. The formula by Krejcie and Morgan [73] was used
where the margin of error was 5% and the confidence level
was 95%. The sample size calculated based on a target
population of 12,000 expatriates was 384. This target
sample size of 300 for this study complies with the formula
provided by Tabachnick and Fidell [74]. According the
formula, the sample size N= 50 + 8m (where m = the
number of independent variables).

motivation were adapted based on studies by Rioux,
Bernthal and Wellins [80] and Haines, Saba and Choquette
[60]. The questions were sent to experts in this subject
matter for checking. Face validity refers to review of the
questions by experts and their agreement on the valid
measure of the concept [81]. In addition, pilot testing was
done to further check validity and understanding of the
questionnaire. The questionnaire items were revised upon
reviewing the results of the pilot testing.
Data Collection
Primary data was collected using a survey method that
was concerned with analysis of the relationship between the
variables [72]. The questionnaire was either sent by hand or
e-mailed to respondents identified from the sampling frame.
After a lapse of three months, only 225 responses were
received. The questionnaires were checked for errors and
omissions. Some of the questionnaires were returned for
correction. The time period for data collection was
extended and attempts were made to appeal to the
respondents through phone and e-mail. At the end of the
fourth month, 318 questionnaires were received. The
number of questionnaires received through mail were 247.
Another 71 questionnaires were received by hand through
direct distribute and collect method. The questionnaires
were checked and only 301 questionnaires were good.
Data Analyses
For data analysis, SPSS version 19 and Smart-PLS
Version 2 was used. Descriptive statistics were obtained by
using SPSS Ver19 tool. A two-step process for PLS‑SEM
assessment involved assessment of the measurement and
structural model [82]. In the first step, the outer model was
examined and the reliability and validity of data was
confirmed. In the second step, the structural model was
examined to identify the path coefficients and significance.
To assess the structural model in PLSSEM, three key
criteria posited by Hair et al. [83] were used. The key
assessments include coefficient of determination, the effect
size, and significance of the path coefficients.
The
researcher used bootstrapping which uses multiple resamples from the data. In this study, the researcher used
1000 bootstrap samples [82].

Instrumentation
The questionnaire consisted of two parts with closed
ended questions. The first part of the questionnaire was to
collect and thereafter describe the demographical profile of
the respondents. The next part was the attitude and
behavioral type structured questionnaires where the
researcher used a five point Likert-type scale was used. The
questions in this study were adapted from past research
studies. The Likert five-point-scale questions on cultural
adjustment were adapted from studies by Black and
Stephens [23] and Searle and Ward [75]. The questions were
sent for checking to experts. The questions on emotional
intelligence were adapted from the 16-item emotional
intelligence scale developed by Wong and Law [76]. The
five point Likert scale questions on social competencies
were adapted based on studies by Holopainen and
Bjo¨rkman [77], Liu and Schaffer, [78] and Liu and Lee
[79]. The Likert five-point-scale questions for selfRetrieval Number:E10880585C19/2019©BEIESP
DOI: 10.35940/ijeat.E1088.0585C19

IV.

RESULTS

Demographic profiles of the respondents
Majority of the respondents were males (71%). There
were 87 females. Most of the respondents were married
(57%). In the age range, most of the respondent were
between the age range of 26 to 30 years old (41%). Another
29% were in the age range of 31 to 35 years. The high
number of young expatriates could be due to their
willingness to travel. Based on the length of stay in
Malaysia, most of the respondents (34%) stayed for more
than 1 year. Next came respondents (n=78) who stayed
between 1 to 2 years. The minimum length of stay was 6
months.
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Normality and Multicollinearity

Reliability

To measure the distribution and normality, the researcher
included Skewness and Kurtosis. The skewness values of all
constructs were between the ranges of -.638 to -.006 This
indicates the scores are closer to zero and below the cut-off
point of 1 [83]. The kurtosis values between -.0.543 to 0.571
are close to zero and this indicates normality of data [83].
There is low degree of correlation between independent
variables. The tolerance value should be more than .10 and
the VIF value should not exceed 10 [83]. The value of
tolerance as shown in Table 2 is not less than .10. The VIF
values fall below the cut-off of 10. This confirmed that
based on the data shown in Table 2, multicollinearity was
not violated in this study.
Descriptive statistics of variables
The researcher used descriptive statistics to provide a
summary of the respondents of this study and measures
showing mean and standard deviation of the constructs.
Table 3 shows that all the independent variables have a
mean score of around 4. This shows that all the constructs in
this study were rated highly by the respondents
Table1: Measure of Skewedness, and Kurtosis
Variable
Skewness
Kurtosis

Emotional
Social
SelfMotivation
Cultural Adj.

Stati
stic
-.282
-.006
-.638
-.374

Std.
Error
.14
0
.14
0
.14
0
.14
0

Stati
stic
.453

Std.
Error
.280

-.545

.280

.571

.280

-.003

.280

Table 2: Measure of multicollinearity
Variable
Tolerance
VIF

Emotional
Social
SelfMotivation

.363
.332

2.758
2.758
3.106

.381

1.692

Table 3: Mean and Standard Deviation of variables
Variable
Emotio Social Self
Culture
nal
Motivati Adj.
on
4.110
4.090
4.202
4.184
Mean
Std. Deviation 0.490
0.476
0.563
0.551

To achieve consistent results, the researcher tested for
reliability [72]. The researcher used Cronbach‟s alpha to test
reliability. Garson [84], specified that Cronbach alpha value
of to .80 of higher was considered a good scale. A value of
.70 was considered an acceptable scale. Garson [84] further
cautioned that Cronbach‟s alpha measures tend to
underestimate reliability. Hair, Ringle, and Sarstedt [82]
recommended that reliability should be higher than 0.70.
The rho values for each construct were above 0.80 and
below 0.93. In this research, reliability was confirmed
because the Cronbach‟s alpha values were higher than 0.7
for all the constructs (Table 4).
4.4 Outer loadings
As stated by Garson [84], loadings shown in the outer
model were the focus in model which was classified as a
reflective model. The loadings shown in the outer the
absolute contribution of the indicator to the definition of its
latent variable [84]. The latent variable is considered more
reliable if the loadings are closer to 1. 0. Hair, Ringle, and
Sarstedt [82] stated that in a good model, the loadings
should be above .70. To improve reliability, the indicators
with a measurement loading in the .40 to .70 range should
be dropped [82]. In this research, three indicators with low
loadings were deleted [82]. The loadings are shown in
Figure 1 below.
Convergent Validity
The average variance extracted (AVE) was used by the
researcher to test convergent validity. In this reflective
model, the AVE reflects the average communality for each
latent construct. As stated by Hair, Ringle and Starstedt
[82], the AVE should be greater than .5 in a good model. As
shown the Table 4, all the AVE values for the indicators
were close to 0.5. This indicated that the convergent validity
was good.
Coefficient of Determination (R²)
The researcher used bootstrapping to assess the path
coefficients‟ significance. In this study, the minimum
number of bootstrap samples was 1,000. The value R² is
explained the variance in the cultural adjustment caused by
the independent variables. [84]. As stated by Hair, Ringle,
and Sarstedt [82], the R² level that is classified as high is
dependent on the specific research discipline. The R² values
of 0.75, 0.50, or 0.25 for dependent variable and the
predictor variables in the structural model can be described
as substantial, moderate, or weak, respectively [82]. In this
study, the R2 value of 0.545 for the defendant variable is
considered moderate. The R2 value of 0.402 for the
mediating variable self-motivation was low.
Discriminant Validity

Table 4: Construct Validity and Reliability
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In this study, the researcher used the AVE to establish
discriminant validity. The discriminant validity was based
on the Fornell–Larcker criterion [84]. Based on this criteria,
for all latent variables, the square root of AVE was greater
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than its correlation with any other latent variable. As shown
in Table 5, the top number in any factor column is higher
than the numbers below it [84]. Therefore, discriminant
validity was within the specified values and the
measurement model was successfully validated.
Table 5: Discriminant Validity

Table 6: Path Coefficients and Hypothesis Testing

Hypothesis testing
The path coefficients for the inner model are shown in
Figure 1 and Table 6. In this research, the standardized path
coefficients were checked. The weight for the path

coefficients can be between -1 to +1. The closed the weight
to 1, the stronger the path coefficient. [84]. The path
coefficients (β), t-value and their significance values are
shown in Table 6. The t-values shown in Table 6 are above
1.96 and this indicates a significant path [83]. For EI and
social competences to cultural adjustment, the t-value was
significant. The standardized regression value of .29 showed
a significant path and positive relationship between
emotional intelligence and cultural adjustment (p<0.05). The
standardized regression value of .26 showed a significant
path and positive relationship between social competencies
and cultural adjustment (p<0.05). Thus, the hypothesis H1
and H2 were supported.
Bootstrapping was done and for the mediator testing, the
results revealed that both direct paths were statistically
significant. The type of mediation here is a called “partial
mediation” since the direct effect of emotional intelligence
on cultural adjustment was still significant after the mediator
variable entered the model even though the path coefficient
for EI is reduced to 0.29. Similarly, the direct effect of
social competencies on cultural adjustment was still
significant after the mediator variable entered the model
even though the path coefficient for social competencies is
reduced to 0.26 In this case, EI and social competencies
both have significant direct effect on cultural adjustment and
also significant indirect effect on cultural adjustment
through the mediator variable namely self-motivation.
Hypothesis H3 and H4 were supported because the t-value
was above 1.96 for both the indirect path and the p-value
was
significant.

Figure 1: Path Coefficients diagram
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V.

DISCUSSION AND RECOMMENDATION

The purpose of this research was to find out the impact of
emotional intelligence and social competencies on the
cultural adjustment of expatriates in Malaysia. In addition,
the mediating role of self-motivation between the two
constructs was examined. In this study, it was shown that
emotional intelligence had a positive influence on the
cultural adjustment of expatriates. This study revealed that
EI plays a critical role in predicting the cultural adjustment
and thereby success expatriates sent on global assignments.
In this study, support was found for the propositions made
by several researchers who stressed the importance of
emotional intelligence in predicting the cultural adjustment
of expatriates [44] - [45]. Moon [44] found that social
awareness and relationship management dimensions of EI
explained cultural intelligence. Similarly, a results of study
by Gabel et al. [45] revealed that EI was a positive predictor
of cultural adjustment. Studies have also shown that
maladjustment can lead to failure in global assignments (e.g.
Bhaskar et al. [12]). Thus EI helps to increase the
probability of cultural adjustment. Furthermore, this
research revealed the critical role of and the findings
emphasize the crucial role of EI and social competencies in
the cultural adjustment of expatriates engaged in the ICTs
sector in Malaysia.
The evidence further revealed the importance of social
competencies. Therefore, as revealed in this study, greater
level of social competencies will lead to better the cultural
adjustment of expatriates. The results of this research did
not deviate from past studies that found social competencies
as a predictor of cultural adjustment (e.g., Bhaskar et al.,
[12]; Hechanova et al. [52]). Bhasker et al. [12] stressed the
importance of the relational skills that facilitate expatriates
to communicate an interact with the nationals in the host
country. Therefore, the results of this study provided further
support to the claim by other scholars that social
competencies and emotional intelligence are crucial
predictors of successful cultural adjustment and
performance by expatriates.
The findings of this study further revealed that selfmotivation acts as a mediator between emotional
intelligence and cultural adjustment. This was one of the
few studies that proved the mediating role of self-motivation
between the predictors that include emotional intelligence
and social skills and the dependent variable that is cultural
adjustment of expatriates. Past studies have pointed out that
emotional intelligence is related to self-motivation [66].
Scholars have also revealed that social skills are another
component of emotional intelligence. Socially skilled people
tend to have knack for finding rapport and socially skilled
people tend to be optimistic and are expert persuaders [34].
Although past studies have not empirically tested the
mediating role of self-motivation between the independent
and dependent constructs of this study but the results of this
study shows the importance of self-motivation. Expatriates
should be willing to go on global assignments in another
country and exercise flexibility to adjust in the host country.
This study provided several theoretical, academic and
practical implications. This study provided additional
theoretical support for the role of emotional intelligence and
social competencies as predictors of cultural adjustment of
Retrieval Number:E10880585C19/2019©BEIESP
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expatriates‟ adjustment. From the theoretical perspective,
this study further provided support for the role of selfmotivation as a mediator between the independent variables
in this study and cultural adjustment factors. This research
will add to the existing literature related to cultural
adjustment of expatriates and assist to fill the research gaps.
This was one of the first study to examine empirically the
relationships between expatriate emotional intelligence,
social competencies, cultural adjustment and self-motivation
of expatriates working in the ICTs sector in Malaysia.
From the practical viewpoint, the results of this study
provide additional information for companies in recruiting,
developing, motivating and providing support to expatriates.
Companies that manage their expatriates successfully should
focus on emotional intelligence, self-motivation and social
competencies that make the global assignments successful.
Companies need to assign global jobs to expatriates whose
EI and social competencies are high and further ensure that
these skills are matched by their cross cultural adjustment
abilities. In addition, the expatriates must be motivated to
work overseas. Other forms of motivation should also be
included such as career advancement, additional allowances
and support for the family. Cultural adjustment is also an
important component of expatriates‟ success. In addition,
the success of expatriates includes completion of assignment
and job performance. Based on the cultural dimensions
specified by Hofstede [21], Malaysia is a collectivist society
with high power distance. Therefore, expatriates coming
from individualist cultural dimension or cultures with low
power, distance, may need to be flexible to adapt and build
the networking. Malaysia is also a multi-ethnic country and
expatriates need to understand the local culture. This
requires higher levels of emotional intelligence and social
skills. Therefore, training should be included during the
pre-expatriation and post expatriation period of the
engagement. Other than training on social skills and
emotional intelligence, expatriates should be trained about
the Malaysian culture and the training should be tailored
based towards the Malaysian culture. In addition, companies
should have a rigorous selection process and send the right
people for the right reasons to global assignments. This
study has revealed that other than technical skills, EI, social
competencies and self-motivation should be included in the
selection criteria. In addition, companies should send people
who are culturally literate and are flexible to adjust in the
host country. Hence, expatriates who add most value to their
organizations are those who build relationships and
willingly experiment with different customs in the host
country.
From the academic perspective, the results of this study
provided academicians with further understanding of the
factors that contribute towards success of expatriates and
recommendations for future research by academicians. This
study has several limitations and the limitations provided
recommendation for future research on this subject matter.
Firstly, there are other moderators and mediators such as
gender, age of expatriates and marital status that were not
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examined. Future studies should include the categorical
variables as moderators. Secondly, this study did not
examine the dimensions of emotional intelligence.
Similarly, scholars have stated that cultural adjustment is a
multidimensional construct rather than a unitary construct
and in this study the dimensions of cultural adjustment were
not examined. Future studies should examine the
dimensions of cultural adjustment and emotional
adjustment. This study also did not collect data from
expatriates who were not successful or returned prematurely to their home country. For future studies, a more
in-depth research on expatriates who were not successful is
recommended. Furthermore, this study was in the IT sector
only and similar studies in other sectors can yield further
evidence and different findings. To get further in-depth
understanding of the cultural adjustment and performance of
expatriates, it is recommended that a qualitative study of a
mixed method study be done in future. The qualitative or
mixed method studies will add to the richness of data
available on this subject matter. of.
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