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INTRODUCTION

Globalization has affected not only economy and international trade, but also caused labor mobility
and international migration rise, which has contributed to transformation of global careers,
emergence of transnational forms of human capital. It raises hunting for talent, who contributes to
the competitiveness of companies and countries. Then again, the demand for talent has provided
skilled workers with a huge choice in terms of location and type of work, in other word created
better job opportunities and career development options. Moreover, international mobility has
become the basis of a boundaryless global career and work. As a result it cause flow of human
capital between developing and developed countries ( Baruch et al., 2013a; Dickmann, Suutari, &
Wurtz, 2018), which might explain in increase of international migration, that reached 3.6 % of
the worldwide population in 2020 (United Nations, 2021).

Highly skilled expatriates contribute to multinational companies’ competitiveness in host county,
as well as the greater potential for cross-border economic interaction and growth. Thus, they
constitute an essential component of today's global talent pool (Al Ariss, 2010). Studies related to
international talent flow has traditionally focused on assigned expatriates or organizational
expatriates, who funded and assigned to the overseas site by their parent organizations.

However, with the change in the purpose and the nature of international mission, a variety of new
positions, career routes emerged for expatriates (Suutari & Brewster, 2000a). Individuals taking
responsibility for their own career paths without an organization’s support reflect new trends in

international assignments (Carr, Inkson and Thorn 2005).

1.1 RELEVANCE OF THE TOPIC

Self-initiated expatriates are defined as an “employee who migrates voluntarily to a foreign
country on his or her own initiative, seeks actively a new employment and is hired by a foreign
organization under a local, host-country contract” Andresen & Biemann (2013, p.105). SIEs are
carriers of know-how and experience, and thus represent a valuable source of knowledge, network
capital (Jokinen et al., 2008). So, their ability to be both locally responsive and function worldwide
can help organizations enhance their effectiveness and efficiency (Tharenou, 2013). As a holders
of particular, technical skills and abilities SIEs plays important role on global workforce (Alpaslan
Danisman, 2017) and can be valuable human resources in both the host country as well as the
organizations to which they join (Thorn & Inkson, 2012). SIEs are account for a larger share of

the international workers than other categories of expatriates (Ceric & Crawford, 2016; Hussain et
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al., 2019). Furthermore, over the last two decades, they have become highly demanded by
organizations looking to fill experienced international manager shortages. As SIEs may have an
excellent awareness of local and worldwide markets, cultures as well as languages. In addition,
from the living and travel expenses, salary, taxation perspectives, beside financial considerations,
they would be less expensive than regular traditional company-assigned expatriates (Al Ariss &
Crowley-Henry, 2013b; Jannesari & Sullivan, 2019; Tharenou, 2013). From talent management
perspective self-initiated expatriates are important resource for international companies. The
above reasons indicate the importance of studying and understanding the effectiveness of SIE.

The findings of the current study enhance knowledge and provide a deeper insight into influence
of Emotional intelligence on cross cultural adjustment, task and contextual performance of self-
initiated expatriates by providing a convincing empirical confirmation for the impact of El on
CCA, and impact of ElI and CCA on task and contextual performance. The insights gained from
current research will contribute to expand knowledge in the field of expatriate’s study, particularly

in the areas of international human resource management and cross-cultural management.

1.2 PROBLEM STATEMENT

“SIEs are individuals who choose to go abroad on their own to find work there, or after having
found a job prior to departure, without having been sent by an organization from their home
country” Cerdin (2012, p. 59). Self-initiated expatriates make up around a third to one-half of the
global expatriate population (Suutari et al., 2018). Expatriates relocate to obtain employment and
income that are more relevant to their formal education and training (Iredale, 2001); in seeking of
professional development possibilities, primarily due to a shortage of such options in their home
nations (J. L. Cerdin, 2012). However, living in a country that is distinct from home country
regionally, socially, and culturally can be tough for expatriates, particularly when there are notable
differences between the home and host countries from a socio-cultural perspective (Konanahalli
& Oyedele, 2016a). Despite the fact that SIEs relocate on their own, study the area prior to
departure, and find jobs in advance, they nevertheless face challenges when engaging with the new
environment, locals, and working conditions. In addition, they don't have any pre-departure
preparation (Howe-Walsh & Schyns, 2010; Presbitero, 2020). As a result, some expatriates endure
failure and unsatisfying work when working and living overseas, which is mainly due to challenges
in adapting to a different cultural context (A. Harzing & Christensen, 2004; Hussain & Deery,
2018). Scholars found that one of the reasons for expatriates' failure is difficulty in adjusting to a
new cultural environment, and stated that maladapted persons endure significant levels of
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psychological stress and helplessness as a result of the transition to a new location. Therefore, SIEs
may not be able perform at full ability, resulting in lower levels of job performance (KRAIMER
etal., 2001). Moreover, difficulties related to cross-cultural adjustment are frequently the cause of
early termination (Wang & Takeuchi, 2007). On the contrary, well-adjusted SIEs are less stressed,
more engaged, excited about their work, wholly immersed in it; they believe they are attuned to
the culture of the host nation, both at work and in other areas; and they tend to perform better,
leading to higher performance (Jyoti & Kour, 2017). It was found that higher emotional
intelligence contributes to better cultural adaptation and performance (Gabel-Shemueli & Dolan,
2011) as El improves self-awareness and self-management skills, which allow expatriates to better
handle negative impulses, better control own emotions and deal with tough situations. As a result,
expatriate with a high El is likely to adapt well and function well in their new environment (Law
etal., 2008b). Therefore, it's critical to research impact of emotional intelligence and cross-cultural
adjustment on job performance of SIEs. So that we can figure out how to assist people so that their

resources may be spent on things like quality of life, interaction, and productivity.

1.3 RESEARCH GAP

Talent management of self-initiated expatriates has recently received increased attention as
recruiting of SIEs becomes an increasingly appealing approach of solving the worldwide lack of
skilled personnel (Doherty & Dickmann, 2013; Vaiman et al., 2015). However, studies were
focused mainly on SIEs from developed countries (Fu et al., 2017; Kumar & Chhokar, 2019),
although developing expatriates are an alternative to traditional expatriates, thus enriching the pool
of transnational human resources (Furusawa & Brewster, 2019; Lauring & Selmer, 2018). And,
despite the fact that SIEs have been studied from a variety of geographic locations: United States,
Canada. Australia. England. South Africa. New Zealand, Singapore and Belgium (Huff et al.,
2014); Portugal (Farcas & Gongcalves, 2019); France, Germany, Korea (M. F. Waxin, 2004); South
Korea (Froese, 2012); Germany, Western China (Cao et al., 2014); UAE (Hussain & Deery, 2018)
from home country perspective empirical studies on SIEs from Post-Soviet countries (Kyrgyzstan,
Kazakhstan) are extremely rare. In addition, studies focused on SIEs from a single home country

are extremely rare (Andresen et al., 2020).

Moreover, empirical research on impact of Emotional intelligence and cross-cultural adjustment
on job performance were mainly addressed to Assigned expatriates. However, self-initiated

expatriation, in which a person finds work outside of own home-country, is topic of comparable
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importance (Howe-Walsh & Schyns, 2010; Khedher & Asadullah, 2019) since they are a
meaningful part of the global talent pool (Collings & Isichei, 2018; Tharenou & Caulfield, 2010;
Vaiman et al., 2015). Few studies on job performance, particularly on task and contextual
performance of SIEs were provided, and even fewer studies have addressed SIEs from Post-Soviet

countries.

This study intends to fill the gap in studies on investigating influence of Emotional intelligence on
Cross-cultural adjustment and job performance, and impact of cross-cultural adjustment on job
performance of self-initiated expatriates from Post-Soviet countries (Kyrgyzstan, Kazakhstan).
Considering that contextual and task performance are main elements of job performance it is
important to investigate predictors of mentioned job performance. Understanding factors
influencing job performance and cross-cultural adjustment of self-initiated expatriates is valuable
for MNCs and HR professionals since it helps to predict effectiveness of expatriates and improve
intercultural training, development and talent management programs; develop relevant policies

and make recruiting and training choices.

1.4 PURPOSE OF RESEARCH
The main objectives of current empirical research are:
e To study Self-initiated expatriates from Post-Soviet countries;
e To investigate the relationship between Emotional Intelligence, Cross-Cultural adjustment
anf Job Performance;
e Few studies on job performance were focused particularly on task and contextual
performance of SIEs. This reserach is considering two indicators of Job Performance: Task
and Contextual Performance of self-initiated expatriates from Post-Soviet Countries

(Kyrgyzstan and Kazakhstan).

1.5 RESEARCH QUESTIONS
The study will attempt to answer to following research questions:

Research Question 1. What is the relationship between Emotional Intelligence and Cross-Cultural
Adjustment in the examined sample?

Research Question 2. What is the relationship between Emotional Intelligence and Task
Performance in the examined sample?

Research Question 3. What is the relationship between Emotional Intelligence and Contextual

Performance in the examined sample?
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Research Question 4. What is the relationship between Cross-Cultural Adjustment and Task
Performance in the examined sample?
Research Question 5. What is the relationship between Cross-Cultural Adjustment and Contextual
Performance in the examined sample?

As result, following hypotheses were proposed:

Hypothesis 1. Emotional Intelligence has a significantly strong influence on surveyed expats’
Cross-Cultural Adjustment in the examined sample.

Hypothesis 2. Emotional Intelligence has a significantly strong influence on surveyed expats’ Task

Performance in the examined sample.

Hypothesis 3. Emotional Intelligence has a significantly strong influence on surveyed expats’

Contextual Performance in the examined sample.

Hypothesis 4. Cross-Cultural Adjustment has a significantly strong influence on surveyed expats’

Task Performance in the examined sample.

Hypothesis 5. Cross-Cultural Adjustment has a significantly strong influence on surveyed expats’

Contextual Performance in the examined sample.

1.6 DEFINITIONS
In this dissertation following definitions were used.

Table 1. Definitions of main variables used in current empirical study
Variables Definitions

“employee who migrates voluntarily to a foreign
country on his or her own initiative, seeks
Self-Initiated Expatriates actively a new employment and is hired by a
foreign organization under a local, host-country
contract” Andresen & Biemann, (2013, p. 105)
“Emotional intelligence involves the ability to
perceive accurately, appraise and express
emotion; the ability to access and/or generate
feelings when they indicate thought; te ability to
understand emotion and emotional knowledge;
and the ability to regulate emotions to promote
emotional and intellectual growht” (J. Mayer
and Salovey, 1997, p.10)

Emotional Intelligence
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Cross-cultural adjustment

“Degree of psychological comfort and
familiarity that the individual has for the new
environment” (Black, 1990, p. 122)

Task Performance

“effectiveness with which job incumbents
perform activities that contribute to the
organization’s technical core either directly by
implementing a part of its technological process,
or indirectly by providing it with needed
materials or services” (Borman and Motowidlo,
1997, p.99).

Contextual Performance

“Contextual activities include volunteering to
carry out task activities that are not formally part
of the job and helping and cooperating with
others in the organization to get tasks
accomplished” (Borman and Motowidlo, 1997,
p.100).

Source: Author’s editing based on literature review
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LITERATURE REVIEW

2 INTERNATIONAL MOBILITY

The 1990s marked the beginning of a transitional economy, an economic integration that led to the
economic growth and growth of international commercial organizations; digital development;
development in the field of information technology; the growth of international transactions, the
emergence of MNCs; small and medium sized enterprises; Foreign Direct Investments; and
increased competition and global interaction. These changes also affected global mobility, the
types of expatriates that gradually began to be replaced by alternative types of expatriates, which

led to an increase in different forms of assignments, travelling, projects, self-initiated expatriates.

Skilled migration for many countries is a way to fill a labor shortage, while for others is a way to
strengthen their human capital stock. Moreover, international mobility has a significant impact on
shaping of national innovation processes by contributing on knowledge development and
dissemination. One of the factors that influence the inflow of human capital is bilateral and
multilateral agreements such as: European Union, NAFTA, APEC etc. and national policies.
Another factor is internationalization of high education. For example, cooperation between
developed and developing countries’ universities. In addition, technological development caused
demand for new skilled professionals, for example in information technology, thus created
additional opportunities for attracting human capital (P. Caligiuri & Bonache, 2016a; Hippler,
2009; Iredale, 2001; OECD, 2008).

From the Europe context, flow of the human capital was based on several factors, such as the
European Union's development, the increase in European multinational enterprises (MNESs), small
and medium enterprises, and FDI, that emerged after the fall of the Communist regime; geographic
location that included many industrialized countries, that gave the opportunity to travel without
barriers; international organizations, and non-governmental organizations (United Nations, Red
Cross etc.). The mentioned factors have significantly increased cross-national movement and have
influenced human capital mobility, expatriation, and the rise of new types of expatriation (Scullion
& Brewster, 2001).
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Table 2. Net Number of Migrants

Region, country 1990-1995 1995-2000 2000-2005 2005-2010 2010-2015 2015-2020
EUROPE 4969 3161 9179 8 643 6 890 6 805

Eastern Europe 1448 1125 967 1843 1454 605
Belarus - 63 56 -6 64 72 44
Bulgaria - 356 - 134 - 86 - 84 - 24 - 24
Czechia 30 46 47 251 60 110
Hungary 100 79 62 25 30 30
Poland - 160 - 85 - 183 - 178 - 321 - 147
Russian Federation 2 490 2 375 1778 2 327 1801 912
Slovakia - 15 -3 1 -9 11 7
Ukraine 74 - 462 - 165 270 132 50
Northern Europe 176 678 1298 2726 1611 1700
Norway 47 59 67 163 222 140
Sweden 156 58 142 262 254 200
United Kingdom 205 513 992 2189 1 300 1303
Southern Europe - 197 66 4416 2 682 425 643
Albania - 443 - 180 - 177 - 217 - 137 - 70
Greece 459 297 114 - 371 - 162 - 80
Italy 153 - 298 1664 1051 1637 745
Portugal 149 174 178 92 - 140 - 30
Serbia 178 - 496 - 276 - 120 30 20
Slovenia - 17 1 15 39 17 10
Spain 319 931 2908 2274 - 520 200
Western Europe 3542 1292 2 497 1392 3400 3857
Austria 228 65 178 154 267 325
Belgium 107 51 220 294 259 240
France 122 194 926 446 424 183
Germany 2628 716 824 43 1939 2719
Luxembourg 20 20 14 42 49 49
Netherlands 186 179 146 66 63 80
Switzerland 247 65 186 345 397 260
NORTHERN AMERICA 5150 9641 6 385 6 751 6 199 5982
Canada 691 784 1052 1326 1241 1210
United States of America 4 464 8 860 5335 5429 4962 4774

Source: https://population.un.org/wpp/Download/Standard/Migration/, Accessed: 4/08/2022

Note * The net number of migrants is expressed in thousands. The list includes only the host countries of respondents

However, the benefits of international mobility might not be shared equally since one country
might gain while another might lose valuable human capital. For example, in developing countries
the migration of highly skilled workers is associated with “brain drain” and potential economic
losses that may occur (OECD, 2002; Dumont JC. and JB. Meyer, 2003). The "brain drain" means
the global movement of human resources. Generally, brain drain is associated with highly educated
individuals who migrate from developed to developing countries. Brain drain can affect the
wellbeing and growth of the country of origin both positively and negatively. On the positive side,
for example, education simulation, remittances flow. As to negative side, decrease in human
capital stock. Whether a country will benefit depends on the country’s economic level, level of

migration, population, location, and other characteristics.
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In the case of Kyrgyzstan, although remittances are considered as a positive aspect of labor
migration, which positively affects the economy and society of Kyrgyzstan, there is also a negative
side - brain drain and the decrease of skilled labor in the home country.

Figure 1. Personal remittances, received (% of GDP), Kyrgyzstan
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Source: https://databank.worldbank.org/source/world-development-indicatorst# , Accessed: 4/08/2022

This was facilitated by both temporary labor migration and the permanent migration of skilled
workers. Moreover, the decline in the country's production and innovation potential only
exacerbated the situation. On the other hand, migrants, their families and country of origin benefit
from labor migration. Migrants can earn several times more money than they could at home doing
equivalent labor. From country of origin perspective, by channeling remittances, imparting know-
how, and establishing commercial and trade networks, labor migration can help to relieve
unemployment and boost growth. International labor migration, as well as investment and trade
movements, have become a vital component of economic lives of many developing countries
(Critelli et al., 2021; Popova & Ozel, 2018; Vinokurov & Pereboyev, 2013).

2.1 TRANSITION PERIOD

Kyrgyzstan and Kazakhstan are Central Asian country that was a member of the former Soviet
Union before declaring independence in 1991. The economic situation of the Former Post-Soviet
Countries in Central Asia, including Kazakhstan and Kyrgyzstan, has been very unstable since the

breakup of the Soviet Union.
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Table 3. Socio-economic indicators in 2000 and 2010

Indicators

Population,Total
Foreign direct investment, net inflows (BoP,
current US$)

GDP (current US$)

GDP growth (annual %)

GNI, PPP (current international $)
Inflation, GDP, deflator (annual%)

Life expectancy at birth, total (years
Population density(people per sg.km of land
area)

GDP per capita (current US$)
GDP, PPP (current international $)
GNI (current US$)

GNIS per capita, PPP (current international $)
General government final consumption
expenditure (% of GDP)

Labor force participation, total (% of total
population ages 15+)

International migrants stock (% of population)

International migrant stock, total
Unemployment, total (%of total labor force)
(modeled ILO estimate)

Employment in  services (%of
employment) (modeled ILO estimate)
Employment in agriculture (% of total
employment) (modeled ILO estimate)
Employment in industry (%of
employment) (modeled ILO estimate)

total

total

2000

Kyrgyzstan
4898400.00

-2360124.96
1369688498.07
5.44
8582788124.10
27.16

68.56

25.54

279.62
9129340048.13
1287688498.07
1750.00

20.04

64.72
7.86
389558.00

7.54
36.45
53.08

10.47

Kazakhstan

14883626.00

1370521199.15
18291994909.00
9.80
107939394934.30
17.43

65.45

5.51

1229.00
115106829629.08
17152994909.00
7250.00

12.08

70.85
19.20
2871300.00

12.75

47.32

36.44

16.24

2010
Kyrgyzstan

5447900.00

472768300.00
4794357795.07
-0.47
15740559550.90
10.03

69.30

28.40

880.04
16810323179.37
4489257795.72
2890.00

18.13

64.28
4.24
231511.00

8.64
46.68
32.24

21.08

Kazakhstan

16321872.00

7456117901.08
148047348240.64
7.30
272722282119.97
19.54

68.45

6.05

9070.49
313789244539.42
128671748240.64
16710.00

10.81

70.36
20.44
3334623.00

5.77

53.01

28.28

18.71

Source:

https://databank.worldbank.org/indicator/NY.GDP.MKTP.KD.ZG/1ff4a498/Popular-Indicators,

Accessed: 4/08/2022

However, since 2000, Central Asia countries have been able to successfully sustain

macroeconomic stability and raise living standards. Developed countries, including Russia, China,

the United States, Japan, and some European countries and a lot of international financial

institutions were interested in investing in the five independent Central Asian countries and

contributing to the region's development (Hill, 2002). More than 50% of all world FDI was

attracted to developing countries and countries with economies in transition in 2010 (UNCTAD,

2011)

2.1.1 UNEMPLOYMENT SITUATION DURING TRANSITION PERIOD

The development of industry, the collectivization of the agricultural sector, and the central

planning of the economy were the basis of the concept of modernization in Soviet system.

Industrialization and collectivization in Soviet Kyrgyzstan between 1930-1980 affected the labor
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market. Due to the lack of a qualified labor force, new workplaces were filled by immigrants from

the European part of the USSR, for example, Russians, Ukrainians, and Germans (Abazov, 1999).

Figure 2. Unemployment between 1991 - 1995
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Source: World Bank (2020a). World Development Indicators database. Washington, DC. http://data.worldbank.org.
Accessed 22 July 2020.

During the Soviet Union, Kyrgyzstan's official statistics showed full employment in all sectors of
the economy, despite the existence of hidden underemployment and unemployment in some parts
of the country. However, the social security system kept people from looking for work or leaving
for other regions of the republic or the USSR. Following the fall of Soviet Union, long-term
unemployment and underemployment increased significantly (Abazov, 1999; Mogilevsky &
Omorova, 2011) . Mass unemployment was caused by the economic crisis, which was

accompanied by a reduction in production and the closure of enterprises (Thieme, 2014).

2.1.2 BRAIN DRAIN IN TRANSITION ECONOMY
Kyrgyzstan experienced political, economic, and social transformation after the disintegration of

the Soviet Union in 1991. Economic factors, such as unemployment, poor wages, poverty, and
18



deteriorating living circumstances, have an impact on both internal and external labor migration
in Kyrgyzstan (Schmidt & Sagynbekova, 2008). However, present labor migration patterns are not
unprecedented. Migration has always been a part of the history of Central Asians, both internal
and external, voluntary and forced, illegal and legal, temporary and permanent, commercially and
ethnically motivated (Schmidt & Sagynbekova, 2008). After the collapse of the Soviet Union,

international migration has increased significantly.

Figure 3. Immigration and emigration rate between 1990 - 2014
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The limitation of the Kyrgyz labor market became evident with the significantly high emigration
of the Russian-speaking and German population between 1991 and 1996. However, along with
emigration, the number of people employed in the manufacturing, mining, and construction
industries of Kyrgyzstan, where the Russian-speaking population was mainly employed, has
decreased; as well as decreased urban population. Moreover, expected rural migration was not
significant. It may be explained by the creation of workplaces in agriculture sector compared to
manufacturing, construction, etc., which led to an increase in employment in rural areas (Abazov,
1999; OECD/ILO, 2017).

2.1.1 CURRENT BRAIN DRAIN SITUATION
Nowadays, approximately one-third of Kyrgyzstan's employable population works overseas. The

main destinations are the United States, Western and Central Europe, CIS countries.
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Table 4. External Migration of population in Kyrgyzstan

Countries 2016 2017 2018 2019 2020
Total departures 7125 5899 7077 7 560 5822
Of those who left for CIS countries 6 859 5765 6 788 7314 5649
Kazakhstan 1341 1209 1219 1368 1664
Russia 5445 4 453 4972 5335 3792
Other countries 262 134 289 246 173
Germany 121 63 138 96 80
USA 57 18 44 51 7

Source: http://www.stat.kg/en/opendata/category/323/, Accessed: 4/08/2022

Note * There is no reliable database documenting ‘brain drain’ statistics; only very generalized numbers for
migration flows within and outside of Central Asia

According to reports, economic factors were the primary determinants of migration decisions. Low
earnings and a lack of employment possibilities in Kyrgyzstan were the most often stated push

factors (International Organization for Migration, 2021).

Table 5. Wages by type of economic activity (KG soms) activity

Items 2015 2016 2017 2018 2019 2020
Total 13,483 14,847 15,670 16,427 17,232 18,940
(133 €) (147 €) (155 €) (163 €) (170 €) (187 €)
Agriculture, forestry and fishing 8,331.0 9,010.0 9,643.0 10,084.0 10,186.0 10,479.4
Mining and querying 20,225.0 25,265.0 24,2540 26,046.0 29,769.0 32,688.2
Manufacturing 19,340.0 21,162.0 24,026.0 24,253.0 25,697.0 31,2209
Electricity, gas, steam and air conditioning supply 23537.0 27,0040 29528.0 30,819.0 31,452.0 31,297.3
Water supply; sewerage, waste supply: sewerage,
waste management and remediation activities 10,833.0 11,478.0 11,802.0 12,367.0 12,824.0 14,780.9
Construction 11,959.0 12,384.0 13,156.0 14,549.0 14,853.0 15,748.0
Wholesale and retail trade; of motor vehicles and
motorcycles and retail trade; repair of motor
vehicles and motorcycles 12,648.0 13,150.0 13,958.0 14,417.0 14,109.0 14,925.6
Transportation and storage 18,143.0 19,862.0 22,617.0 23,037.0 23,141.0 21,060.1
Accommodation and food service activities 9,553.0 10,265.0 11,138.0 12,003.0 12,577.0 12,862.5
Information and communication 24,678.0 26,2040 28,160.0 30,707.0 29,713.0 35,114.0
Financial and insurance activities 26,903.0 30,157.0 33,038.0 34,019.0 35,637.0 35,343.0
Real estate activities 9,703.0 10,000.0 10,086.0 11,337.0 12,038.0 11,407.5
Professional, scientific and technical activities 17,582.0 18,197.0 20,690.0 21,760.0 23,566.0 24,016.9
Administrative and support service activities 11,078.0 12,263.0 11,9540 12,410.0 11,973.0 14,774.2
Public administration 16,385.0 17,297.0 18,183.0 19,880.0 20,750.0 22,879.4
Education 9,233.0 10,862.0 11,0950 11,369.0 12,4120 14,764.3
Human health and social work activities 9,381.0 9,728.0 9,947.0 10,313.0 10,809.0 10,936.8
Arts, entertainment and recreation 9,741.0 9,042.0 8,439.0 8,616.0 8,982.0 9,383.5
Other service activities 12,178.0 14,823.0 154540 15,303.0 16,266.0 18,927.2
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Source: http://www.stat.kg/en/opendata/category/858/, Accessed: 4/08/2022

Over three decades after independence, labor migration continues to be vital, involving a new
generation. Even though education, adventure, and enthusiasm are regarded as the primary drivers
of global mobility (Doherty, 2013; Hippler, 2009), various countries are attempting to attract and
retain international students, resulting in a "brain drain” from their home countries. This can have
an impact on the skill structure of the labor force, resulting in labor shortages. On the other hand,
it can also lead to remittances and other benefits from expatriates and repatriates. In general, this
can be both a benefit and a problem for developing countries, based on the characteristics of the
country. In addition, internationalization contributed to the student exchange programs, internship
programs, and study abroad programs, government or self-funded, foreign scholarships such as:
Erasmus Mundus, Stipendium Hungaricum, Turkiye Burslari,The German Academic Exchange
Service (DAAD), AISEC . It would seem that knowledge and skills acquired abroad are favorable
for the development of Kyrgyzstan and important from gaining a skilled workforce perspective.
However, the possibilities for applying such knowledge and skills upon return are limited, which

causes brain drain (Thieme et al., 2013).

Table 6. Socio-Economic Indicators

Indicators 2020
Population, total 6591600
Population density (people per sq.km of land area) 34.36704901
Foreign direct investment, net (BoP current US$) 582405200
GDP (current US$) 7735976273
GDP growth (annual %) -8.616551031
GDP per capita (current US$) 1173.611304
GDP per capita, PPP (current international $) 4964.733306
GNI per capita, PPP (current international $) 4750
Inflation, GDP deflator (annual, %) 5.759907
Unemployment, total (% of total labor force) 8.706000328
Labor force participation rate, total (% of total population ages 15-
64) modeled ILO estimate) 62.4%
Human Capital Index (scale 0-1) 0.6
Personal remittances, received (% of GDP) 31.31892545

Source: https://databank.worldbank.org/source/world-development-indicators# , Accessed: 4/08/2022
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3 OVERVIEW OF EXPATRIATES

Expatriate is “an employee who has been assigned by his or her employer to work in another
country’ (A dictionary of Human Resources Management, 2017). Scholars suggested and used
different terms of that meaning ‘expatriate’ (Collings et al., 2007); ‘overseas assignment’ (M.
Kraimer et al., 2016). Table 7 illustrates terms used by scholars to define ‘expatriates’. Broadly
‘expatriates’ can be defined as anyone who go abroad for personal or professional reasons for a

limited time (Hippler, 2009).

Table 7. Terms meaning ‘expatriates’

Term Authors

M.-F. Waxin et al. (2016)

corporate expatriate Shaffer et al. (2012)

Takeuchi (2010)

cxpatriate assignee 3. Singh and Singh (2017)

AlMazrouei and Zacca (2021)

expatriate manager Matié et al. (2016)

Collings et al. (2007)

“expatriate™ Brewster et al. (2019)

“global assignee” P. M. Caligiuri & Day (2000)
Dickmann and Cerdin (2018)

“International assignee” Tharenou (2015)

A. W. Harzing et al. (2016)

Fernandez et al. (2006)
“international executives” Linehan and Scullion (2001)
Khan et al. (2011)

Bonache Pérez and Pla-Barber (2005)

“international manager” Harris and Brewster (1999)
Linehan and Walsh (2000)

“internationally mobile manager” Andresen and Biemann (2012a)

“managers with global careers” Suutari & Mékeld (2007)

Source: Adapted from McNulty & Brewster (2017)
Note: Terms are listed by alphabetical order

With the recognition of internationalization, the movement of people to other countries for work
purposes has become more frequent (Kolde & Hill, 1967). Lack of locally qualified candidates
and the need to prepare for the international mobility of individual staff during rapid growth in
international business activity the staffing of expatriates increased (Peltonen, 1993; Torbi6rn,
1994). Global mobility, in the past, was frequently related to political, social, and economic

transformations (Iredale, 2001). For example, the increase in foreign direct investment that
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resulted from the "transition economy" after the Communist regime collapsed caused an increase

in the flow of expatriates to Central and Eastern Europe (Scullion & Brewster, 2001).

Expatriates were sent by the company for different purposes, to minimizing agency issues during
the separation of ownership, for coordination and control (Edstrom & Galbraith, 1977; Jensen &
Meckling, 1976); for minimizing transaction cost (Erdener & Torbidrn, 1999; A.-W. Harzing &
Sorge, 2003); to fill a position (Suutari & Brewster, 2000b); for knowledge transfer (Cooke et al.,
2019; Foss & Pedersen, 2002; A. W. Harzing et al., 2016; Salgado & Bastida, 2017) since
expatriates have a strong ability to contribute certain skills, expertise, and networks to the
subsidiary from other regions of the MNE and beyond (P. Caligiuri & Bonache, 2016a); as a
mechanism of organizational control (Bartlett & Ghoshal, 1999; Boyacigiller, 1990; A.-W.
Harzing, 2001); to share technical expertise where needed (Morley et al., 2006); to improve
subsidiary growth (Chang & Smale, 2013). Therefore, it is not surprising that scientists
enthusiastically studied expatriates from different perspectives like multinational management
staffing (Baker & lvancevich, 1971); selection (Jordan & Cartwright, 1998), training and
recruitment (Baker & Ivancevich, 1971; Harvey, 1983; Tung, 1988); predicting job performance
for selection purpose (Mol, Born, et al., 2005); management of expatriates (Scullion & Brewster,
2001); adjustment to assignment (Hechanova et al., 2003); importance of social and organizational
support for expatriates (M. L. Kraimer & Wayne, 2004); cross-cultural effectiveness (Hannigan,
1990) cross-cultural training (Morris & Robie, 2001); cross-cultural adjustment (Black &
Gregersen, 1991a); expatriate effectiveness (Mol, Ph. Born, et al., 2005); expatriate performance
(Black & Porter, 1991); success (P. M. Caligiuri, 1997b; Clegg & Gray, 2002) and failure (A.
Harzing & Christensen, 2004). Studies showed (Green, 2009) that expatriates differ depending on
whether the act is initiated by the state or by a person, and whether it is voluntary or involuntary.

Economic and geopolitical shifts, technological advancements, changes in communication,
worldwide travel, as well as demographic, structural changes in business environment (P. Caligiuri
& Bonache, 2016b); the diversity of the overseas assignments’ type and purpose has resulted in a
number of new roles and career options for expatriates (Collings et al., 2007). Different types of
international work experiences have increased mainly as a result of increased worldwide mobility
(Jan Selmer, 2011). Expatriates were differentiated based on whether the act is initiated by the
state or by a person, and whether it is voluntary or involuntary (Green, 2009); whether the hiring

choice is made in the home country or in the host country (Biemann & Andresen, 2010a); length
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of stay (Tharenou, 2013); nature of the movement (Al Ariss & Ozbilgin, 2010a). Alternative to
company assigned expatriate (Tharenou, 2013) individual who take command of own career
without the direct backing of an organization and who make the option to live and work abroad,

so called self-initiated expatriate, become new trends in foreign assignments (Carr et al., 2005).

2.1 SELF-INITIATED EXPATRIATES

Self-initiated foreign work experience (SFE) first mentioned in the research of Inkson et al.,
(1997). Researchers (Inkson et al., 1997, p. 352) defined overseas experience as experience when
“international experience comes from the individual”, and distinguished SIE from traditional
expatriates by using four main characteristics: the initiative’s source, the aims for overseas job, the
source of funding, and the type of job. Derived from previous research (Inkson et al., 1997a)
Suutari and Brewster (2000) compared Self-initiated foreign work experience with Finish foreign
workers, and indicated that they differ “with regard to individual back ground variables, and
employer and task related variable. Motives for going abroad, repatriation arrangements and
compensation packages, differ to some extent between two group” (Suutari & Brewster, 2000, p.
434). Based on research results Suutari & Brewster (2000) introduced the concept of Self-Initiated
Expatriates (SIE).

Several definitions of SIE have been proposed in literature (see table 1). For example according to
(Begley, Collings and Scullion, 2008, p. 265) self-initiated expatriates are “those whose
international experience is not initiated by an international transfer within an organization but
rather is initiated without organizational assistance and of their own accord”. Peltokorpi and Froese
(2009, p. 1096) define SIEs as “those who themselves make the decision to live and work abroad”.
Cerdin (2012, p. 59) indicates: “SIEs are individuals who choose to go abroad on their own to find
work there, or after having found a job prior to departure, without having been sent by an

organization from their home country”.

Table 8. Definition of self-initiated expatriates based on literature review
SIEs \ Authors

“SIEs are stereotyped as those ‘coming from developed countries; capable
of strategically advancing their careers; successful in becoming accustomed
to and integrating in the host country; possessing skills and qualifications Al Ariss (2012, p. 237)
that are transportable across countries; international mobility conceived as a
choice rather than a necessity”

“internationally mobile individuals, who have moved through their own
agency (rather than through an organizationally-assigned expatriation) to
another country for an indeterminable duration”

Al Ariss and Crowley-Henry (2013a, p. 79)
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“self-initiated expatriates are not sent by their companies but rather travel on
their own initiative and thus do not benefit from organizational support”

Al Ariss and Ozbilgin (2010, p. 276)

“Self-initiated expatriation is also considered a career-enhancing
experience, as it can contribute to the development of work related and
personal skills”

Al Ariss and Ozbilgin, (2010, p. 276)

“In the case of SIEs, the first key binding activity to move

internationally is solely made by the individual who initiates the expatriation.
The legal decision of employment is made by a new work contract partner —
either a foreign unit of the organization where the SIE is currently employed
(Intra-SIEs) or a new organization abroad (Inter-SIEs)”

Andresen et al. (2014, p. 2308)

“SIE is defined as an employee who migrates voluntarily to a foreign country
on his or her own initiative, seeks actively a new employment and is hired by
a foreign organization under a local, host-country contract”

Andresen and Biemann (2012a, p. 105)

“those whose international experience is not initiated by an international
transfer within an organization but rather is initiated without organizational
assistance and of their own accord”

Begley, Collings and Scullion (2008, p.
265)

“those who themselves make the decision to live and work abroad”

Peltokorpi and Froese (2009, p.1096)

“SIEs essentially choose whether to expatriate, where they will go, and the
length of their expatriation”

Cao et al. (2013, p. 57)

“SIEs: Have freedom of choice (whether to expatriate, destination choice,
length of stay outside their home country, whether and, depending on the
immigration regulations, when to return)”

Cao et al. (2013, pp. 57-58)

“SIEs are individuals who choose to go abroad on their own to find work
there, or after having found a job prior to departure, without having been sent
by an organization from their home country”

Cerdin (2012, p. 59)

“Self-initiated expatriates are individuals who choose to go abroad on their
own to find work there, without being sent by an organization from their
home country”

Cerdin and Pargneux (2010, p. 288)

“expatriates who self-initiate their international relocation, with the
intentions of regular employment and temporary stay, and with
skills/professional qualifications”

Cerdin and Selmer (2014, p. 1287)

“those whose international experience is not initiated by an international
transfer within an organization but rather those who relocate abroad without
organizational assistance and of their own accord”

Collings et al. (2007, p. 204)

“the individual self-initiated international assignee acknowledges the
importance of his or her international acumen and experience in his or her
professional role and believes this would be highly valued in the external
labor market”

Crowley-Henry (2007, p. 58)

“SIE infers two essential components. The first is that SIE must involve
relocation across a national border. Hence, SIE must be about physical
mobility where the individual moves from one country to another (Inkson,
2006). Second, the initiative for that mobility must come from the individual,
with individual volition being central to the concept of SIE”

Doherty (2013, p. 99)

“the key criteria used to define SIEs include an unsupported move abroad for
travel and/or work reasons, undertaken under their own volition rather than
as a forced choice”

Doherty and Dickmann (2013, p. 235)

“those who undertake international working without the sponsorship of an
organization”

Doherty et al. (2011, p. 595)

“SIEs decide on their own to go abroad to find work, without being sent by
an organization from their home country, and decide when to repatriate”

Dorsch et al. (2012, p. 44)

“Self-initiated expatriation is ‘something which is usually done for personal
and professional reasons and therefore does not form part of a company’s
considerations”

Egner (2012, p. 143)

“two features characterise most definitions of SIEs: firstly, that they are
gainfully employed in a position outside their home country, and secondly,
that they were not assigned there by their employer”

Fee and Karsaklian (2013, p. 91)

“employees who decide to migrate to another country for work”
“Self-initiated expatriates initiate their expatriation and find a position in
another country by themselves”

Howe-Walsh and Schyns (2010, p. 262)
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“self-initiated expatriates cannot be prepared by their host country’s
company prior to their expatriation”

“have made their own way to the country and the job” Jokinen et al. (2008, p. 979)

Howe-Walsh and Schyns (2010, p. 265)

“themselves take their own initiative and responsibility” Jokinen et al. (2008, p.980)

“A self-initiated expatriate is any person who is hired on a contractual basis

and not transferred overseas by the parent organization” Lee, (2005, p. 173)

“employees who work abroad through a self-arranged job in a new employer

NSRS Makeld and Suutari (2013, p. 257)
organlzatlon

“SIE is responsible for the move and securing the position themselves; they

are not transferred by their organization to another worldwide subsidiary” McDonnell and Scullion (2013, p. 136)

“often fund their own relocation” Peltokorpi and Froese (2012, pp. 91-92)

“people working abroad who have gone to work in another country not
because they have been sent by their employer but who have used their own
initiative to seek job possibilities there, have been around for a long time”

Suutari, Brewster and Tornikoski (2013, p.
160)

“SIEs move intentionally from Country A to Country B but without the
intention of settling permanently in Country B. After a time in Country B, Thorn & Inkson (2012, p. 78)
the SIE may move on to Country C and beyond”

“Self-initiated expatriates (SIEs) are professionals and managers who,
unsupported by an organization, expatriate to seek work in a host country for | Tharenou (2013, p. 1)
an indefinite period, usually over a year”

“SIEs are defined as ‘expatriates who self-initiate their international
relocation, with the intentions of regular employment and temporary stay, J.-L. Cerdin & Selmer (2014)
and with skills/professional qualifications”

“self-initiated expatriates (SIEs) are likely to experience different norms
while abroad and pressure to adapt to different management career Andresen (2018, p. 1)
structures”

“The SIEs are individually hired by foreign companies on contractual bases,

while OEs are sent overseas by parent or sister companies” Bhuian et al. (2001, p. 22)

Source: Adapted from Cerdin and Selmer, (2014)

Note: Definitions are listed in random order

Suutari, Brewster and Tornikoski (2013, p. 160) describes SIEs as “people working abroad who
have gone to work in another country not because they have been sent by their employer but who
have used their own initiative to seek job possibilities there, have been around for a long time”.
All these definitions are united by the fact that SIE refers to expatriates who move to another
country (Howe-Walsh & Schyns, 2010; Brewster et al., 2014) to work abroad (Doherty et al.,
2013b) on own initiative (Al Ariss & Ozbilgin, 2010a) and self-fund relocation (Froese &
Peltokorpi, 2013). It would seem that migrants also leave abroad based on own initiative, cross
international borders (Andresen et al., 2014). The distinguishing of SIEs and migrants was
explored by scientists from the standpoint of: ‘“geographical origin and destination of the
international mobility, the forced/chosen nature of this movement, the period of stay abroad, and
the symbolic status of a “migrant™” (Al Ariss, 2010, p. 340). Authors state that migrants relocate

from less developed country to developed countries more due to necessity (forced nature) while
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SIEs relocate more from developed to develop countries and by choice (voluntarily). In contrast
to migrants the SIEs time in the host country is more temporary (J. L. Cerdin & Selmer, 2014),
whereas migrants can stay if they find a permanent job. However “the temporary to permanent
character of movement leads to terminological ambiguities arising with regard to the terms migrant
and SIE” (Al Ariss, 2010, p. 341). Since SIEs might settle permanently in their new home country
based on contract (Bhuian et al., 2001) either for short or long duration and thereby become
permanent migrant workers (Al Ariss & Ozbilgin, 2010a; Baruch et al., 2013b). The term migrant
connotes negative connotations, such as being an unwanted societal product. SIEs, on the other
hand, are referred to in more positive terms (Al Ariss, 2010).

SIEs have “a self-starting and proactive approach and are persistent in overcoming barriers as well
as setbacks to achieve their goal of working abroad” (Andresen et al., 2020, p. 5). SIEs are less
constrained by organizational and professional limitations, and are more eager to take control of
their careers rather than waiting for their organization to provide an acceptable international job
opportunity (Albrecht et al., 2017; Andresen et al., 2012; Jokinen et al., 2008; Linder, 2019;
Tharenou & Caulfield, 2010). Thus, they have the freedom to move anywhere in the globe and
find worldwide work on their own (Doherty, 2013). Self-initiated expatriates find jobs prior to
departure and generally lack a social network in their new area to help with settling in and
acculturation (Thorn & Inkson, 2012). In contrast to AEs they don’t have trainings before to
departure (Howe-Walsh & Schyns, 2010).

Table 9. Home and host country of Self-Initiated Expatriates based on literature review

Host Country Home Country Author

Bosnia
England

Turkey :@rr]gyzstan Alpaslan Danisman (2017)
Syria
USA

Iégr::g a ég;g‘éa Arseneault (2020)

Arabian Gulf Western, Arab and Asian region (Bzfgf%h and Forstenlechner

Germany ﬁglrrt]t? erﬁztreigg European Cao et al. (2014)

United Kingdom Portugal Farcas & Gongcalves (2019)
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US Germans, New Zealanders

South Korea Canadians Asians, Europeans, Froese (2012)
Australians
Sri Lanka
Thailand
South Korea Nepal

_ France )

Malaysia Indonesia Singapore Haldorai et al. (2021)

Malaysia India

Australia China
Germany ltaly
Japan

United States Canada Australia Huff et al. (2014)

Japan England South Africa New

Zealand Singapore and Belgium
UAE X Hussain & Deery (2018)
China X Jannesari and Sullivan (2019)
Vietnam South Korea Oh & Jang (2020)
Malaysia X Singh and Mahmood (2017)
New Zealand X Thorn (2009)

French, German, Korean,
Scandinavian

Source: Author’s own editing based on literature review
Note: x- means that no information was provided by authors
Note: Authors are listed alphabetically.

India Waxin (2004)

Decision of SIEs to move derived from different factors as: career anchors; pull and push; protean
and bounderyless career approach (J. L. Cerdin, 2012). Selmer & Lauring (2010) states that the
motivations for SIEs to relocate vary depending on their age and gender. Researchers investigated
the motive of British academics to go abroad from travel and adventure; financial; family; career
and change of life perspective. It was found that younger scientists were more motivated by money
career, and adventure than older scientists. As to gender, money and the opportunity to change life
are found to be more powerful motivators for males than for women. In contrast, other studies
(Alpaslan Danisman, 2017) of academic SIEs in Turkey did not found any relationship between

participants characteristics.

Nonetheless, Froese (2012) found that the home country’s poor labor market, the host country’s
attractive job conditions, and the desire for international experience were the main drivers for
Asian, European, and Australian SIEs in South Korea. Similarly, Farcas and Gongalves (2017)

found that Portuguese SIEs in the United Kingdom were driven by home country’s poor labor
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market situation and professional international experience. However, Western, Arab and Asian
SIEs in Arabian Gulf financial gain is cited as a reason to come and stay, as well as prospects for
career advancement and personal development, the hospitality of the Emirates' residents, a healthy

secular culture of tolerance and acceptance, and personal safety (Baruch & Forstenlechner, 2017).

Table 10. Main motives of Self-Initiated Expatriates based on literature review

Motives derived to move abroad Sources
Attractive job conditions in host country Baruch and Forstenlechner (2017)
Thorn (2009)
Career motives Alpaslan Danisman (2017)

Baruch and Forstenlechner (2017)

Cultural and travel opportunities Thorn (2009)
Economic conditions of home country Froese (2012); Ryan & Silvanto (2021)
Economic Reasons Thorn (2009)
Host country reputation Doherty et al. (2011)
Froese (2012)

Poor labor market Farcas and Gongalves (2017)

Professional international experience Farcas and Gongalves (2017)

Source: Authors’ own editing based on literature review
Note: Motives are listed alphabetically.

Interestingly, the home country push-pull factors can serve as both a motivation for expatriation
and for repatriation of SIEs (J. L. Cerdin, 2012; Tharenou & Caulfield, 2010). For example, study
of 248 New Zealand self-initiated expatriates (Lindsay et al., 2019) explored that pull factors such
as economic opportunities, lifestyle and relational factors influence decision to repatriate.

Alpaslan Danisman, (2017) investigated attitudes of academic SIEs in Turkey toward the new
culture in terms of three situations: new things learning, feeling at home, and difficulties. In other
words, do they feel like natives, explorers, or outsiders. Religion, communication, daily life, food
culture, social relations and social structure were the most common cultural themes encountered
by expatriates. Because a participant's cognition and feelings differ for each cultural theme. The
findings show that he or she can feel like a native, a stranger, and an explorer all at once (Alpaslan
Danisman, 2017). Moreover, the cultural and psychological distance between home and the host
country affects the degree of adjustment of expatriates, which is important for success of

expatriates in the host country (Lindsay et al., 2019).
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2.1.1 DIFFERENCE BETWEEN SELF-INITIATED EXPATRIATES AND ASSIGNED
EXPATRIATES

Assigned expatriates — is expatriates who has been sent abroad by their organization and whose
decision to relocate was taken in their home country (Doherty et al., 2011); moves within the
boundaries of one organization (Baruch & Altman, 2002). Also known as organizational
expatriate (Froese & Peltokorpi, 2013); traditional expatriate (Biemann & Andresen, 2010b);
international assignee (Bhaskar-Shrinivas et al., 2005).

Researchers (Doherty et al., 2013a) compared SIEs to migrant, AEs, international students,
international business travelers, and short-term assignees, and suggest that the terminology used
in relation to SIEs need to be clarified and developed a profile based on gender, origin country,
international mobility period. Likewise, Cerdin and Selmer (2014) stated that the conceptual
understanding of SIE needs to be improved. For which purpose researchers (J.-L. Cerdin & Selmer,
2014) suggested four characteristics that must all be met at the same time to distinguish SIEs from
other types of international movers: self-initiated international relocation, skilled/professional
qualifications, regular employment (intentions), and intentions of a temporary stay. Additionally,
Andresen et al., (2014) proposed three main criteria that should be considered when differentiating
SIEs from assigned expatriates (AE): 1) whether initiative derives from individual or organization;
2) change of labor contract-partner; 3) whether the decision to hire is made in the host — home
country by a new contract-partner.

Researchers differentiated SIE who are relocated abroad by own initiative, and assigned
expatriates (AE) who are relocated abroad by their organization from several perspectives
including individual variables, motives (Doherty et al., 2011; Suutari & Brewster, 2000b; Thorn,
2009); international career (Andresen & Biemann, 2012b), cross-cultural adjustment (Farcas &
Gongcalves, 2017; Vesa Peltokorpi, 2008; Vesa Peltokorpi & Jintae Froese, 2009); time spent,
psychological contract and organizational commitments (Casado & Caspersz, 2019); job
performance, work experience (Dickmann, Suutari, Brewster, et al., 2018).
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Table 11. Difference between Self-initiated expatriates and Assigned expatriates

Variables Se|f-lnltlazlg? Ee)xpatrlates, AsagnecéAEI)E(;)atrlates Authors
Suutari &
Ind|V|dua_I _ Slightly younger, more Predominantly male Brewster (2000a)
characteristics | females, more single Farcas and
Gongcalves (2017)
Interest in international Initiated by company Farcas and
experience and weak Goncalves (2017)
Motivation employment situation . _ Suutari and
To accomplish a job or Brewster (2000a)
Expatriate due to personal | goal related to Vesa Peltokorpi
motive organization (2008)
Better adapted to general Professional interest Vesa Peltokorpi
aspect of host country and and Jintae Froese
interactions with nationals (2009)
of host country
Adjustment
Difficulties in interaction AEs have support from Farcas and
with locals and the organization Gongalves (2017);
accommodation Albrecht et al.,
(2017)
Suutari and
. Brewster (2000a
Not predetermined Predetermined Vesa Peltokorpi )
Length of : and Jintae Froese
stay The length of stay is ggteerlr?wr;?]g:j %fyS:ﬁZ 1S (2009)
determined by SIE. company Tharenou (2013)
' Doherty et al.
(2013Db)
Follow an individualized Overseas assignment is Carr et al. (2005)
career path part of an organizational | Siljanen and
career Lamsa (2009)
Inkson et al.
Moves across different Movement inside the (1997a)
Career path oo .
organizations bounds of single Baruch and
organization Altman (2002)
Carr et al. (2005)
SIEs are not backed by a Get support by their Meyskens et al.
company organizations (2009)
Career anchor !_ifestyl_e and_ !_ifestyl_e and_ J.-L. Cerdin and
internationalism internationalism Pargneux (2010)

Source: Authors own editing based on literature review
Note: Variables listed in random order.

Suutari and Brewster, (2000) compared Finish OEs and SIEs Based on individual and task related

variables. Researchers found that SIE’s is younger than OEs, have a higher proportion of singles
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than OEs, SIEs are more likely to stay for longer period than OEs, and have a much larger
percentage of females. Similarly, Farcas and Gongalves, (2017) found that AEs are predominantly
male. Moreover, researchers found that SIEs are tending to work in European countries while OEs
tend to work for home-country international companies. In contrast, further studies (Jokinen et al.,
2008) showed that SIEs are older than OEs and have longer overseas experience. However, further
studies (Doherty et al., 2011) did not find any significant difference in terms of age and marital
status, but supported that compare to AEs SIEs have a tendency to have extended international
careers.

Understanding the motivations of human talent movement has been recognized as critical
component of understanding the dynamics of talent flow. The study of the motivation of
expatriates was dispersed among expatriates from different home and host countries. For instance,
(Doherty et al., 2011) stated that understanding the reasons for the movement of labor is important
for understanding the continuously developing global labor market. Researchers examined the
individual motivations of Western originated traditional expatriates and self-initiated expatriates,
and discovered that traditional expatriates were emphasized more by career-related factors. As to
self-initiated expatriates, location and host country’s reputation were the most important
motivators for relocating. In addition, other studies (Farcas & Gongcalves, 2017; Froese, 2012
stated that the main drivers for SIEs move are home country’s poor labor market, the host country’s
attractive job conditions, and the desire for international experience.

In terms of career type, assigned expatriation and self-initiated expatriation are markedly different,
with assigned expatriation being classified as an organizational career and self-initiated
expatriation as a boundaryless career (Inkson et al., 1997b; Jokinen et al., 2008). However,
researchers (J.-L. Cerdin & Pargneux, 2010) believe that organizational career and boundaryless
career are not mutually exclusive. Since the key difference between the mentioned expatriates is
that AEs are interrelated to a company in their home country, whereas self-initiated expatriates do
not have this connection. Furthermore, both types of expatriates can qualify for a boundaryless
career rather than a traditional one. Therefore, authors compared career anchors between the two
types of expatriates based on the theory of and found that internationalism and lifestyle both are
important anchors for SIEs and AEs.

Besides individual variables and motives for moving abroad, adjustment was also explored. Since
researchers (Vesa Peltokorpi & Jintae Froese, 2009) believed that adjustment may affect job
satisfaction and performance of expatriates. Furthermore, researchers believed that expatriate type

is play role in adjustment process. Comparison study SIE and AE from the United States,
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Germany, France and the United Kingdom in Japan found that SIEs are better adjusted to general
aspect of host country and interactions with host country nationals than AE. Researchers assume
that foregoing differences might be related to differences in motivation and frequency of cross-
cultural interaction. Moreover, other studies (Farcas & Gongalves, 2017; Inkson & Myers, 2003)
found that prerequisite for easy adjustment is a positive predisposition.

Like assigned expatriates, SIEs can work for a multinational corporations, but they do so on local
terms. They will be less cognizant of headquarters operations, but from a multinational standpoint,

they give many of the same benefits as AE at a far lesser cost.

2.2 EMOTIONAL INTELLIGENCE
Thorndike (1920) defines Emotional intelligence as "social intelligence” which means "the ability
to understand and control men and women, boys and girls - to act wisely in human relationships".
Later, the concept of social intelligence became part of multiple intelligences theory of Gardner
(1993) According to Gardner, social intelligence consists on a person's intrapersonal intelligence,
that is linked to a person's self-awareness and ability to indicate a wide range of emotions that are
complicated difficult to distinct. And interpersonal intelligence, which refers to a person's
intelligence in communicating with others and related to ability to detect other people’s, emotions,
intentions and motives.
Emotional Intelligence, firstly, was defined by Salovey and Mayer (1990, p.189) as “the ability to
monitor one’s own and others’ feelings and emotions, to discriminate among them and to use this
information to guide one’s thinking and actions”. The authors believe that El is an intelligence
system devoted to the processing of emotional data and, as such, it must be integrated with other
traditional intelligence systems. In the beginning, authors stated that emotional intelligence based
on three components: Appraisal and expression of emotions, which consist of appraisal and
expression own and others emotions; Regulation of emotions; Utilization of emotions. Later, in
1997 scholars (Alegre, 2011) suggested revised definition of El:
the ability to perceive accurately, appraise, and express emotion; the ability to access and/or
generate feelings when they facilitate thought; the ability to understand emotion and emotional
knowledge; and the ability to regulate emotions to promote emotional and intellectual growth”
Mayer and Salovey (1997, p. 10) and described revised four abilities that contribute to emotional
Intelligence:

1. Appraisal and expression of emotion in the self (self-emotional appraisal). Which means

ability to recognize and express own profound feelings in a natural way.
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2. Appraisal and recognition of emotion in others (others' emotional appraisal). Which means
ability to perceive and understand the emotions of people around. This ability allows to be
much more sensitive to the feelings and emotions of others.

3. Regulation of emotion in the self (regulation of emotion). Which means ability to regulate
their emotions, which will enable a more rapid recovery from psychological distress.

4. Use of emotion to facilitate performance (use of emotion). Which means ability of

individuals to use their emotions constructively and to improve their personal performance.

According to Goleman (1995), who developed the concept of El in his book “Emotional
Intelligence: Why it Can Matter More Than 1Q”, El is “being able to motivate him/her and persist
in the face of frustrations; to control impulses and delay gratification; to regulate one’s moods and
keep distress from swamping the ability to think; to empathise and hope” (Goleman, 1995, p. 36).
Goleman’s concept of EI includes: self-awareness, self-management, social awareness and
relationship management (Goleman, 1998).
Bar-on (1997) coined the term "emotional quotient” as an analogue to cognitive quotient in his
doctoral dissertation. According to author intrapersonal skills, interpersonal skills, adaptability,
stress management, and mood are five primary social and emotional talents that determine a
person's ability to cope effectively with environmental pressures.
Other scholars (Schutte et al., 1998) “believe that that the original model of Salovey and Mayer
(1990) and the Mayer and Salovey (1997) revised model are the most cohesive and comprehensive
models of emotional intelligence” (Schutte et al., 1998, p. 169). Based on original theoretical
model of Salovey and Mayer, (1990) researchers developed short validated measures of emotional
intelligence. The model is a multifaceted term that includes assessing emotion in oneself and
others, expressing emotion, regulating emotion in oneself and others, and using emotion to solve
issues (Schutte et al., 2009). The model has been widely used by scholars (Austin et al., 2004;
Koveshnikov et al., 2014; Petrides & Furnham, 2000; Schutte, Malouff, et al., 2001; Van Rooy &
Viswesvaran, 2004; Wechtler et al., 2015)
A group of researchers (Davies, Stankov and Roberts, 1998; Law, Wong and Song, 2004) classify
four factors that all together they form the meaning of El:

- Self-Emotions Appraisal (SEA), is the factor which is about the ability of a person to

understand his/her emotions and to express them in a natural way;
- Others-Emotions Appraisal (OEA), is the factor which is about the ability of a person to

understand and to accept others’ emotions;
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- Regulation of Emotion (ROE), is the factor which is about the ability of a person to evaluate
and control his/her emotions and/or to change or correct them immediately;

- Use of Emotion (UOE), is the factor which is about the ability of a person to direct his/her
emotions towards constructive activities and/or personal performance in positive and
productive way.

Based on above mentioned definition Wong & Law, (2002) developed self-reported scale, that was
named Wong and Law Emotional Intelligence Scale (WLEIS). The scale is divided into four
dimensions, each having four items, in total 16 items. The convergent and discriminant validity of
this instrument were determined to be good (Law et al., 2004). The model has been widely used
by scholars (Law et al., 2008b; Shih & Susanto, 2010; Sy et al., 2006)

2.2.1 ROLE OF EMOTIONAL INTELLIGENCE IN EXPATRIATION
Globalization and the establishment of a borderless economy have created demands and
requirements for workers in terms of their ability to work not just at local firms but also at
multinational enterprises.When teams are cross-cultural and global, emotional intelligence is more
important than ever, since it increases the complexity of emotional relationships and the way they
are communicated.
Emotions in intercultural experiences play the role of a potential component that will influence the
experience of expatriates (N. L. Gullekson & Vancouver, 2010). As by controlling emotions, a
person has the opportunity to critically comprehend the situation, misunderstandings, or
disagreements that have arisen (N. Gullekson & Dumaisnil, 2016a; Lauring & Selmer, 2018); to
better understand of others' differences and forecast the implications of their actions on others
(Zakaria, 2019). Moreover individuals with a high degree of EIl are seen to be better employees
(Wong & Law, 2002).
Emotional intelligence can helps expatriates to deal effectively with the anxieties related to moving
to a foreign environment; to be more open to the obstacles they may experience in a new
environment; to adjust new work and nonwork environment; to interact better with others and be
more social (Koveshnikov et al., 2014; Ling, 2019; Shaffer et al., 2006); better perform job from
task and contextual aspect (P. M. Caligiuri & Day, 2000).

2.3 CRO0SS-CULTURAL ADJUSTMENT

Cross-cultural adjustment implies adaptation to a new culture when person comes to a foreign

country or culture. In general, “adjustment” is defined as the level psychological well-being of a
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person in new a environment (Black, 1988; Nicholson, 1984). Cross-cultural adjustment studies
were started by students from Norway who studied in the USA. Lysgaard, (1955) indicated that
the process of cross-cultural adjustment has U shape and divided adjustment into three stages:
introductory, integration, and frustration. In the first stage, expatriates are observing, and they feel
excited about exploring new environment, it seems like a journey. At the second stage, the high
excitement from observing a new environment reduces, and integration process to new society
starts. The last stage is stage when previous feelings turn to feelings of sadness.

Lysgaard's (1955) study was supported by Oberg's (1960) cultural shock theory. According to
the author, cross-cultural adjustment consists of four stages. The first starts from the honeymoon
stage. The honeymoon stage may from a few days and six months, and at this stage, most
newcomers are feeling excited about the new environment. At the second stage, newcomers start
to experience difficulties with language, transport, shopping, and housing and start to feel negative
or even aggressive. In the third stage, the understanding process starts, and newcomers begin to
see differences between their own culture and the host culture, and they start to treat the host
culture positively. In the fourth stage, newcomers accept the new environment and get started
enjoying it.

Further studies (Black, 1988; Black & Stephens, 1989) argue that cross-cultural adjustment should
be seen as a multidimensional concept, rather than a unitary phenomenon (Gullahorn & Gullahorn,
1963), and have developed a cross-cultural adjustment model. The authors (Black, 1988; Black &
Stephens, 1989) adjustment model involves three dimensions which are general adjustment,
interaction adjustment, and work adjustment. General adjustment reflects the factors affecting
daily life of expatriates, such as life standards, food, health, living conditions, shopping,
entertainment and other similar habits. Interaction adjustment reflects the degree of comfort
experienced by expatriates when they interact with local people in their job and daily life. This
dimension is accepted as the most difficult type of adjustment to reach, whereas each culture has
its own characteristics in its traditions, norms, expectations and behaviors. Work adjustment
reflects the degree of expatriates’ adjustment to their roles tasks and working environment in their
jobs. Researchers states that (Black & Gregersen, 1991b) combination of all these three
dimensions of adjustment is significant in determination of the total degree of expatriates’ ability
to face new cultural challenges. The validity of these three facets has been confirmed by
subsequent expatriate adjustment studies (Bhaskar-Shrinivas et al., 2005; Shaffer et al., 1999).
However cross-cultural adjustment measures have been criticized for being too mechanical, failing

to account for the complexities of each variable or the relationships between them, failing to
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evaluate the outcome of adjustment, and having predominantly cross-sectional characteristics (J.
L. Cerdin & Dubouloy, 2004). Though the model was questioned theoretically (A. Haslberger et
al., 2013) as well as methodologically (Hippler, 2006), model is considered as ‘the most influential
model in business studies” (McNulty & Selmer, 2017, p. 83) Moreover scholars (Bhaskar-
Shrinivas et al., 2005; Palthe, 2004) claims that Black’s model has become a basis for many
researches about cross-cultural adjustment and it has been accepted by most scholars conducting
research in this field.
2.3.1 FACTORS INFLUENCING CROSS-CULTURAL ADJUSTMENT

Recently, issues related to the changing nature of careers in a global context are increasingly
attracting the attention of researchers, especially international assignments that were initiated by
individuals without organizational support (Ravasi et al., 2015). SIEs are strategically important
human resources for multinational businesses and are employed in huge numbers because to talent
shortages in many countries and the increasing demand for mobile and intercultural competent
personnel with varied skill sets (Cao et al., 2014). Comparison of AE and SIE showed difference
in individual characteristics, job-related factors, motivation to go abroad, adjustment (Doherty et
al., 2011; Farcas & Gongalves, 2017; Jokinen et al., 2008; Suutari & Brewster, 2000b). The
scholars are calling for attention to differences in cross-cultural adjustment and approaches to
work, as these are important measures of expatriate success (Bhaskar-Shrinivas et al., 2005; P. M.
Caligiuri, 1997a; Oh & Jang, 2020). Since there are some substantial distinctions between OEs
and SIEs, these standout elements may not have the same level of relevance or salience when it
comes to SIE adjustment (A. Isakovic & Forseth Whitman, 2013).

Table 12. Factors influencing cross-cultural adjustment based on literature review

Author C;(;wsttry Home country Sample size Factors Target
United States,
England,Australia _—
Huff et al. (2014) ,South Africa, motlvatlonz_il cQ
Japan . 152 Length of time SIE
Canada,Singapore
,New Zealand,
Belgium
Efﬁg;lizg (2019) E?r:tge(;jom Portugal 18 Emotional. Social, cultural, | SIE
Saudi Cultural Intelligence
Dinglasa (2020) Arabia Filipino 483 Emotional Intelligence AE
Age
Emotional Intelligence
Arokiasamy and Malasia Japanese 107 Cultural Intelligence AE
Kim (2020)
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\(/;/gig;ler etal. French X 189 Career anchors Exp
French, German,
M. F. Waxin (2004) | India Korean, X Culture of origin SIE
Scandinavian
US Germans
South (New Zealanders
Froese (2012) Korea Canadians Asians, | X Language skills SIE
Europeans,
Australians
China Western
Cao et al. (2014) Germany European 199 Cultural Distance SIE
North America
. Language Proficiency
Ravasi et al. (2015) gwnzerlan gg ?O[Jnn(?[?ieetshan 152 Partner/Family FE
Organizational support
United States Cross-cultural training
Koo Moon etal. Korea China Japan 190 Previous international AE
(2012) Germany Hong experience
Kong
Korea Korea Direction of expatriation
Arseneault (2020) Canada Canada 27 Unique contextual factors SIE
Size of cultural gap
Germany
France
Greece Individual
Okpara (2016) Nigeria The Netherlands 103 Contextual AE
United Kingdom organizational
The United States
Germany
Germany
France
Okpara and Greece Cultural training
K Nigeria The Netherlands 226 Prior International AE
abongo (2011) United Kingdom experience
The United States
Germany
: transformational leadership
L. Lee et al. (2013) Taiwan X 156 social support AE
Danish, Finnish,
Guomundsdottir Icelandic, Cultural Intelligence
(2015) USA Norwegian, and 178 Expat
Swedish
Bosnia
England
élé)f;;an Danisman Turkey :<r§1/rr]gyzstan 18 Language SIE
Syria
usa

Source: Author’s editing based on literature review
Note: Sources are listed in random order.
Note: x- means that no information was provided by authors

Note: List of countries was shortened, original list includes (Egypt, Bosnia, India, England, Kyrgyzstan, Iran,
Palestine, Tanzania, Pakistan, Syria, Philippines, Turkmenistan and the USA).
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The call to action was heeded by researchers who began to study CCA of self- initiated expatriates.
For example, (Froese, 2012) explored that the antecedents of the general, interaction, and work
adjustment factors of 30 SIEs in South Korea. Scholar found that interaction was the most difficult
of the three aspects of adjustment for the responders. The main reasons for SIES' problems in
forming connections with host—country natives were limited host—country language abilities and
differing socialization patterns. However studies SIEs in Hong Kong showed that proactive
socialization enable more effective adjustment. Furthermore, a study (A. Isakovic & Forseth
Whitman, 2013) explored 297 academics SIEs in Arab Emirates did not find any relationship
between foreign language ability and three dimensions of sociocultural adjustment. Scholars
explain this by the absence of the need for knowledge of the Arabic language, since the diverse
composition and structure of the population led to the fact that English became the lingua franca
in the country. In contrast to previous studies (Alshammari, 2012) Isakovic et.al (2013) found
positive relationship between previous overseas experience and adjustment. Further studies (Huff
et al., 2014) of cross-cultural adjustment of SIEs in Japan suggest that length of time in Japan and
motivational Cultural Intelligence are can be determinants of cross-cultural adjustment. In
addition, the authors suggested that expatriates be chosen based on their cultural intelligence in
order to predict their chances of success as expatriates.
Recent studies (Farcas & Gongalves, 2019) investigated how emerging adult SIEs perceive cross-
cultural adaptation and its determinants. The authors found that according to the SIE, an adapted
person is one who feels at ease in the host country, interacts with others to form social bonds, can
effectively navigate in the host country, and deals with cultural differences in his home country
and the host country to determine his cultural background and job satisfaction. Personal,
interpersonal, social, and situational factors were identified as determinants of cross-cultural
adaptation.
Emotional intelligence has been identified as a crucial factor among many individual and
contextual elements that influence expatriates’ cross-cultural adjustment (Crowne, 2013;
Konanahalli & Oyedele, 2016a; Koveshnikov et al., 2014; Lin et al., 2012).
2.3.2 ROLE OF EMOTIONAL INTELLIGENCE ON CROSS-CULTURAL ADJUSTMENT OF
EXPATRIATES
When people move to a different culture, they typically face stressed because the rules and
behaviors are foreign and unclear (Bhaskar-Shrinivas et al., 2005; Bhaskaran & Jubi, 2014).
Furthermore, some researchers based on their research admit that cultural differences can cause

misunderstandings as each culture expresses its emotions differently (Marsh et al., 2003).
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Emotional intelligence helps cope with different challenging situations by encouraging the

accurate expression and control of emotions, preventing confrontations and labelling when

forming judgments on the host country's culturally unfamiliar settings (Konanahalli & Oyedele,

2016b; Kumar, N., Rose, 2008; Lin et al., 2012; Wechtler et al., 2017).

Table 13. Studies related to impact of Emotional intelligence on Cross-Cultural Adjustment

Author(s)

Target, sample size,
host-home country

Findings

Arokiasamy and
Kim (2020)

Target: Company expatriates
Sample size:107

Host country: Japanese
Home country: Malaysia
Method: Quantitative

Data analysis: PLS-SEM

Emotional Intelligence has
positive influence on
cross-cultural adjustment
sub dimensions

Viswanathan,

Mohammed, et al.

(2019)

Target: Expatriate
Sample size:634

Host country: The USA
Home country: India
Method: Quantitative
Data analysis: Regression

Emotional Intelligence has
positive influence on
cross-cultural adjustment
sub dimensions

Konanahalli and
Oyedele (2016b)

Target: International assignee

Sample size:191

Host country: Different countries (29) *
Home country: Malaysia

Method: Mixed method

Data analysis: SEM

Emotional Intelligence has
positive influence on
cross-cultural adjustment

Wechtler et al.
(2015)

Target: Expatriate managers

Sample size:254

Host country: Different countries (133)
Home country: France

Method: Survey

Data analysis: Regression model

Emotional Intelligence has
positive influence on
cross-cultural adjustment

Koveshnikov et al.
(2014)

Target: Expatriate managers

Sample size:269

Host country: Asia, Latin America, Europe, North
America, Africa, Caribbean, Indian Ocean

Home country: France

Method: Survey

Data analysis: Hierarchical ordinary least square

Emotional Intelligence
directly influence cross-
cultural adjustment

Kai Liao et al.
(2021)

Target: Assigned expatriates
Sample size:240

Host country: Taiwan

Home country:

North American, European
Japanese, Other countries
Method: Offline, online survey
Data analysis: SEM

Emotional Intelligence has
positive influence on
cross-cultural adjustment
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Target: Assigned expatriates

Sample size:483 Emotional Intelligence has
Dinglasa (2020) Host country: Sau_d_i Arabia significant relationship

Home country: Filipino with cross-cultural

Data analysis: Pearson product-moment correlation | adjustment

coefficient

Source: Author’s editing based on literature review

Note: Studies are listed in random order

Note: * - list of countries was shortened, original list includes (Azerbaijan, Zambia and Zimbabwe Bahrain, Botswana,
Bangladesh, Egypt, UAE, China, Kuwait, Mauritius India, Mozambique, Macau, Nigeria, Qatar, Oman Pakistan,
Taiwan, South Africa, Saudi Arabia, South Sudan Sierra Leone, Sri Lanka, Hong Kong, Uganda)

It is considered that (Mayer et al., 1990) whether expatriates be successful during the adjustment
process depends on their ability to cope with different new situations that will appear during work
or in interpersonal interactions in host country. Emotional intelligence (EI) has been identified as
a significant determinant in enhancing CCA among various individual and environmental factors
that influence expatriates' CCA (Crowne, 2013; Wechtler et al., 2015).That is why it is important
to choose person, who has emotional intelligence skills (Alon & Higgins, 2005). In addition,
according to some scholars (Engelberg & Sjoberg, 2004; Kumar, N., Rose, 2008), the critical
elements influencing adaptation and adjustment are the ability to understand, control others' and
one's own emotions, as well as the ability to adapt to new cultural conditions. Gabel, Dolan, &
Cerdin (2005) explored the impact of El on the intercultural adjustment of assigned managers. The
authors emphasized that when considering expatriates, cultural differences can be a benefit as well
as a barrier. Furthermore, authors advised paying attention to expatriates' emotional skills during
the selection process because emotional intelligence is a predictor of successful cross-cultural
adjustment of assigned expatriates. That was supported by Koveshnikov et al. (2014) who
investigated 269 French nationals expatriated, located in Europe, North America, Latin America
and the Caribbean, Africa and the Indian Ocean, Asia, and Oceania. Study showed that emotional
intelligence have positive influence on expatriates’ cross-cultural adjustment and their further
success. Moreover, authors suggest that, experience and training create possibility for developing
emotional intelligence. In addition, study (Ling, 2019) among 170 expatriates from Taiwan, the
United Kingdom, Germany, China, Japan, Korea, the United States, and Switzerland, who are
staying in Malaysia showed that emotional intelligence positive impact on expatriate adjustment.
Furthermore author believes that El is essential for expatriate adjustment, which subsequently
affects the success of the company. According to the authors (Ling, 2019), self-emotions appraisal
and others-emotions appraisal help expatriates be open to challenges which they can face in a new
environment, to stay positive, and to be more sociable. That will have an impact on interpersonal

relations not only at work but also out of work.
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2.4 JoB PERFORMANCE

Behavior or/and activity that leads to the completion of a task or the attainment of an organizational
objective is considered job performance. It's a crucial factor for determining organizational results
and success (CAMPBELL et al., 1990). Individuals are happy, become more successful, and
master their occupations when they complete tasks with great performance. Being recognized as a
strong performance will also lead to promotions, greater job prospects, and prizes and honors

(Sonnentag et al., n.d.).

Organizations are rapidly expanding their business in other countries as a result of globalization.
Internal human resource management shifts to international human resource management in
overseas subsidiaries. Most multinational companies employ expatriates to run their overseas
businesses, and they play an important role in the organization's operations (Awais Bhatti et al.,
2013). Furthermore, the success of multinational corporations is increasingly dependent on the
performance of expatriates (Selmer, 2006) and self-initiated expatriates became strategically value
human resources (Tharenou, 2015) since they frequently have well-developed educational
backgrounds, bring to their host organization sought-after international work experience, and are
highly motivated (Vaiman et al., 2015).

Expatriate effectiveness is demonstrated when an individual completes the assignment, adjusts to
the new culture's living conditions, and performs well at work (Aycan, 1997). According to
Harrison and Shaffer (2005) work success is a result of how much time and effort an expatriate
devotes to his or her employment. Researchers (Harrison & Shaffer, 2005) proposed a causal chain
of affect, cognitive resource allocation, and behavior that flowed through three constructs:
psychological adaptation, effort regulation, and job performance. Many aspects impact expatriate
work performance, including goal orientation, self-efficacy, self-monitoring, task and people
orientation, relational skills, and foreign experience (Shaffer et al., 2006). Some researchers
(Koopmans et al., 2012) stated that job performance can be measured using four dimensions: task
performance, contextual performance, adaptive performance, and counterproductive work
performance. Other studies (Borman, W. C., & Motowidlo, 1993; P. M. Caligiuri, 1997a; P. M.
Caligiuri & Day, 2000) believe that performance may include task and contextual aspects specific
to expatriate assignments. Scholars (M. L. Kraimer & Wayne, 2004) defined task performance as
the expatriate's ability to meet job objectives and technical aspects of the job. Contextual

performance refers to an expatriate's performance on aspects of the job that go beyond specific job
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duties, that covers psychological and social aspect of job activities. In addition, it is believed that
task performance cannot cover the whole range of job duties; thus contextual performance should
be distinguished. (Borman & Motowidlo, 1997; M. L. Kraimer & Wayne, 2004).

It is recommended to distinguish between technical and contextual performance while studying
various performance determinants (P. M. Caligiuri & Day, 2000). In current work we analyzed

influence of two performance categories separately.

2.4.1 FACTORS INFLUENCING JOB PERFORMANCE
It was found that individual characteristics of expatriates helps in developing work and non-work
relationships with nationals of the host country, which improves their job performance (Awais
Bhatti et al., 2013). As a result, individual factors, particularly the Big Five, influence expatriate
performance via expatriate adjustment (Awais Bhatti et al., 2014). In line with this, communication
abilities were found to be important for expatriate success (Holopainen & Bjorkman, 2005). While
other researchers (A. Harzing & Christensen, 2004; Hussain & Deery, 2018) believe that it is
critical to comprehend the factors that influence SIEs' decisions to stay or leave their jobs. SIE
turnover has a number of personal and financial costs for those involved, in addition to affecting
economic performance, depleting the company's social capital, and resulting in a tarnished
corporate reputation. According to the author, understanding the factors that cause staff turnover
would help prevent the loss of this source of skilled labor. Study (Hussain & Deery, 2018) of 204
SIEs in the United Arab Emirates showed that interpersonal ties and coworker relationships can
contribute to job satisfaction and organizational retention. Previous studies (Andresen, 2015) also
found that community embeddedness related to job performance. As regards multinational
companies, where cultural diversity is very common, "cultural intelligence™ was found to be a
predictor of expatriate success (Masrek et al., 2021). At the same time, CQ was considered a
predictor of cross-cultural adaptation of expatriates, which also influenced the success of
expatriates (Ang et al., 2007; Huff et al., 2014; Lin et al., 2012). Recent research (Zhao et al.,
2020) of bounderyless mindset of expatriates in China investigate that bounderyless mindset has

positive influence on job performance.
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Table 14. Factors influencing job performance based on literature review

Author(s) Factors c AT A Sar_nple Target
ountry country size
Emotional
Y.-S. Lee (2021) Intelligence x X x
Work Stress
Work Adaptation
Masrek et al. (2021) Cultu_ral Indonesia X 305 X
Intelligence
boundaryless
mindset proactive .
Zhao et al. (2020) resource acquisition China X 389 AE
tactics
Hussain and Deer Turnover
y job embeddedness | UAE X 204 SIE
(2018)
shocks
Jyoti & Kour (2017) cultural intelligence | India X 342 X
expatriates
performance
Nunes et al. (2017b) F“'t“fa' Brazil X 217 AE
intelligence, cross-
cultural adaptation
and
Community 39
Andresen (2015) embed(_:iedr)ess X nationaliti | 194 OE
Orgamizational es SIE
embeddedness
Bahramian, Somayyeh Emotional
and Siadat, Seyyed Ali Intelligence Iran X 147 X
and Sharifi (2015) g
Awais Bhatti et al. personality traits .
(2014) adjustment Malaysia X 201 )
Shi and Franklin (2014) | Cross-cultural China China | 800 BE
adaptation
Awais Bhatti et individual
characteristics X X X X
al.(2013) .
adjustment
Awais Bhatti et al. Emotional X X X X
(2013) Intelligence
Sri Ramalu et al. (2012) Cultu_ral Malaysia X 332 Expats
Intelligence
Benson and Pattie home and host .
(2009) SUpervisors 38 countries | US Exp
Sri Ramalu et al. (2011) crqss-cultural Malaysiya | x 332 X
adjustment
Cultural
L. Y. Lee and Sukoco intelligence .
(2010) International Talwan X 218 AE
experience
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social support
L. Lee et al. (2013) transformational Taiwan X 156 AE
leadership
individual, family,
(L.-Y. Lee & Kartika, social capital China
2014) organizational Taiwan
support
Source: Author’s research based on literature review

Note: Factors are listed in random order.

Note*: x- means that no information was provided by authors

X 287 AE

Further studies (Benson & Pattie, 2009) of impact of home and host country supervisors on
expatriates success showed that adjustment and intentions to complete the assignment, are more
influenced by relationships with host-country supervisors. Supervisors in the home country, on the
other hand, have a greater impact on expatriates' subjective satisfaction with their jobs as well as
their longer-term perceptions of how the overseas assignment will affect their career. Previous
studies states (Jassawalla et al., 2004) that expatriate adjustment is largely determined by how they
handle cross-cultural disputes with the host country's workforce. They go on to say that expatriates
who effectively manage their disagreements with the host country's workforce are more likely to
have a seamless transition at work. Moreover, studies about home country effect stated that it is
critical to have a better knowledge of the host country's workforce viewpoints as they play a critical
role in maintaining the smooth running of the expatriate experience, providing expats with
necessary socialization support, aid, and companionship in an unfamiliar environment (Toh &
Denisi, 2003; Toh & DeNisi, 2007). Furthermore host country's workforce has a significant impact

on expatriate performance (Paik et al., 2007).

2.4.2 ROLE OF EMOTIONAL INTELLIGENCE IN JOB PERFORMANCE
A wide range of different factors such as individual factors (Awais Bhatti et al., 2013; Yoke &
Panatik, 2015); cultural intelligence (Jyoti et al., 2015; L. Y. Lee & Sukoco, 2010; Nunes et al.,
2017); social support (L. Lee et al., 2013); cross-cultural adjustment (Sri Ramalu et al., 2011) has
been found to have influence on expatriates’ Job Performance. Emotional intelligence has been
identified as a significant determinant in enhancing job performance among various factors that
influence expatriates' job performance (Awais Bhatti et al., 2014; Lauring & Selmer, 2018; Law
et al., 2008a). Expatriates face a variety of challenges once they arrive in a new environment,
which can be difficult and stressful. To overcome the difficulties, an expatriate should be able to
cope with the stress, to build interpersonal relationships with locals and in work environment

(Koveshnikov et al., 2014). Understanding emotions, expressing them, and understanding the
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feelings of others can help individual to deal with negative feelings, avoid misunderstandings, and
improve social skills (Koveshnikov et al., 2014; Ling, 2019; Lopes et al., 2004). EIl helps
individuals perform better at work by helping to control their emotions, manage stress and conflict
situations, interact better with colleagues (Brackett et al., 2011) collaborate effectively in team
(Lopes et al., 2006) as well as ensuring high performance even under pressure by adjusting to
organizational change (Shamsuddin & Rahman, 2014). Researchers (Bahramian, Somayyeh and
Siadat, Seyyed Ali and Sharifi, 2015) believe that Emotions and EIl are characteristics that are
thought to be a foundation for job performance. Moreover empirical studies (Joseph et al., 2015a;
J. S. K. Singh & Mahmood, 2017) of the relationship between emotional intelligence and job
performance have confirmed the impact of EI on job performance.

Table 15. Studies related to impact of Emotional Intelligence and Job Performance

Target, sample size, host-home
country
Target: Expatriate employees
Sample size:301
J. S. K. Singh and Host country: Malaysia
Mahmood (2017) Home country: x
Method: Quantitative

Author(s) Findings

Study focused on examining the
relationship between EIl and Job
Performance and showed strong
relationship between EIl and Job

Data analysis: Multiple Regression Performance

Target: Expatriate

Sample size:634
Viswanathan et al. Host country: The USA Emotional Intelligence has
(2019) Home country: India influence on Job Performance

Method: Quantitative

Data analysis: Regression
Sample size:102

Host country: China

Home country: X

Method: Quantitative

Data analysis: EFA, standardized
RMR,

Research was aimed to determine
effect of EIl on Job Performance. El
has effect on Job Performance

Law et al. (2008a)

An examination of the relationship
between El and job performance
found that EI predicts job
performance in academic,
employment, and life.

Scholars provided meta-analytic
Van Rooy and research based on 69 studies to
Viswesvaran (2004) | examine the relationship between EI
and Job Performance

Target: Call Center agents
Sample size:118
Shamsuddin and Host country: Kuala Lumpur Research investigated relationship
Rahman (2014) Home country: x between EIl and Job Performance
Method: Quantitative

Data analysis: Multiple Regression
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Bozionelos and Singh
(2017)

Target: Expatriate Employee
Sample size:188

Host country: United Arab Emirates
Home country: x

Method: Quantitative

Data analysis: Hierarchical
Regression

Study investigated relationship
between EI and task performance,
contextual performance

Aqgad et al. (2019)

Target: Jordanian banks workers
Sample size:447

Host country: x

Home country: x

Method: Quantitative

Data analysis: Multiple Regression

Significant relationship between El
and Job performance found

Aykan (2014)

Target: private and state bank
workers

Sample size:342

Host country: Turkey

Home country: x

Method: Quantitative

Data analysis: Regression, T-Test

Study explored significant
relationship between contextual-
task performance and EC

Bahramian,
Somayyeh and
Siadat, Seyyed Ali
and Sharifi (2015)

Target: gas company workers
Sample size:147

Host country: Chahar Mahal
Bakhtiari Province

Home country: x

Method: Quantitative

Data analysis: Refression, T-test,
Anova, Pearson Correlation

Significant and positive
relationship between Job
performance and Emotional
Intelligence

Source: Author’s editing based on literature review
Note: Studies are listed in random order

2.4.3 ROLE OF CROSS-CULTURAL ADJUSTMENT ON JOB PERFORMANCE

Individual variables (Claus et al., 2011), cultural intelligence (Jyoti & Kour, 2017; Nunes et al.,
2017b), social support, and emotional intelligence (Joseph et al.,, 2015b) have all been
demonstrated to have an impact on expatriates' job performance. Among the different factors that
influence expatriates' job performance, cross-cultural adjustment has been found as a crucial
determinant of job performance (Bhatti et al., 2013; Sri Ramalu et al., 2011). Expatriates must
adjust to employment, the host environment, and interactions with local individuals after they
arrive in a new environment (Black & Porter, 1991). “Success’ of expatriate has been investigated
using notions such as expatriate adjustment (Black & Gregersen, 1991a; Shaffer et al., 1999). Since
unadjusted expatriates are less productive at work (Black, 1988; P. M. Caligiuri, 1997a).
Meanwhile, expatriates who are better adjusted to work and the general environment will more

effectively perform at work, as when stressed by the difficulties related to learning organizational
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roles or facing difficulties in day-to-day life, the expatriate may experience psychological stress,
which can lead to a decrease in productivity (Bhaskar-Shrinivas et al., 2005; KRAIMER et al.,
2001). Research (Shi & Franklin, 2014) of more than 800 business expatriates sent to and from
China showed relationship between cross-cultural adjustment and job performance. Moreover
authors found that expatriates who travel with their partners or families perform better in terms of
cross-cultural adaptability and work performance. Other studies (L. Y. Lee & Sukoco, 2010) found
cross-cultural adaptation as a significant determinant of job performance. Authors (L. Y. Lee &
Sukoco, 2010) state that cultural adjustment is one of the primary factors that can influence
expatriation success. In addition, authors state that expatriates who do not adjust to the new
environment might fail their assignment. Furthermore, it is argued that adaptation in the host
country may affect adaptation in a cross-cultural environment, which will only increase
psychological stress and reduce productivity. (Kim et al., 2008) and that they will have poorer

performance and higher psychological stress (Lee and Sukoco, 2010).

Table 16. Relationship between Cross-Cultural Adjustment and Job Performance

Studies related to
relationship between CCA
and JP

Sample size, Host-Home

countries, Target FrETngs

Target: Assigned expatriates
Sample size:240

Host country: Taiwan

Home country:

Kai Liao et al. (2021) North American, European
Japanese, Other countries
Method: Offline, online
survey

Data analysis: SEM

Target: Assigned expatriates

Cross-cultural adjustment
influence job performance

Sample size:217
Host country: Brazil
Home country: North Cross-cultural adjustment
N tal. (2017b i . . .
unes et l. ( ) America, Europe, Latin influence job performance

America, Oceania, Asia
Method: Online
Data analysis: PLS - SEM

Positive significance between
general adjustment and task
performance, interaction
adjustment — negative.

Target: Assigned expatriates
Zakariya et al. (2019) Sample size:139
Host country: Malaysia
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Home country: North
America, Europe, Latin
America, Oceania, Asia
Method: Online

Data analysis: PLS - SEM

Positive significance between
contextual performance and
work and interaction
adjustment.

Jyoti and Kour (2015)

Target: Expatriates
Sample size:217

Host country: India
Home country:

Method: Online

Data analysis: Regression

Cross-cultural adjustment
influence task performance

Kraimer et al. (2001)

Target: Expatriates

Sample size:283

Host country: x

Home country: The USA
Data analysis: CFA, Anova,
SEM

Cross cultural adjustment
influence task and contextual
performance

Shi and Franklin (2014)

Target: Business expatriates
Sample size:800

Host country: The USA,
Japan. , Canada, Singapore,
Germany, Korea, Australia
Home country: China
Method: Online

Data analysis: Multiple
Linear Regression

Relationship between Cross-
cultural adjustment and Job
performance

Sri Ramalu et al. (2011)

Target: Expatriates
Sample size:332

Host country: Malaysia
Home country: India,
Australia, UK and 42
different countries
Method: Online

Data analysis: Hierarchical
Multiple Regression

Positive relationship between
cultural adjustment and Job
performance

Source: Author’s editing based on literature review
Note: Studies are listed in random order
* Note: Eastern and Western, European, Asian, Oceanic, North American, Latin American, and Middle

Eastern countries
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3 MATERIALS AND METHODS

The current study focuses on the evaluation of relationships between Emotional Intelligence,
Cross-cultural Adjustment, and Performance-related variables (i.e., Task and Contextual
Performance). We would like to determine how the Emotional Intelligence of expatriates
influences Task and Contextual Performance and define the role of Cross-Cultural Adjustment in
the mentioned relationship. Figure 6. illustrates mentioned interconnections and combines

relationships among all constructs.

Figure 4. Proposed Model
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Note: Self emotional appraisal — SEA Others’ emotional appraisal [OEA]; Use of emotion [UOE]; Regulation of
emotion [ROE]; General Adjustment-GA,; Social Adjustment — SA; Work adjustment — WA, Task Performance — TP;
Contextual Performance — CP

Source: Author’s editing
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3.1 RESEARCH DESIGN

In order to attain the purpose of the current research the author steps in (Figuer5).

Figure 5. Research Design

r N
Literature Review

Review of literature on topic were conducted by using data bases: Francis&Tailor, Emerald,
Sciencdirect, books, as well as attending on Conferences, Projects and Webinars related to topic.

Hyphoteses develeopment

Hyphoteses develeoped based on extensive literature review.
L y,

g .
Questionnare Develeopment
Questionnare ware developed based on previous research;

For measuring Emotional Intelligence, 16 item scaled developed by Wong and Law (2002) were
used.

For measuring Cross-Cultural Adjustment, Black and Stephens (1989) 14 item scale were used
\For measuring Job Performace, 7 item scaled developed by Black and Porter (1991)were used.

4 ™
Data Collection

Online survey were provided in order to collect data. Given how difficult it is to approach
a target group, a questionnaire was spread by social media: Facebook, Telegram, What’s
app groups of expatriates, located in different European countries, the USA, the Canada.
Sample size: 314

\. y,

(Data analysing )
- Hierarshical Latent Variable

- Formative and Reflective Constructs

- Disjionit two stage approach

- Relability and construct validity analyses

\Note: Model was tested by using 3rd version SMART Pls y

Source: Author’s editing
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3.2 THEORETICAL BACKGROUND OF PROPOSED MODEL
3.2.1 EMOTIONAL INTELLIGENCE (EI)

The proposed model uses ready scales for measuring Emotional Intelligence, Cross-Cultural
Adjustment, and Performance. There are different scales for measuring Emotional Intelligence.
Some authors prefer to use the scale prepared by Schutte et al. (1998) for measuring EI, however,
it consists of 33 assumptions/questions. Moreover, it faced criticism regarding reverse-keyed items
(Austin et al., 2004). If we use a 33 item scale, the questionnaire would be very long and time-
consuming. It might influence/decrease the number of respondents. So, the author decided to use
a 16-item scale of EIl proposed by Wong and Law (2002) that was created with the purpose of
being used in work environment (Bozionelos & Singh, 2017), and consists of four lower-order
constructs: Self Emotional Appraisal, Others’ Emotional Appraisal, Use of Emotions, and
Regulation of Emotion. The mentioned lower-order constructs/variables formulate the Emotional
Intelligence of every person. Respondents’ attitudes towards assumptions covering different
aspects of Emotional Intelligence are measured using 7 points Likert scale. The lower-order
constructs, as well as items formulating the measurement of El, are illustrated below (see Table
16).

Table 17. Emotional intelligence questionnaire

Likert Scale
1 2 3 4 5 6 7

Emotional Intelligence

Self-Emotional appraisal (SEA)

1. I have a good sense of why | have certain feelings

most of the time

2. | have a good understanding of my own emotions

3. I have really understand what | feel

4. 1 always know whether or not I am happy

Other’s Emotional Appraisal (OEA)

1. T always know my friends’ emotions from their

behavior

2. Tam a good observer of others’ emotions

3. lamsensitive to the feelings and emotions of others

4. | have a good understanding of the emotions of
people around me
Use of Emotions (UOE)
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1. lalways set goals for myself and then try my best to

achieve them

2. lalways tell myself | am a competent person
3. lam self-motivated person
4. 1'would always encourage myself to try my best

Regulation of Emotions (ROE)

1. | am able to control my temper and handle

difficulties rationally

2. lam quite capable of controlling my own emotions

3. | can always calm down quickly when | am very

angry
4. | have a good control of my own emotions

Note: Strongly disagree -1; Disagree —2; Somewhat disagree — 3; Neutral -4; Somewhat agree - 5;
Agree —6; Strongly agree —7.
Source: Wong & Law, (2002)

3.2.2 CROSS-CULTURAL ADJUSTMENT (CCA)

In the case of Cross-Cultural Adjustment, the author selected a well-known scale proposed by
Black and Stephens (1989). This scale focuses on work, general, and interaction aspects of
expatriate adjustment (Black & Stephens, 1989) and consists of 14 items. The cross-cultural
adjustment scale is a widely used tool for analyzing different perspectives of expatriate
performance. Moreover, some authors still illustrate the need for extensive research (M. L.
Kraimer et al., 1997).

Table 18. Cross-Cultural Adjustment questionnaire

. Likert Scale
Cross-Cultural Adjustment i 5 3 4 5 6 7

General Adjustment (GA)

Living conditions in general

Housing conditions
Food

Cost of living

1.
2.
3
4.  Shopping
)
6

Entertainment/recreation facilities and

opportunities

Healthcare facilities

~
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Social Adjustment formative

8.  Socializing with host nationals

9. Interacting with host nationals on a day-to-day
basis

10. Interacting with host nationals outside of work

11. Speaking with host nationals

Work Adjustment formative

12. Specific job responsibilities

13. Performance standards and expectations

14. Supervisory responsibilities

Note: Very unadjusted — 1; Mostly unadjusted -2; Somewhat unadjusted -3; Neither unadjusted
nor adjusted - 4; Somewhat adjusted - 5; Mostly adjusted - 6; Completely adjusted — 7
Source: Black & Stephens (1989)

Previous studies (Bastida, 2018; M. L. Kraimer et al., 1997) in the field also used the mentioned
scale for determining the importance of CCA. However, there is still a knowledge gap in
understanding attitudes and adjustment of expatriates from developing Post-Soviet countries.
Respondents’ attitudes towards assumptions covering different aspects of Cross-Cultural
Adjustment are measured using 7 points Likert scale. The lower-order constructs, as well as items

formulating the measurement of CCA, are illustrated above (see Table 2).

3.2.3 JoB PERFORMANCE (JP)

The current study focuses on the determination of the influence of Emotional Intelligence and
Cross-Cultural Adjustment on Task/Contextual Performance. For being able to find
interconnections between mentioned variables, the author focused on selecting the right scale. The
job performance scale offered by Black and Porter (1991) complies with the purpose of current
research. The scale measures expatriates’ job performance from two different perspectives (i.e.,
Task and Contextual Performance) and consists of 7 items. Considering that El and CCA together
make quite a long questionnaire, the scale offered by Black and Porter (1991) seems to be the best
choice. Scholars (Black & Porter, 1991) avoided directly questioning performance by making the
items relative and participants were asked to rank themselves against a designated peer group.
Previous studies (Bastida, 2018; Takeuchi et al., 2019) analyzing expatriates widely (Carmeli,
2003; L. Leeetal., 2013; L. Y. Lee & Sukoco, 2010; Sri Ramalu et al., 2011) used the same scale
for measuring Performance .
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It is important to note that the author examined relationships between pathways separately for Task
and Contextual Performance. When exploring different predictors of performance, it is especially
important to distinguish between technical and contextual performance (P. M. Caligiuri & Day,
2000). Moreover, the main reason for this decision is related to the importance of job performance

for self-initiated expatriates as well as the formulation of research questions.

Table 19. Job performance questionnaire

Likert Scale
1 2 3 4 5 6 7

Job Performance

Task Performance — TP reflective

1. My overall performance during my assignment is

good

2. | have good achievement with regard to my work
goals

3. | have the capability necessary to effectively

complete my tasks

4. | have good quality of performance

Contextual Performance — CP reflective

1. Ihave good ability with regard to getting along with
others

2. | keep good relationships with my local co-

workers

3. | maintain relationships in and socialize with the

locals in my social environment

Note: Very unadjusted — 1; Mostly unadjusted -2; Somewhat unadjusted -3; Neither unadjusted nor
adjusted - 4; Somewhat adjusted - 5; Mostly adjusted - 6; Completely adjusted -7
Source: Black & Porter (1991)

3.3 STRUCTURE OF THE QUESTIONNAIRE

The questionnaire was originally developed in English. Then, in order to reach a larger number of
respondents and also for the convenience of the respondents, the questionnaire was translated into
Russian by a professional translator and given to two native speakers for verification. So

respondents may choose the most comfortable language questionnaire.
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The current questionnaire consists of thirty-seven self-reporting questions as well as information
regarding age, country of origin/host country, occupation, education, and so on. The choice to use
a self-reported scale was made for several reasons. First, the self-reported scale asks the respondent
to make a straightforward judgment, which prevents prompts or other ways of getting correct
answers. Second, empirical research has demonstrated that self-reported scales have adequate
discriminant, criterion, and convergent validity as well as reliability (Brackett et al., 2011; Law et
al., 2008b, 2008a).Lastly, from a time and cost point of view, a self-reported scale takes less time

and is less costly and more practical than other available tests.

The author tried to decrease the number of questions/assumptions, however, scales for El and CCA
make quite a long questionnaire (30 items). Thirty-seven self-reporting questions and some
personal information were grouped into two sections. It allowed respondents to spend less time

and decreased the number of mistakes. These sections are:

1. General information or demographic profile of respondents was included in the first

section. Here respondents gave information about their age, gender, nationality, country of
origin, host country, marital status, education level, skilled/professional qualification,
length of employment/stay abroad, position type (i.e., regular part-time seasonal).
In order to clearly distinguish and define the characteristics (self-initiated expatriate or
assigned expatriate) of each expatriate taking part in the study, following screening -
control questions were included in the questionnaire: “Have you acquired the current job
independently?” (self-initiated). The mentioned question was adapted from the study of
Selmer and Lauring (2009). Previous studies (A. Isakovic & Forseth Whitman, 2013; J. L.
Cerdin & Selmer, 2014; Doherty et al., 2011; Tharenou & Caulfield, 2010) also used
similar targeted strategies to reach relevant targets.

2. Emotional Intelligence (16 items), Cross-Cultural Adjustment (14 items), and
Task/Contextual Performance (7 items) were included in the second section. Respondents
expressed their opinion towards different questions/assumptions using 7 points Likert
scale. Different levels of adjustment were used for determining attitude towards
Task/Contextual Performance and Cross-Cultural Adjustment (i.e., Very unadjusted — 1;
Mostly unadjusted -2; Somewhat unadjusted -3; Neither unadjusted nor adjusted - 4;
Somewhat adjusted - 5; Mostly adjusted - 6; Completely adjusted — 7). In the case of

Emotional Intelligence respondents expressed their attitude using the level of agreement
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(Strongly disagree -1; Disagree — 2; Somewhat disagree — 3; Neutral -4; Somewhat agree-

5; Agree — 6; Strongly agree — 7).
3.3.1 DATA COLLECTION

The purpose of the study was to determine whether there is a significant relationship between El,
CCA, and the Performance of self-initiated expatriates. Self-initiated expatriates from post-Soviet
countries located in European countries, the USA and Canada represent the main target of current
research. Given how difficult it is to approach a target group, a questionnaire was spread by social
media (Facebook, Telegram, What’s app groups, created by and for expatriates located in Europe,
USA, Canada). The respondents had about three months to fill out the questionnaire. (i.e., between
September and November, 2021). For statistically reliable analysis the sample size for the current
analysis should be more than 300 respondents (J. F. J. Hair et al., 2014). Identifying and counting
expatriates abroad is quite difficult. Unfortunately, it is rare that a country has accurate information
on the expatriates. Even when information is available on the size of expatriate communities in
considered countries, there is often a lack of information on the exact type of these expatriates.
Therefore, in order to be confident about the self-initiative characteristics of the surveyed
expatriates, the author established a criterion for selecting a target: self-initiated expatriates and
asked respondents the screening question mentioned in the previous chapter. All the respondents
answered positively to the question. Before conducting the analysis answers of respondents were

checked and duplicated responses were deleted.

3.4 DEMOGRAPHIC PROFILE OF RESPONDENTS
Demographic profile of respondents illustrated in Table 26. Most of the respondents (almost 75%)

filled out the questionnaire in English; the percentage of female respondents (= 52%) is slightly
higher than males. The high proportion of self-initiated expatriates who participated in the survey

is younger than 35.

Table 20. Language, Gender, Age, Marital Status
Language of questionnaire

English 235 74.84
Russian 79 25.16
Gender

Female 163 51.91
Male 151 48.09
Age

57



18-25 64 20.38

26-30 113 35.99
31-36 89 28.34
more than 36 48 15.29
Marital Status

Divorced 21 6.69
In a relationship 72 22.93
Married 104 33.12
Single 114 36.31
Widowed 3 0.96

Source: Author’s editing

Almost half of them (= 49%) hold a master's degree. About 81% of all respondents are from
Kyrgyzstan; Kazakhstan is the homeland of more than 9% of respondents. More than 60% of the
surveyed self-initiated expatriates live in the EU. The respondents from the UK and the USA have
a higher weight in comparison with Non-EU countries. The analyses were conducted using 314

valid responses. The responses were analyzed using 3™ version of SmartPLS (Ringle et al., 2015).

Table 21. Education level, Country of origin, Host country
Education level

Bachelor's degree 51 16.24
Doctoral 24 7.64
Master degree 154 49.04
Professional qualification 85 27.07
Country of origin

Kazakhstan 29 9.24
Kyrgyzstan 255 81.21
Russia 8 2.55
Others 22 7.01
Host Country

Austria 20 6.37
Belgium 16 5.10
Czech Republic 10 3.18
France 10 3.18
Germany 45 14.33
Hungary 74 23.57
Italy 8 2.55
Japan 7 2.23
Poland 12 3.82
Russia 8 2.55
Switzerland 24 7.64
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Turkey 11 3.50

UK 22 7.01
USA 30 9.55
Others 14 4.46

Source: Author’s editing

Respondents represents different field of professional qualifications: IT (17.20%), Finance
(14.97%), management (10.51%), marketing (4.16%), Human Resources 4.14%, Medicine 3.82%,
Law 3.82 %, Pedagogy 2.87%, International Relationships 2.87%, Engineering 2.55%, Economics
2.55%, Linguistics 2.23%, Art and design 1.91%, Pharmacy 1.59%, Journalism 1.59%, Business
Administration 1.59, Biology and Biotechnology 1.59%, Banking and audit 1.59%, Tourism
1.27%, Psychology 1.27%, Health care 1.27 %, Architecture 1.27%, Agriculture 1.27 %, and other
qualifications 11.83%.

Table 22. Field of professional qualification of respondents

Professional Qualification N %

IT 54 17.20%
Finance 47 14.97%
Management 33 10.51%
Marketing 14 4.46%
Human Resources 13 4.14%
Medicine 12 3.82%
Law 12 3.82%
Pedagogy 9 2.87%
International Relationships 9 2.87%
Engineering 8 2.55%
Economics 8 2.55%
Linguistics 7 2.23%
Art and design 6 1.91%
Pharmacy 5 1.59%
Journalism 5 1.59%
Business Administration 5 1.59%
Biology and biotechnology 5 1.59%
Banking and audit 5 1.59%
Tourism 4 1.27%
Psychology 4 1.27%
Health Care 4 1.27%
Architecture 4 1.27%
Agriculture 4 1.27%
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Other 37 11.83%

Note: * - list of field of professional qualification was shortened, original list includes (Regional Development 0.96%,
Service 0.96%, Social science 0.96 %, Technical 0.96 %, Accounting 0.64%, Fashion industry 0.64%, Logistic 0.64%,
Natural Science 0.64%, Social Care 0.64%, translation 0.64%, Anthropology 0.32%, History 0.32%, Public Health
0.32%, Public Relations 0.32%, Textile Industry 0.32%, Other 1.91%)

Source: Author’s editing

Less than half of respondents (36.62%) stayed abroad from one to 3 years, 33.12 % of respondents
stayed more than 5 years, 28.03 % of respondents stayed between 3 -5 years, and minor part of

respondents stayed abroad less than 1 year.

Table 23. Length of stay abroad

Length of stay abroad N %
Duration

1-3 115 36.62%
3-5 88 28.03%
Less than 1 year 6 1.91%
More than 5 years 104 33.12%
No answer 1 0.32%

Source: Author’s editing

According to results of descriptive statistics 36.62 percent of expatriates stayed abroad between 1-
3 years. Expatriates who stayed abroad more than 5 years count made 33.12 percent of all
respondents. And 28.3 percent of survey participants stayed abroad between 3 and 5 years.
Generally, based on descriptive results, we can assume that respondents have substantial

experience of living abroad and were able to share their experience of expatriation precisely.

3.5 HIERARCHICAL LATENT VARIABLE MODELS
Nowadays researchers use different approaches in the case of higher-order constructs. In order to

find answers to research questions and make necessary calculations author might use one of the

well known two approaches in hierarchical latent variable models (Wetzels et al., 2009):

- the repeated indicator approach

- the two-stage approach/sequential latent variable score method

The repeated indicators approach has its advantages; it gives the researcher a chance to calculate
results without involving higher or lower-order constructs (Becker et al., 2012). Statistical
literature suggests using the repeated indicators approach if higher-order constructs have an equal
number of lower-order constructs (Ringle et al., 2012). The different number of lower-order
constructs cause biased factor loading/weights to the contrary. Considering that in the current study
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Emotional Intelligence has four lower-order constructs and Cross-Cultural Adjustment consists of
three lower-order constructs, the repeated indicator approach cannot be considered as a good
solution. Also, the approach leads to “artificially correlated residuals” which might be considered

as a disadvantage (Becker et al., 2012).

In a two-stage approach, higher-order latent variable scores are calculated using lower-order
constructs (excluding higher-order constructs) in the first stage of analyses. Based on the results
of the first stage, the relationships between variables are defined in the second stage (Becker et al.,
2012). Some authors define this as a disjoint two-stage approach (Sarstedt et al., 2019). ,Becker et
al. (2012, p.365) recommend using a two-stage approach if “the researcher is only interested in
the higher-level estimates, i.e., the path coefficient to and from the higher-order constructs”.
Considering that this notion complies with the purpose of the current study and the author’s interest
in the assessment of relationships between higher-order constructs, a two-stage approach was

selected.

3.6 FORMATIVE AND REFLECTIVE CONSTRUCTS

In Structural Equation Modelling the author should take into account the nature of the indicators
and the direction of causality (J. F. J. Hair et al., 2014). Based on the literature (J. Hair et al., 2017;
J. F. J. Hair et al., 2014), the direction of causality is established using two different theories:

formative and/or reflective measurement models.

Figure 6. The first stage of analysis
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Hair et al. (2014, p. 611) define the reflective measurement theory as “latent constructs cause the
measured variables and that the error results in an inability to fully explain these measured
variables”. As result, the arrows are drawn from latent constructs to the items of the mentioned
construct. However, the formative measurement theory is explained as “the measured variables
cause the construct” (J. F. J. Hair et al., 2014, p. 611). In this case, the arrows are drawn from
items to the constructs that items formulate. Also, error in the formative measurement model

indicates that measured items are not able to explain the construct.

Figure 7. Emotional Intelligence (Formative-Reflective Construct)
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Source: Author’s editing

Following the recommendations of Diamantopoulos and Siguaw (Diamantopoulos & Siguaw,
2006) and previously conducted study (Suong & Tho, 2021) regarding Emotional Intelligence and
Cross-Cultural Adjustment, the indicators were modeled as formative-reflective constructs. So,
Emotional Intelligence is a higher-order reflective construct consisting of four lower-order
constructs (i.e., SEA, OEA, UOE, and ROE). However, mentioned lower-order constructs were
employed as formative indicators. Figure 8 illustrates the direction of arrows for EI and lower-
order constructs.

Figure 8. Cross-Cultural Adjustment (Formative-Reflective Construct)
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In the same way, Cross-Cultural Adjustment is a higher-order reflective construct; yet, General

Adjustment, Social Adjustment, and Work Adjustment are used like lower-order formative
constructs. Figure 4 illustrates the direction of arrows for CCA and lower-order constructs. In the
proposed model Task and Contextual Performance are used as reflective indicators.

3.7 DISJIOINT TWO-STAGE APPROACH: THE FIRST STAGE

Following the recommendations of Becker et al. (2012) and Sarstedt et al. (2019) Emotional
Intelligence and Cross-Cultural Adjustment were removed from the first stage of analyses. Also,
following previous studies related to El and CCA, both of the mentioned constructs were used as
first-order formative and second-order reflective constructs. This part of the analysis
examines/validates the relationship between formative lower-order constructs (see Figure 7).

Constructs nature (i.e., reflective/formative) was previously explained.

3.8 MEASUREMENT MODEL: VALIDATING FORMATIVE LOWER ORDER
CONSTRUCT
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In order to make calculations correctly, the first stage of analysis was focused on the formative
measurement model. In the case of the formative measurement model Collinearity and
Significance/Relevance of the Formative Indicators (i.e., examine factor loadings/weights) should
be reported (J. Hair et al., 2017).

3.8.1 COLLINEARITY

Collinearity might create some problems for formative indicators. The main cause of checking
collinearity is its possible influence on weight estimation and significance (J. Hair et al., 2017, p.
163). In the current analysis, collinearity was assessed by using the variance inflation factor (abbr.
VIF). The VIF level higher than 5 means that less than 80% of the construct’s total variance is
related to the mentioned construct. Considering that SA2 had a VIF value higher than 5, it was
deleted excluded from further analysis (i.e., VIF(SA2) = 5.415). The remaining formative

constructs do not illustrate any serious problem in the case of collinearity.
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Table 24. Collinearity Statistics: Lower-order Constructs

Items VIF Items VIF
CP1* 4.390 SAl 4.769
Ccp2* 5.565 SA2 5.415
CP3* 3.103 SA3 4.763
GAl 1.915 SA4 4.431
GA2 2.429 SEA1 2.024
GA3 2.014 SEA2 3.091
GA4 2.865 SEA3 2.999
GA5 2.109 SEA4 1.819
GA6 2.210 TP1* 4.207
GA7 1.584 TP2* 4.089
OEA1l 1.899 TP3* 5.089
OEA2 2.963 TP4* 5.512
OEA3 1.735 UOE1 2.613
OEA4 2.881 UOE2 1.825
ROE1 2.303 UOE3 2.046
ROE2 4.054 UOE4 2.814
ROE3 1.890 WAL 2.694
ROE4 4.310 WA?2 2.922
Continued WA3 2.701

Note 1: * - shows reflective indicators

3.8.2 FACTOR LOADINGS/WEIGHTS

Statistical literature illustrates that factor/outer loadings in the case of reflective constructs should
not be lower than 0.7 (J. Hair et al., 2017, p. 137). In the current model, we use reflective as well
as formative indicators. In the case of lower-order formative constructs, scholars suggest taking a
look at factor loading as well as factor weights (J. Hair et al., 2017). The factor loadings of only
two items seem to be problematic. Considering that factor loadings for GA3 — GA and GAS5 —
GA were low and the p-value was also higher than accepted threshold factor weights for both items
were checked. The absolute values of factor weights were higher than 0.4 (0.443/GA3 and
0.435/GAb5) and p-values illustrating items contributions to the formulation of GA were significant
(i.e., p(GA3)=0.043 and p(GA5)=0.019). So, it was decided to keep both of the items.

65



Table 25. Factor Loadings: Lower-order Constructs

Factor Sample Standard Deviation T Statistics P Values
Loadings Mean (M) (STDEV) (|O/STDEV))
CP1<-CP 0.933 0.931 0.023 41.450 0.000
CP2<-CP 0.958 0.957 0.011 87.794 0.000
CP3<-CP 0.921 0.919 0.024 39.058 0.000
GAl ->GA 0.697 0.648 0.146 4.779 0.000
GA2 -> GA 0.268 0.237 0.132 2.031 0.042
GA3 -> GA 0.110 0.112 0.149 0.737 0.461
GA4 -> GA 0.418 0.379 0.147 2.846 0.004
GAS5 -> GA 0.113 0.101 0.132 0.854 0.393
GA6 -> GA 0.664 0.601 0.158 4.198 0.000
GAT7 -> GA 0.446 0.401 0.161 2.774 0.006
OEALl -> OEA 0.952 0.904 0.071 13.326 0.000
OEA2 -> OEA 0.726 0.689 0.119 6.123 0.000
OEA3 -> OEA 0.314 0.292 0.155 2.024 0.043
OEA4 -> OEA 0.702 0.665 0.180 3.909 0.000
ROE1 -> ROE 0.960 0.918 0.079 12.217 0.000
ROE2 -> ROE 0.894 0.857 0.077 11.658 0.000
ROE3 -> ROE 0.546 0.512 0.135 4.050 0.000
ROE4 -> ROE 0.819 0.774 0.115 7.135 0.000
SAl -> SA 0.991 0.764 0.248 4.002 0.000
SA3 -> SA 0.807 0.606 0.309 2.612 0.009
SA4 -> SA 0.711 0.533 0.290 2.449 0.014
SEAL -> SEA 0.667 0.633 0.156 4.275 0.000
SEA2 -> SEA 0.921 0.879 0.086 10.763 0.000
SEA3 -> SEA 0.958 0.916 0.068 14.113 0.000
SEA4 -> SEA 0.699 0.673 0.115 6.057 0.000
TP1<-TP 0.925 0.922 0.021 43.739 0.000
TP2<-TP 0.924 0.922 0.031 29.971 0.000
TP3<-TP 0.942 0.940 0.014 67.600 0.000
TP4<-TP 0.950 0.949 0.011 89.184 0.000
UOE1 -> UOE 0.969 0.935 0.053 18.386 0.000
UOE2 -> UOE 0.617 0.593 0.136 4518 0.000
UOE3 -> UOE 0.699 0.678 0.108 6.458 0.000
UOE4 -> UOE 0.873 0.848 0.093 9.428 0.000
WAL -> WA 0.778 0.733 0.198 3.925 0.000
WA2 -> WA 0.920 0.862 0.102 9.045 0.000
WA3 -> WA 0.951 0.892 0.095 9.994 0.000
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Note: SEA - Self Emotional Appraisal; OEA - Others’ Emotional Appraisal; UOE - Use of Emotion; ROE -
Regulation of Emotion; GA - General Adjustment; SA - Social Adjustment; WA - Work Adjustment; TP - Task
Performance; CP - Contextual Performance.

3.9 DISIOINT TWO-STAGE APPROACH: THE SECOND STAGE
In the second stage, the relationship between higher-order constructs must be examined (Becker

et al., 2012; Sarstedt et al., 2019). Reliability and validity of Emotional Intelligence, Cross-
Cultural Adjustment, and Task/Contextual Performance are examined in the second stage of
analyses.

Figure 9. Relationship between higher-Order Constructs
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Lower order constructs - SEA, OEA, UOE, and ROE used as items explaining Emotional
Intelligence. GA, SA, and WA determined Cross-cultural Adjustment. As mentioned before, El
and CCA are reflective higher-order constructs; Task and Contextual Performance are reflective
latent variables too. So, in the second stage author examined the reflective measurement model

(see Figure 10).

67



3.10 MEASUREMENT MODEL: VALIDATING REFLECTIVE HIGHER-ORDER
CONSTRUCTS

In order to make correct calculations, the second stage of analysis was focused on the reflective
measurement model. In the case of the reflective measurement model, the results for reliability

and validity analysis should be reported (J. Hair et al., 2017).

3.10.1 FACTOR LOADINGS

Statistical literature suggests that factor loading for reflective indicators should be higher than 0.7
(J. F. J. Hair et al., 2014). Factor weights for formative indicators should be also higher than the

previously mentioned threshold (J. F. J. Hair et al., 2014).

Table 26. Factor loadings: Higher-order Constructs

Contextual Cross-Cultural Emotional Task
Performance Adjustment Intelligence Performance

CP1 0.934

CP2 0.958

CP3 0.921

SA 0.769

WA 0.836

GA 0.866

OEA 0.815

ROE 0.825

SEA 0.788

UOE 0.811

TP1 0.924

TP2 0.925

TP3 0.942

TP4 0.950
Source: author’s calculations.

Note: SEA - Self Emotional Appraisal; OEA - Others’ Emotional Appraisal; UOE - Use of Emotion;
ROE - Regulation of Emotion; GA - General Adjustment; SA - Social Adjustment; WA - Work Adjustment; TP -
Task Performance; CP - Contextual Performance.
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3.10.2 RELIABILITY ANALYSIS

As it was illustrated before, determination, whether the construct is reflective or formative, is an
essential tool for model evaluation. The reliability of reflective latent variables is assessed
differently than formative. In general, Hair et al. (2014, p. 123) defined reliability as “assessment
of the degree of consistency between multiple measurements”. Cronbach’s alpha is used for
determining the internal consistency of the latent variable (J. F. J. Hair et al., 2014, p. 123), and
the accepted low threshold is 0.7 (J. Hair et al., 2017; J. F. J. Hair et al., 2014).

The value for composite reliability also ranges between 0 and 1 and a higher number illustrates a
higher degree of reliability. The value of composite reliability should be greater than 0.7 in the
case of confirmatory studies. Considering that we used ready scales for the determination of
Contextual and Task Performance as well as higher-order constructs, the values for all indicators

comply with the requirements.

Table 27. Reliability analyses: reflective indicators (i.e., 2nd order)

Higher-order Cronbach's Composite
Constructs Alpha Reliability
Contextual Performance 0.931 0.956
Cross-Cultural Adjustment 0.775 0.864
Emotional Intelligence 0.825 0.884
Task Performance 0.952 0.965

Source: Author’s calculations.

3.10.3 CONSTRUCT VALIDITY
3.10.3.1 CONVERGENT VALIDITY

Based on the definition of Hair et al. (2017, p.137) convergent validity is the level at which “a
measure correlates positively with alternative measures of the same construct”. Average Variance
Extracted is a traditional tool for determining convergent validity. The value of AVE for reflective

indicators should not be lower than 0.5. In this case, more variance remains in the errors than the
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variance which is explained by construct(J. Hair et al., 2017, p.138). In order to assess convergent

validity, a high value of outer loadings (J. Hair et al., 2017) should be also reported. ,

Table 22. Convergent Validity of Reflective Constructs — Average Variance Extracted

Reflective Higher Average Variance
Order Constructs Extracted (AVE)
Contextual Performance 0.879
Cross-Cultural Adjustment 0.680
Emotional Intelligence 0.656
Task Performance 0.875

Source: Author’s calculations.

3.10.3.2 DISCRIMINANT VALIDITY

Based on the definition of Hair et al. (2017, p.139) discriminant validity is the level at which “a
construct is truly distinct from other constructs by empirical standards”. Discriminant validity is
determined by checking the cross-loadings, Fornell-Larcker criterion as well as heterotrait-
monotrait ratio. In order to be confident about discriminant validity, researchers check the outer
loadings of the constructs at first. The requirement for outer loading is based on the notion that “an
indicator’s outer loading on the associated construct should be greater than any of its cross-
loadings on other constructs” (J. Hair et al., 2017, p.139). The output of calculations for the current
model illustrates that there is no issue related to outer loadings. The numbers for outer loadings

and AVE are also illustrated in figure 11.

Table 23. Outer/Cross Loadings

Contextual Performance  Cross-Cultural Adjustment  Emotional Intelligence  Task Performance

CP1 0.934 0.236 0.402 0.846
CP2 0.958 0.309 0.399 0.870
CP3 0.921 0.387 0.361 0.766
GA 0.322 0.866 0.405 0.303
SA 0.226 0.769 0.142 0.158
WA 0.258 0.836 0.301 0.244
OEA 0.377 0.290 0.815 0.378
ROE 0.299 0.332 0.825 0.342
SEA 0.371 0.266 0.788 0.354
UOE 0.283 0.326 0.811 0.323
TP1 0.812 0.241 0.365 0.924
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TP2 0.778 0.274 0.384 0.925

TP3 0.842 0.270 0.424 0.942
TP4 0.862 0.331 0.436 0.950
Source: author’s calculations.

Note: SEA - Self Emotional Appraisal; OEA - Others’ Emotional Appraisal; UOE - Use of Emotion;
ROE - Regulation of Emotion; GA - General Adjustment; SA - Social Adjustment; WA - Work Adjustment; TP -
Task Performance; CP - Contextual Performance.
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Figure 10. AVE and outer loading of the model
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Fornell-Larcker criterion focuses on the rule that the square root of Average Variance Extracted
must be higher than the squared correlation between constructs. The main logic supporting Fornell-
Larcker Criterion is the notion that “a construct shares more varianc e with its associated indicators
than with any other construct” (J. Hair et al., 2017). The results for the Fornell-Larcker criterion
are illustrated in Table 24. The square root of AVE for each indicator is higher than squared

correlations between latent variables.

Table 28. Fornell-Larcker Criterion

Contextual Cross-Cultural Emotional Task
Performance Adjustment Intelligence Performance
Contextual Performance 0.937
Cross-Cultural Adjustment 0.334 0.825
Emotional Intelligence 0.412 0.374 0.810
Task Performance 0.882 0.301 0.432 0.935

Source: Author’s calculations.

Considering that both of the illustrated calculations prove the validity of the second-order
construct, the author would like to illustrate the last determinant of discriminant validity too.

Heterotrait-monotrait ratio (HTMT) is a tool determining “the ratio of the between-trait
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correlations to the within-trait correlations” (J. Hair et al., 2017, p. 140). Hair etal. (2017, p. 141)
confirm that the maximum value of HTMT should be lower than 0.85 (conservative approach) in
most of the cases. Sometimes the value of HTMT might reach 0.90. In the current study, the value
of HTMT for Task and Contextual Performance is higher than 0.90, however, it is related to the
fact that both of mentioned latent constructs explain the job performance of expatriates. The results
for Fornell- Larcker Criterion and cross-loadings are in accepted range, so author keeps all of the
constructs for further analyses.

Table 29. Heterotrait-Monotrait Ratio
HTMT Contextual Perform  Cross-Cultural Adjustment Emotional Intelligence

Contextual Perform

Cross-Cultural Adjustment 0.377

Emotional Intelligence 0.469 0.427

Task Perform 0.936 0.327 0.484

Source: Author’s calculations.

All the above-explained analyses confirm that there is no any serious issue related to the reliability
and validity of used constructs. It means that the author might proceed with the structural model

and find answers to the research questions stated in the Introduction.
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4 RESULTS AND DISCUSSION

The current study focused on the examination of the main factors influencing the job performance
of expatriates from Post-Soviet Countries (especially Kazakhstan and Kyrgyzstan). Emotional
Intelligence, Cross-Cultural Adjustment as well as Task and Contextual Performance were
included in the model. Emotional Intelligence and Cross-Cultural Adjustment are higher-order
constructs combining lower-order constructs and items. Therefore, the author used a two-stage
approach for being able to test hypotheses.

This chapter examines the relationships between variables based on the results of the first stage
(Becker et al., 2012). Moreover, it should be considered that the author investigates relationships
between the above-mentioned variables in the case of the special group of respondents — mainly
expatriates from Kazakhstan and Kyrgyzstan as well as from other Post-Soviet countries. In order
to be confident about the self-initiative characteristic of the surveyed expatriates the author asked
respondents screening question. The mentioned question was adopted from the study of Selmer
and Lauring (2009).

4.1 IMPACT OF SOCIO- DEMOGRAPHIC VARIABLES ON STUDIED VARIABLE

4.1.1 EDUCATION IMPACT ON STUDIED CONSTRUCTS USING ONE-WAY ANOVA

In order to observe the influence of age of respondents on studied constructs, one way ANOVA
test was applied. The results of ANOVA test described in Table 30. The results of ANOVA test
showed that age of respondents have influence on emotional intelligence, cross-cultural adjustment
and task performance, which means that age plays a significant role on El, CCA and TP of

respondents.

Table 30. Impact of age on studies constructs based on one-way ANOVA test

Mean Square
Constructs __ F Statistic Sig.
Between groups Within groups
EA 1.870 0.630 2.969 0.020
CCA 2.520 0.628 4.012 0.003
TP 4.124 0.912 4.520 0.001
CP 2.210 0.984 2.246 0.064

Source: Author’s editing
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4.1.2 GENDER WISE DIFFERENCES ON STUDIED CONSTRUCTS USING T-TEST

In order to observe the gender differences among respondents on studied variables, independent

sample t-test used to compare group means. The result showed that the means of the groups are

significantly different as compared to each other (p value <0.05) only in case of CCA. The results

(Table 31) revealed that the mean value for the female respondents is higher than male respondents

therefore it might be concluded that female respondents are more inclined towards CCA.

Nevertheless, there is no significant difference among the means of other constructs.

Table 31. T-test results for gender differences examination of studied variables.

Mean
Constructs T Statistic Sig.
Male Female
EA 5.310 5.48 1.872 0.062
CCA 5.58 5.79 2.362 0.019
TP 5.93 5.85 -0.679 0.498
CP 5.92 5.87 -0.459 0.647

Source: Author’s editing

4.1.3 EDUCATION IMPACT ON STUDIED CONSTRUCTS

In order to observe the influence of education level on studied constructs, one way ANOVA test
was applied. The results of ANOVA test described in Table 32.The results of ANOVA test showed

that education level of respondents has influence on CCA, which means that education level plays

a significant role on cross-cultural adjustment of respondents.

Table 32. Impact of education on studies constructs based on one-way ANOVA test

Mean Square o )
Constructs F Statistic Sig.
Between groups | Within groups
EA 1.101 0.641 1.717 0.164
CCA 1.876 0.641 2.929 0.034
TP 1.229 0.952 1.292 0.277
CP 0.832 1.002 0.830 0.478

Source: Author’s editing
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4.1.4

IMPACT OF LENGTH OF EMPLOYMENT ON STUDIED CONSTRUCTS

In order to observe the influence of length of employment on studied constructs, one way ANOVA
test was applied. The results of ANOVA test described in Table 33. The results of ANOVA test

showed that length of employment of respondents has influence on cross-cultural adjustment, task

and contextual performance, which means that of length of employment plays a significant role on

task and contextual performance of respondents.

Table 33. Impact of length of employment on constructs based on one-way ANOVA test

Mean Square o )
Constructs __ F Statistic Sig.
Between groups Within groups
EA 0.106 0.653 0.163 0.957
CCA 1.689 0.639 2.644 0.034
TP 6.578 0.880 7.474 0.000
CP 5.119 0.946 5.413 0.000

Source: Author’s editing

4.1.5

IMPACT OF PREVIOUS INTERNATIONAL WORK EXPERIENCE ON STUDIED CONSTRUCTS

In order to observe the influence of previous international work experience on studied constructs,
one-way ANOVA test was applied. The results of ANOVA test described in Table 34. The results
of ANOVA test showed that previous international work experience of respondents has influence

on emotional intelligence, cross-cultural adjustment, task and contextual performance, which

means that previous international work experience plays a significant role on emotional

intelligence, cross-cultural adjustment, task and contextual performance.

Table 34. Impact of previous international work experience on constructs based on one-way

ANOVA test
Mean Square o ]
Constructs __ F Statistic Sig.
Between groups Within groups
EA 1.643 0.633 2.596 0.037
CCA 9.357 0.538 17.399 0.000
TP 4.267 0.911 4.686 0.001
CP 3.872 0.962 4.024 0.003

Source: Author’s editing
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4.1.6 IMPACT OF LENGTH OF STAY ABROAD ON STUDIED CONSTRUCTS

In order to observe the influence of length of stay abroad on studied constructs, one way ANOVA
test was applied. The results of ANOVA test described in Table 35. The results of ANOVA test
showed that length of stay abroad of respondents has influence on emotional intelligence, cross-
cultural adjustment, task and contextual performance, which means that length of stay abroad plays

a significant role on emotional intelligence, cross-cultural adjustment, task and contextual

performance.

Table 35. Impact of length of stay abroad on constructs based on one-way ANOVA test

Mean Square o ]
Constructs _ F Statistic Sig.
Between groups Within groups
EA 1.124 0.641 1.754 0.156
CCA 8.314 0.577 14.406 0.000
TP 5.451 0.910 5.991 0.001
CpP 4.050 0.970 4.176 0.006

Source: Author’s editing

4.2 RESULTS: STRUCTURAL MODEL
4.2.1 COEFFICIENT OF DETERMINATION

The coefficient of determination is used for calculating the model’s predictive power and is based
on “the squared correlation between a specific endogenous construct’s actual and predicted values”
(J. Hair et al., 2017, p. 209). The score of R? ranged between 0 and 1 and R? values equal to 0.75,
0.50, or 0.25 for endogenous constructs considered as substantial, moderate, or weak (J. Hair et
al., 2017).

Table 36. Significance of R square

Endogenous Constructs R? T Statistics P Values
Contextual Perform 0.208 2.451 0.014
Cross-Cultural Adjustment 0.140 3.966 <0.001
Task Perform 0.209 2.393 0.017

Source: Author’s calculations.

The coefficient of determination illustrates the percentage of change in an endogenous variable
caused by exogenous constructs. For example, it means that 14% change In Cross-Cultural
Adjustment might be explained by Emotional Intelligence; 20.8 % of the change in Contextual
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Performance can be explained by EI and CCA; 20.8 % of the change in Contextual Performance
can be explained by El and CCA (see Table 13). The above-illustrated values of R? show that the
level of influence of exogenous variables on the endogenous ones is at a weak level. The
probability values also illustrate that results for the coefficient of determination are significant.
Figure 6 illustrates R? for endogenous variables as well as relationships offered by the authors. It

is clear which exogenous variables influence CCA, CP, and TP.

Figure 11. Results for the Coefficient of determination
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4.2.2 PROBABILITY VALUE

Based on the recommendation of Hair et al. (2017, p. 186) author used bootstrapping to 5000
samples. Also, considering confirmatory characteristics of the study more conservative approach
(J. Hair et al., 2017) was used for determining the P-value. So, the relationships are considered
significant if P-value is lower than 0.01 (confidence interval is 99%). In the mentioned case related

to the significance level of 1% (a=0.01).

In the Partial Least Squares estimation technique of SEM, the probability value is measured
together with the t value (J. Hair et al., 2017). Following statistical literature “the critical t values
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for significance levels of 1% (o = 0.01; two-tailed test) probability of error” is 1.65 (J. Hair et al.,
2017, p. 171). However, the author defines a threshold of 0.001 for a significantly strong
relationship (confidence interval is 99.9%).

4.2.3 HYPOTHESES TESTING

The proposed relationships were tested using the Partial Least Squares estimation technique of
SmartPLS 3.0 software (Ringle et al., 2015). The hypotheses illustrate the relationships between
Emotional Intelligence, Cross-Cultural Adjustment as well as Task and Contextual Performance
of self-initiated expatriates. The relationships proposed between variables are presented in Table
29.

Table 37. Results: Hypothesized relationships

) _ Standard T-
Relationships B o P-Value
Deviation  Value

H1. Emotional Intelligence — Cross-Cultural

0.374 0.047 8.013 <0.001
Adjustment
H2. Emotional Intelligence — Task Perform 0.372 0.106 3.509 <0.001
H3. Emotional Intelligence — Contextual Perform  0.334 0.112 2.990 0.003
H4. Cross-Cultural Adjustment — Task Perform 0.162 0.055 2.940 0.003
H5. Cross-Cultural Adjustment — Contextual

0.209 0.058 3.617 <0.001
Perform

Source: Author’s calculations.

Hypothesis 1. Emotional Intelligence has a significantly strong influence on surveyed expats’

Cross-Cultural Adjustment in the examined sample.

Hypothesis 1 defines whether EI has an impact on CCA. The results of the statistical analyses
illustrate that there is a significantly strong influence of El on CCA ($=0.374; t=8.013; p < 0.001).
Therefore, Hypothesis 1 is accepted.
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Hypothesis 2. Emotional Intelligence has a significantly strong influence on surveyed expats’

Task Performance in the examined sample.

Hypothesis 2 defines whether El has an impact on TP. The results of the statistical analyses
illustrate that there is a significantly strong influence of El on TP ($=0.372; t=3.509; p < 0.001).
Therefore, Hypothesis 2 is accepted.

Hypothesis 3. Emotional Intelligence has a significantly strong influence on surveyed expats’

Contextual Performance in the examined sample.

Hypothesis 3 defines whether EIl has an impact on CP. The results of the statistical analyses
illustrate that EIl influences TP ($=0.372; t=2.990; p = 0.003). However, the author sets the

threshold of p < 0.001 for significantly strong influence. Therefore, Hypothesis 3 is rejected.

Hypothesis 4. Cross-Cultural Adjustment has a significantly strong influence on surveyed

expats’ Task Performance in the examined sample.

Hypothesis 4 defines whether CCA has an impact on TP. The results of the statistical analyses
illustrate that CCA influences TP ($=0.162; t=2.940; p = 0.003). However, the author sets the

threshold of p < 0.001 for significantly strong influence. Therefore, Hypothesis 4 is rejected.

Hypothesis 5. Cross-Cultural Adjustment has a significantly strong influence on surveyed

expats’ Contextual Performance in the examined sample.

Hypothesis 5 defines whether CCA has an impact on CP. The results of the statistical analyses
illustrate that there is a significantly strong influence of CCA on CP ($=0.209; t=3.617; p < 0.001).
Therefore, Hypothesis 5 is accepted.
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4.3 DISCUSSION

As mentioned in the literature review, expatriates face several difficulties once they arrive in a
foreign country. Adapting to new environment, new culture, and new job roles and interacting with
local individuals may cause psychological stress. As a result, it negatively impacts their
performance (Bhaskaran & Jubi, 2014; Koveshnikov et al., 2014). Researchers believes (N.
Gullekson & Dumaisnil, 2016b; Lauring & Selmer, 2018; Zakaria, 2019) that controlling emotions
help to critically comprehend the situation, misunderstandings, or disagreements that have arisen
to better understand the difference of others and forecast the implications of their actions on others.
This abilities are influencing adjustment (Engelberg & Sjoberg, 2004; Kumar, N., Rose, 2008) as
well as job performance (Koveshnikov et al., 2014; Ling, 2019; Lopes et al., 2004). Moreover,
cross-cultural adjustment (Sri Ramalu et al., 2011) and Emotional intelligence has been identified
as a significant determinant of job performance among various factors that influence expatriates'
job performance (Awais Bhatti et al., 2014; Lauring & Selmer, 2018; Law et al., 2008a; Sri Ramalu
etal., 2011).

Figure 12. Relationships between variables
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Note: SEA - Self Emotional Appraisal; OEA - Others’ Emotional Appraisal; UOE - Use of Emotion;
ROE - Regulation of Emotion; GA - General Adjustment; SA - Social Adjustment; WA - Work Adjustment; TP -
Task Performance; CP - Contextual Performance.
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The present empirical study was designed to investigate the relationships between Emotional
Intelligence, Cross-cultural Adjustment, and Performance-related variables (i.e., Task and
Contextual Performance) and determine how Cross-cultural Adjustment, and Performance-related
variables of self-initiated expatriates from Post-Soviet Countries (Kyrgyzstan and Kazakhstan) are
influenced by Emotional Intelligence. For this purpose, researcher employed PLS-SEM to identify

the impact of independent variables on dependent variables.

Findings of current empirical research indicated that El has a strong impact on CCA and Task
Performance, but less influence on Contextual Performance. As to CCA, it has s strong influence
on Contextual performance, than on task performance. The following is the discussion of each

proposed hypothesis-

Hypothesis 1. Emotional Intelligence has a significantly strong influence on surveyed expats’

Cross-Cultural Adjustment in the examined sample.

Results of current research demonstrated that Emotional Intelligence has a significantly strong
influence on surveyed self-initiated expats’ Cross-Cultural Adjustment in the examined sample.
Thus high EI may help self-initiated expatriates adapt better in new environment, location. Our
finding broadly support the work of previous studies (Koveshnikov et al., 2014; Wechtler et al.,
2015) in this area, which found that Emotional intelligence directly influences cross-cultural
adjustment (Kai Liao et al., 2021), and confirms the argument that EI is significant predictor of
CCA (Dinglasa, 2020; Gabel et al., 2005). As it is well known that adjustment is the level of
psychological well-being of a person in new environment. Therefore, any adaptation to a new
environment that are culturally less familiar might result in stress. Hence, it can be interpreted as
from a cross-cultural perspective, El is expected to help expatriates decrease psychological stress
caused by locating in new cultural environment, appropriately express their emotions, and avoid
misunderstandings and implied conflicts. Moreover, considering cultural differences between host
and home countries, misinterpreting locals’ behavior or by locals can cause miscommunication,
so El assists in effectively expressing and controlling emotions, which helps to minimize
misunderstandings and disputes. Thus, Emotional intelligence has been recognized as a crucial
predictor of CCA among the several factors that influence expatriates’ CCA. Another study
conducted by (Koveshnikov et al., 2014) also found that Emptional intelligence is the most critical
antecedent of CCA.
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Hypothesis 2. Emotional Intelligence has a significantly strong influence on surveyed expats’ Task

Performance in the examined sample.

The most crucial finding to emerge from this analysis is that Emotional Intelligence has a
significantly strong influence on surveyed expats’ Task Performance. As task performance
includes core technical behaviors and activities related to the job (Griffin et al., 2000), it is
encouraging to compare this findings with findings obtained in other studies (Agqgad et al., 2019;
Bozionelos & Singh, 2017; Carmeli, 2003), which explored that El has relationship with task
performance. Moreover, our results corroborate the idea of previous research (Schutte,
Schuettpelz, et al., 2001), which suggests that people with high emotional intelligence can
approach tasks with more enthusiasm, which leads to increased self-efficacy and motivation.
Furthermore people with higher emotional intelligence may have a more favorable attitude, which
may create the best conditions for productivity. Moreover, El has been linked to job performance
as a whole in a large amount of empirical research (Ashkanasy, 2004; Joseph et al., 2015a; Lyons
& Schneider, 2005; Saeid et al., 2010; J. S. K. Singh & Mahmood, 2017). Emotions and EI are
thought to be foundational characteristics for job performance by several other studies (Bahramian,
Somayyeh and Siadat, Seyyed Ali and Sharifi, 2015). So this study concludes that emotional

intelligence act as a predictor of task performance.

Hypothesis 3. Emotional Intelligence has a significantly strong influence on surveyed expats’

Contextual Performance in the examined sample.

As far as the relationship between emotional intelligence and contextual performance is concerned,
previous research indicated that El is a predictor of job performance and has relationship between
El and contextual performance (Aykan, 2014; Carmeli, 2003; Cichy et al., 2009; Saeid et al., 2010;
J. S. K. Singh & Mahmood, 2017). Although, current study could not find strong influence of
Emotional Intelligence on surveyed expats’ Contextual Performance because in current research
conservative significance approach were applied and it might be considered that our results are in
line with previous studies. As, previous studies attempted to find significant relationship between
two variables, whereas this study focused on strong significant relationship. However, findings of
current research might be explained by the fact that contextual activities go beyond formal role
requirements and are based on the decision of a person to participate or not to participate in

contextual activities (Borman & Motowidlo, 1997), and that person's decision depends on
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individual differences. Moreover, as the task becomes more complex, the individual can direct his

resources to the task performance, thereby participating less in contextual activities

Hypothesis 4. Cross-Cultural Adjustment has a significantly strong influence on surveyed expats’

Task Performance in the examined sample.

The results of current empirical study did not reveal any significant strong influence of Cross-
Cultural Adjustment on surveyed expats’ Task Performance in the examined sample. Hence,

hypothesis H4 is not supported.

Although, current study could not find strong influence of Cross-Cultural Adjustment on surveyed
expats’ Task Performance because in current research conservative significance approach were
applied and it might be considered that our results are in line with previous studies. As, previous
studies attempted to find significant relationship between two variables, whereas current study
focused on strong significant relationship. Therefore, it can be said that the results of this study are
in line with previous studies (Jyoti et al., 2015b; KRAIMER et al., 2001; Zakariya et al., 2019)
found a positive relationship between adjustment and job performance. Furthermore, despite the
lack of a strong relationship between two variables, the results of gender based differences on
cross-cultural adjustment of this study revealed that there is significant influence of gender on
cross-cultural adjustment and as the mean comparison tests showed that female show more
inclination towards cross-cultural adjustment. Considering that the current study was female
dominated (51.8 percent of respondents are female) hence, it can be concluded that there could be

gender based impact on the relationship between cross-cultural adjustment and task performance.

Hypothesis 5. Cross-Cultural Adjustment has a significantly strong influence on surveyed expats’

Contextual Performance in the examined sample.

Another important finding was that Cross-Cultural Adjustment has a significantly strong influence
on surveyed expats’ Contextual Performance in the examined sample. A comparison of the
findings with those of other study (KRAIMER et al., 2001; Zakariya et al., 2019) confirms the
relationship between adjustment and expatriate contextual performance. This significantly strong
relationships may be explained by the fact that, as former post-Soviet countries, Kyrgyzstan and
Kazakhstan inherited collectivism. Collectivist societies are characterized by a strong sense of

belonging to a group. They may rely on members of their group in times of need and, in turn,
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support those people allocated to their group. Hence, cross-cultural adjustments can lead to

increased contextual performance of the expats.

Moreover, similar to the results of this study, some researchers (C6té, 2014; S. K. Singh et al.,
2021; Trubisky et al., 1991) suggested that people in collectivistic cultures value social interaction,
and in conflict management harmony-inducing approach is preferable (Kaushal & Kwantes, 2006).
Another possible explanation that flows from the first is the role of the host country's workforce
for instance host countries facilitate social engagements and lead to smooth adjustments for the
expats. Similar to this notion, it has been suggested that the host country’s workforce supports
expatriates in their socialization (Paik et al., 2007) and plays important role in expatriates’

adjustment. In summary, three hypotheses were accepted and two rejected (see Figure 12).

Figure 13. Accepted/refected hypotheses
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5 CONCLUSION AND RECOMMENDATIONS

5.1 CONCLUSION REGARDING PRESENT STUDY

The influence of SIEs on the global workforce is substantial, nearly half to three-quarters of the
global expatriate population are self-initiated. As literature review shows the main motives for the
departure of SIE’s are: career motives, host country reputation, poor labor market, economic and
politic situation at home country, attractive job opportunities and conditions in host country, desire
to gain international professional experience, host country reputation, and travel opportunities.
Besides knowledge, skills, and useful experience SIEs may have an excellent awareness of local
and worldwide markets, languages, and cultures that may help companies raise their effectiveness.
For this reason, SIEs are considered important human capital for the countries to which they
migrate as well as the organizations to which they belong. However, expatriates, may find it
difficult to live in nations that are physically and socially diverse from their home countries,
particularly when there are significant socio-cultural disparities between the host and home
countries. SIEs encounter obstacles while interacting with the new environment, locals, and
working circumstances, despite the fact that they migrate on their own, study the place before
leaving, and obtain employment in preparation. Consequently, expatriates may experience
setbacks and underperformance while living and working abroad due to adjusting issues to a new
environment. Furthermore, a new job environment or building relationships in a work environment
may cause stress, which in turn affects performance negatively. Considering that contextual and
task performance are main elements of job performance it is important to investigate predictors of
mentioned job performance. Understanding factors influencing job performance and cross-cultural
adjustment of self-initiated expatriates is valuable for MNCs and HR professionals since it helps
to predict effectiveness of expatriates and improve intercultural training, development and talent

management programs; develop relevant policies and make recruiting and training choices.

As it mentioned on literature review emotional intelligence is predictor of cross-cultural
adjustment. Moreover emotional intelligence and cross-cultural adjustment are predictors of job
performance. In order to investigate relationship between emotional intelligence, cross-cultural
adjustment and job performance of self-initiated expatriate’s empirical research were conducted
among 314 self-initiated expatriates from Post-Soviet countries. Considering that it is very hard to
approach this special group of respondents a self-reported questionnaire was spread by social

media.
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81% of all respondents represents Kyrgyzstan; Kazakhstan is the homeland of more than 9% of
respondents. More than 60% of the surveyed self-initiated expatriates stay in the EU countries.
The respondents from the UK and the USA have a higher weight in comparison with Non-EU
countries. Less than half of respondents (36.62%) stayed abroad from one to 3 years, 33.12 % of
respondents stayed more than 5 years, 28.03 % of respondents stayed between 3 -5 years, and
minor part of respondents stayed abroad less than 1 year. Respondents come from a variety of
professional backgrounds Social Sciences, natural science and health science. Except 5.83% of
respondents have international work experience. 97. 77% of respondents stayed abroad more than
1 year and 77.39% of respondents have more than one year international work experience. Partial
Least Square based Structural Equation Modeling (PLS-SEM) was used to test relationship
between emotional intelligence, cross-cultural adjustment and job performance (task and

contextual performance).

Current empirical research one of the first to consider relationship between emotional intelligence,
cross-cultural Adjustmen and two important Performance-related variables: Task and Contextual
Performance of Self-Initiated Expatriates from Post-Soviet Countries (Kyrgyzstan and
Kazakhstan). The findings of our investigation complement those of earlier studies (Agqgad et al.,
2019; Bozionelos & Singh, 2017; Kai Liao et al., 2021; Nunes et al., 2017a; J. S. K. Singh &
Mahmood, 2017). The results of recent empirical investigation revealed that emotional intelligence
has a strong influence on cross-cultural adjustment and Task Performance, but less influence on
Contextual Performance. As to cross-cultural adjustment, it has a strong impact on Contextual

performance, than on task performance.

Table 38. Summary of the results.

Hypotheses Status

Hypothesis 1. Emotional Intelligence has a significantly strong influence on surveyed

, . . . Accepted
expats’ Cross-Cultural Adjustment in the examined sample.
Hypothesis 2. Emotional Intelligence has a significantly strong influence on surveyed

, . . Accepted
expats’ Task Performance in the examined sample.
Hypothesis 3. Emotional Intelligence has a significantly strong influence on surveyed Reiected
expats’ Contextual Performance in the examined sample. )
Hypothesis 4. Cross-Cultural Adjustment has a significantly strong influence on Reiected
surveyed expats’ Task Performance in the examined sample. )
Hypothesis 5. Cross-Cultural Adjustment has a significantly strong influence on Accented
surveyed expats’ Contextual Performance in the examined sample. P

Source: Author’s own research
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5.2 THEORETICAL AND PRACTICAL IMPLICATIONS

The findings of the current study showed that Emotional intelligence has a strong influence on
cross-cultural adjustment, which enhances knowledge and provides a deeper insight into the
importance of Emotional intelligence in cross cultural adjustment, task and contextual
performance of self-initiated expatriates by providing a piece of convincing empirical evidence
for the influence of El on CCA, and influence of EI and CCA on task and contextual performance.
The insights gained from this study will contribute to the body of knowledge in the field of
expatriate research, particularly in the areas of international human resource management and

cross-cultural management.

The practical significance of the findings will be beneficial to human resource professionals,
multinational companies and the expatriating firms in highlighting the crucial aspects of SIEs job
performance: task and contextual performance, especially in the area of expatriate recruitment,
selection, placement, intercultural training and development. Therefore, besides the contribution
to theoretical development, the useful findings produced can be consumed in developing relevant
policies and making recruitment and training options better. Furthermore, the research results

suggest that SIEs should consider the importance of EI and CCA for their job performance.

Furthermore, to the best of our knowledge similar studies have not been undertaken in Post-Soviet
self-initiated expatriates (specifically Kyrgyzstan and Kazakhstan). The findings of the present
study can be used to predict and understand self-initiated expatriates effectiveness who origins
from Post-Soviet countries (specifically Kyrgyzstan and Kazakhstan).

Finally, these empirical results also contribute to the body of knowledge in the area of contextual
and task performance, cross-cultural management studies self-initiated expatriates from Post-
Soviet countries. Moreover, the contributions of this research may not be limited only to self-
initiated expatriates in a Post-Soviet context, but might be applicable to all self-initiated expatriates

locating and working outside their home country.
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5.3 LIMITATIONS AND RECOMMENDATIONS

Despite the interesting findings, this paper does suffer from limitations. Self-reported
questionnaire was used in this study. In order to be confident about the self-initiative characteristic
of the surveyed expatriates, the author asked respondents screening questions such as: nationality,
length of stay abroad, that were obligatory to answer prior to shifting to the next question. Some

respondents refused to answer them due to personal reasons.

Restrictions on COVID had an impact on data collection, making face-to-face interviews

impossible to obtain better responses.

For future studies, the sample size of participants should be expanded in order to reflect a larger
population of self-initiated expatriates. In addition, more in-depth research on variables that
influence cross-cultural adjustment and performance of self-initiated expatriates can be carried out
using qualitative methods.

5.4 NEW SCIENTIFIC RESULTS

The main objective of his work to investigate the relationship between emotional Intelligence,
Cross-cultural adjustment, and job performance. Based on current research findings author
introduce following scientific novelty:

1. This study is among the first, that found relationship between EI, CCA and Job performance
of SIEs from Post-Soviet countries, particularly Kyrgyzstan and Kazakhstan. Same nationality,
same cultural background of respondents decreases possible differences in cultural groups.

2. From the geographical point of view as shown by an extensive literature review of the home
country of studied SIEs were mostly developed countries such as the USA, Canada, as well
as European and South Asian countries, this study is one of the first to study SIEs from the
Post-Soviet countries (Central Asian countries).

3. From host country point of view, less studies focused on Central and Eastern European
countries, current research fills this gap and participants located in CEE countries.

4. One of the strengths of this study is the use of a conservative method, which made it possible
to identify a strong relationship between the considered indicators.

5. Current research focused on two important dimensions of job performance; task and contextual

performance.
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6. Results of current research demonstrated that Emotional Intelligence has a significantly strong
influence on surveyed self-initiated expats’ Cross-Cultural Adjustment in the examined
sample. Thus high EI may help self-initiated expatriates adapt better in new cultural
environment and location.

7. The most important finding from the current study is that emotional intelligence has a
significant impact on the task performance of surveyed expats, showing that people with high
emotional intelligence can approach tasks with more enthusiasm, resulting in increased self-
efficacy and motivation. As a result, increases task performance.

8. Another important finding was that Cross-Cultural Adjustment has a significantly strong
influence on surveyed expats’ Contextual Performance in the examined sample. Hence, cross-

cultural adjustments can lead to increased contextual performance of the expats.

90



6 SUMMARY

Globalization is made up of a variety of dynamic factors, including flows of capital, people,
information, technology, and trade. Economic, demographic, political, and technological changes
have affected global mobility. As a result, there has been an increase in the demand for a highly
skilled workforce, which plays an important role in an organization's ability to compete and
succeed, as well as worldwide migration, global career growth, the emergence of transnational
forms of human capital, and the staffing of expatriates. For example, employment of self-initiated
expatriates in MNCs has significantly increased (Furusawa & Brewster, 2018). Self-initiated
expatriates as potential valuable human resources for both their home and host countries play an
important role in the labor market. The movement of people across national borders has become
frequent (J.-L. Cerdin & Selmer, 2014; Habti & Elo, 2019; Nolan & Morley, 2014). According to
the United Nations’ World Migration Report 2022, there were around 281 million international
migrants in the world in 2020 (United Nations, 2021).

Self-initiated expatriates are individuals “who choose to go abroad on their own to find work there,
or after having found a job prior to departure, without having been sent by an organization from
their home country” Cerdin, (2012, p. 59). SIEs has a significant impact on the worldwide
workforce (Alpaslan Danisman, 2017). Last two decades, SIEs have become highly demanded by
organizations looking to fill experienced international manager shortages. Self-initiated
expatriates account for nearly half to three-quarters of the global expatriate population (Suutari et
al., 2018). As a holders of network capital (Jokinen et al., 2008), technical skills and abilities SIEs
and can be valuable human resources for the countries to which they relocate as well as the
organizations to which they employed (Thorn & Inkson, 2012). Moreover their ability to be both
locally responsive and function worldwide can help organizations enhance their effectiveness and
efficiency (Tharenou, 2013).

Expatriates relocate to obtain employment and income that are more relevant to their formal
education and training (Iredale, 2001); in seeking of professional development possibilities,
primarily due to a shortage of such options in their home nations (J. L. Cerdin, 2012). However,
living in a country that is distinct from home country regionally, socially, and culturally can be
tough for expatriates, particularly when there are notable differences between the host and home
countries from a socio-cultural perspective (Konanahalli & Oyedele, 2016a). As a result, some

expatriates endure failure and unsatisfying work when working and living overseas, which is
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mainly due to challenges in adapting to a different cultural context (A. Harzing & Christensen,
2004). Thus, they may not work to their full ability, resulting in lower levels of job performance (
Maharjan et al., 2021). It was found that higher emotional intelligence contributes to better cultural
adaptation, thus well-adjusted SIEs are less stressed, more engaged, excited about their work,
wholly immersed in it; they believe they are attuned to the culture of the host nation, both at work
and in other areas; and they tend to perform better, leading to higher performance (Gabel-Shemueli
& Dolan, 2011; Jyoti & Kour, 2017). Therefore, current empirical research were mainly aimed to
determine the relationship between Emotional Intelligence, Cross-cultural Adjustment, and
Performance-related variables (i.e., Task and Contextual Performance) and determine how Cross-
cultural Adjustment, and Performance-related variables of self-initiated expatriates from Post-
Soviet Countries (Kyrgyzstan and Kazakhstan) are influenced by Emotional Intelligence.

Given how difficult it is to approach a target group, a questionnaire was spread by social media
(Facebook, Telegram, What’s app groups, created by and for expatriates located in Europe, USA,
Canada). Of the initial cohort of 314 respondents, 163 were female and 151 male. The high

proportion respondents is younger than 35. Almost half of respondents hold a master's degree.

81% of all respondents represents Kyrgyzstan; Kazakhstan is the homeland of more than 9% of
respondents. More than 60% of the surveyed self-initiated expatriates stay in the EU countries.
The respondents from the UK and the USA have a higher weight in comparison with Non-EU
countries. Less than half of respondents (36.62%) stayed abroad from one to 3 years, 33.12 % of
respondents stayed more than 5 years, 28.03 % of respondents stayed between 3 -5 years, and
minor part of respondents stayed abroad less than 1 year. Respondents come from a variety of
professional backgrounds Social Sciences, natural science and health science. Except 5.83% of
respondents have international work experience. 97. 77% of respondents stayed abroad more than
1 year and 77.39% of respondents have more than one year international work experience. Partial
Least Square based Structural Equation Modeling (PLS-SEM) was used to test relationship
between emotional intelligence, cross-cultural adjustment and job performance (task and

contextual performance).

Findings of current empirical research indicated that El has strong influence on CCA and Task
Performance, but less influence on Contextual Performance. As to CCA, it has strong indluence

on Contextual performance, however less influence on task performance.
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APENDIX Il1. QUESTIONNARE

IMPACT OF EMOTIONAL INTELLIGENCE ON A JOB PERFORMANCE OF EXPATRIATES

The following questionnaire is designed for academic purposes. The study aims to
understand the Impact of Emotional Intelligence on a Job Performance of Expatriates:
Cross-Cultural Adjustment.

Your collaboration will help us in finding responses to the main problem. The survey is very
brief and will only take about 5 minutes to complete. Your participation in the survey is
completely voluntary and all of your responses will be kept confidential. Thank you in

advance!

1. Gender*
OTMEeTLTE TONILKO OAMH 0BaN.

Male

Female

2. Nationality *

3. Country of origin *

4. Host country *
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Age”

OTMmeTsTe TONLKO OMH 0BaN.

"~ 1820
(225
(2630
(13136

) more than 36

Marital status *

OTMeTbTe TONBKO OfJHH OBaN.

() single

() Ina relationship

bE

' R -

[ Married
# et B

i Divorced

'

() Widowed

Education lavel *

OTMeTETE TONBKO OAMH OBaN.

() Bachelor's degree
() Master degree
{ ) Doctoral

i

() Professional qualification

T,

f_? Opyroe:
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8. Field of professional qualification *
OTMeTLTE TONLKO OOMH OBAN.

() Human Resources

{ ) Marketing

R
ey
£ M

() Management

() Finance
() Other (Please indicate below)

() Npyroe:

9. Length of employment *

OTMeTETe TONLKO OOHH OBAN.

() Lessthan 1 year

143

_I -5

e

{ ) More than 5 years

e

() Npyroe:

10. International work experience *

OTMeTLTe TONBKO OMH OBaN.

{01 year
TT_} 2-3 year
() 4-5year

) More than 5 years

i

k_} Mo international work experience
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11. Length of stay abroad (year) *
OTMeTsTE TONLKO OQMH 08aN.

() Lessthan 1 year
C a

()35

C) More than S years
() Rpyroe:

12.  Have you acquired your current job independently? *

OTMmeTaTE TONLKO OQMH 083N.

() Yes
(__JINe

() Other (Please indicate below)

() Rpyroe:

13. Position type *

OTmeTsTe TONLKO OQHH 0BaN.

( ) Fuli-time
() Pan-ime
() Seasonal

() Short term

Emotional intefligence
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14. Pleass, indicate to what degree you agree or disgree with the following statements. ~
OTMETETE TOlbKO QMK DEAR B KAMAOM QTTY.

Strangly Somewhat Samewhat Strangly

disagres Disagree disagree Mewtral agres g agrae

| have & good

sense of wihy |

hevecertain () () o O O QO

feelings maosi
of the time

| have a good
understanding

o O O O O O O O

ermaliang

I resally

understand () ) o O O O

wihat | feel

| always know

whetheraenat () (] o O O O O

| am hapgy

| always know
my friemnds’

bazed an their
ehiasior

| am & good

ohserver of

Bmaliansg

| am Sensilive

e O O O O O O O

of oithers

| have a good
understanding
of the

emations of - - - - (- - -

people around
e

lalwaysset ) (D o o O O O

poals for
myzall and

116



then try my
st 10
achiaya tham

| always el
mysell | am a
camgetant
persan

| am a self-
malivatad
pErSan

| wioald
always
BAEOLUESGE
my=2ll 1o iry
=1

| am able s
eantral friy
ternger and
handie
diffieuities
rationally

| am guite
capable of
eantralling ry
oW ernolions

| can always

calm dawn
uiekly when |
B very angry

| have a good
cantral af my

o ermolions

Cross=-Cultural
Adjustrment

Please, Indicate how adjusted or unadjusted you feel in the following areas.
Please, select ore answer Tor each iem.
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15 Living conditions in general *

16.

17.

OTMEeTETE TOMLKD QQHH OEE/M.

() Very unadjusted

() Mostly unadjusted

() Samewhat unadjusted

() Meither unadjusted, nor adjusted
() Somewhat adjusted

() Mostly adjusted

() Completely adusted

Housing conditions *

OraeTsTe TOMLED QoA OE8an.

() wery unadjusted

() Mostly unadjusted

() Sormewhat unadjusted

I Neither unadjusted, nor adjusted
() Samewhat adjusted

() Mostly adjusted

() Completely adusted

Faod *

OTMEeTETE TOMLKD QQHH OEE/M.

() wery unadjusted

() Mostly unadjusted

() Somewhat unadjusted

() Meither unadjusted, nor adjusted
) Somewhat adjusted

) Mostly adjusted

() completely adusted
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19.

20.

Shaopping *

OTMETETE TOMLED QO DS

() Wery unadjusted
) Moatly unadjuested

() Srrmswhat isnsadjstecd

) Meither unadjissted, nor adjusted
() Sormewhat adjusted

() Mastly sdjusted

() Completely adusted

Cost of living *

OTMETLETE TOMLED QEHH OSE.

() Very unadjusted

() Mostly unadjusied

() Barmewhat unadjusted

() Meither unadjusted, nor adjustad
) Barmewhat edjuated

() Mostly sdjusted

() Completely adusted

Entertainment/recreation facilities and apportunities

OTMETETE TOMLKD DUHH DS/

) Very uinadjusted

[ ) Madtly Uikadjissted

() Sarmewhat unadjusted

() Neither unadjusted, nor adjusted
[ ) Sormewhat adjusted

) Mostly adjusted

() completely adusted
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21. Healthcare facilities =

OTMETETE TOMLKD QEHH DSEN.

() Very unadjusted

() Mostly unadjusied

() Samewhat unadjusted

() Meither unadjusted, nor adjusted
() Sarnewhat adjusted

() Moty adjusted

() Completely adusted

22 Socializing with host nationals *

OTMETLTE TOMLED GOHH DSEM.

() Wery unadjusted

() Moty unadjusted

() Sarnewhat unadjusted

[ ) Meither unadjusted, nor adjusted
() Samewhat adjusted

() Moty adjusted

() Completely adusted

23, Interacting with host nationals on a day-to-day basis *

OTMETETE TOMBKD QOHH DSEN.

() Wery unadjusted

() Mastly unadjusted

() Sormewhat unadpusted

() Meither unadjusted, nor adjusted
() Somewhat adjusted

) Moty adjusted

() Completely adusted
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24,

25

26

Interacting with host nationals cutside of work *

OTMETLTE TOMLED OEHH DBan.

() Wery unadjusted

() Maos=tly unadjusted

() Sarmewhat unadjusted

() Meither unadjusted, nor adjusted
() Samewhat adjusted

() Mostly adjusted

() Completely adusted

Speaking with host nationals *

OTMeTETE TOMLKD S HH Ogan.

() Wery unadjusted

() Mostly unadjusted

() Samewhat unadpusted

[ ) Meither unadjusted, nor adjusied
() Samewhat adjusted

) Mastly adjusted

() Completely adusted

Specific job responsibilities

OTMETLTE TOMLED QA D85

() very unadjusted

() Mastly unadjusted

() Somewhat unadjusted

() Meither unadjusted, nor adjusted
() Sormewhat adjusted

) Mastly adjusted

() Completely adjusted
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27, Performance standards and expectations *

OTmeTsTe TOMLKD GIHH 084N,

() Very unadjusted

() Mostly unadjusted

() Samewhat unadpusted

("I Neither unadjusted, nor adjusted
() Somewhat adjusted

() Mostly adjpusted

() Completely adysted

28.  Supervisory responsibilities *

OrmeTeTe TOMLED QIHH 0880,

(") Wery unadjusted
() Mostly unadjusted

() Samewhat unadpusted

() Neither unadjusted, nor adjusied
() Somewhat adjusted

() Mostly adpusted

(") Completely adpusted

Job Performance
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29,

Please, indicate to what degree you are agree or diagree with the following areas. *

OTraThTeE FOAbR D Qe OEam B kS0 0k =T

Strongly ; Somewihal
disagres Disagree disagres

Mewutral

Agres

Etrangly
agree

My cverall
performance
during my

A S0 FTIEL
iz gaod

- o O O O

| have a
poad
achievemeant
with regard
e mry wark
poals

(-

| hawve the
capahility
MEressary 1o
effectively
carmplete iy
Tashks

| hawe &
gaad quality
ol
performance

| have a
goad ability
with regard
e getling
alarg with
elhers

| Fraimtadin
goad
relaticn shigs
with my
local ca-
Workers

| Fraimtadin
relation shigs
in and
socialize
with the
leeals in ey

social

arviranrent

30.  Thank you for your time!
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APENDIX I1l. SECOND STAGE PLS ALGORITHM

Outer Loadings

Indicators

Contextual
Perform

Cross-Cultural
Adjustment

Emotional
Intelligence

Task Perform

CP1

0.934

CP2

0.958

CP3

0.921

GA

0.866

OEA

0.815

ROE

0.825

SA

0.769

SEA

0.788

TP1

0.924

TP2

0.925

TP3

0.942

TP4

0.950

UOE

0.811

WA

0.836

Outer Weights

Indicators

Contextual
Perform

Cross-Cultural
Adjustment

Emotional
Intelligence

Task Perform

CP1

0.336

CP2

0.362

CP3

0.369

GA

0.525

OEA

0.328

ROE

0.304

SA

0.265

SEA

0.312

TP1

0.240

TP2

0.257

TP3

0.276

TP4

0.296

UOE

0.291

WA

0.408
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LV Desciptives

. . . Standard Excess Number. of
Indicators Mean | Median Min Max Deviation | Kurtosis Skewness Obss’;/ea(;uons
ggr’}ger’;t]‘;ﬁ'ce 0.000 | 0.107 |-4918 | 1.112 | 1.000 |10.208 |-2.736 | 314.000
'i[j‘}zss't%%wa' 0.000 |0.103 |-3.903 |[2.044 |1.000 |0.575 |-0.588 | 314.000
FnTe‘iltl'ngLe 0.000 |0.196 |-5335 1914 [1.000 |6.921 |-1.892 |314.000
g:ff'; mance 0.000 |0.109 |-5.004 |1.132 [1.000 |11.085 |-2.960 | 314.000
Outer Model Residual Descriptives
Indicator | Mean | Median Min Max Star]da_rd Excess . Skewness gzgg\igtiogz
Deviation | Kurtosis Used
CP1 0.000 | 0.000 | -1.407 | 2474 | 0358 10.975 1652 | 314.000
CP2 0.000 -0.083 -1.158 1.523 0.288 7.351 1.405 314.000
CP3 0.000 0.081 -2.922 1.613 0.390 19.532 -3.212 314.000
GA 0.000 -0.026 -2.158 1.342 0.500 1.599 -0.257 314.000
OEA 0.000 0.064 -2.202 2.299 0.579 2.323 -0.179 314.000
ROE 0.000 0.099 -2.199 2.358 0.566 2.643 -0.698 314.000
SA 0.000 0.049 -2.700 2.033 0.640 2.741 -0.815 314.000
SEA 0.000 0.045 -3.380 2.359 0.615 4,201 -0.475 314.000
TP1 0.000 0.119 -2.180 1.785 0.383 4913 -0.403 314.000
TP2 0.000 0.096 -4.004 0.821 0.381 38.429 -4.057 314.000
TP3 0.000 -0.112 -1.073 1.315 0.335 2.649 0.770 314.000
TP4 0.000 -0.075 -0.984 1.510 0.313 2.685 0.299 314.000
UOE 0000 | 0002 | -2.927 | 2735 | 0585 4978 0474 | 314.000
WA 0000 | 0052 | -1.876 | 1793 | 0549 1419 0303 | 314.000
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