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Abstract 

 The purpose of this paper is for multinational corporations to understand the predictors 

of expatriate’s entrepreneurship in cross-cultural contexts. Hence, this research investigates 

the relationships among expatriate’s personality, cultural intelligence (CQ), expatriate 

adjustment, and international entrepreneurship, and cultural distance as a moderator. The 

results are outlined as follows.  

1. Expatriate-oriented personality has positive influences on expatriate’s CQ and 

international entrepreneurship.  

2. CQ has positive influences on expatriate adjustment and international 

entrepreneurship.  

3. Expatriate-oriented personality has positive influences on expatriate adjustment and 

international entrepreneurship through the mediating effect of CQ.  

───────────────────────────────────── 

※ This paper was summarized from the original research completed by Jaw, Wang, and Yu   

(2009). 

Introduction 

To survive and compete successfully in a global economy, organizations have found it 

essential to send their workers abroad on international assignments to formulate and 

implement global strategies and to coordinate resources in multiple countries (Earley & Ang, 

2003). However, if the expatriates are unable to adjust to the novel cultural context, the result 

of such inability to understand and adapt to local culture is a significant cost to organizations 

(Earley & Ang, 2003; Selmer, 2001). Notwithstanding, research on individual’s capabilities 

for intercultural effectiveness is scarce and unsystematic (Ang et al., 2007).  
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Responding to this need, Earley and Ang (2003) have developed a conceptual model of 

cultural intelligence (CQ) – defined as “the capability of an individual to function effectively 

in situations characterized by cultural diversity”. CQ is a specific, statelike, and individual 

capability that should be associated to other antecedents of intercultural competence, and CQ 

should predict relative outcomes in multicultural situations (Ang & Van Dyne, 2008). 

However, primarily due to the newness of CQ construct, empirical research on CQ has been 

sparse and limited in this domain (Ang et al., 2007). Fortunately, the field of international 

entrepreneurship, which is associated this issue, is rich with possibility and opportunity, and 

the full extent of its scope is still undefined (Mcdougall & Oviatt, 2003). 

This research aims to understand why some expatriates in management level can better 

achieve their international assignments of managing overall subsidiary operations than others. 

We will testify the relationships between expatriate’s international entrepreneurship and 

personality, CQ and expatriate adjustment. Thus, we may contribute to offer and testify the 

new framework which link personality, CQ, adjustment and entrepreneurship in culturally 

diverse settings.  

Literature Review 

Big-Five Personality  

Most researchers have tested the effects of the Big-Five personality characteristics, 

which strongly and stably anticipate work behavior across time, contexts and cultures, on 

various expatriate outcomes (Ang, Van Dyne, & Koh, 2006; Shaffer & Miller, 2008).. 

Primarily based on Revised NEO Personality Inventory (NEO-PI-R) proposed by Costa and 

McCrae (1995) and added the perspectives of expatriation and entrepreneurship literatures 

(Ang et al., 2006; Huang et al., 2005; Zhao & Seibert, 2006), the definitions of five 

personality dimensions are as follows.  

Neuroticism/ Emotional Stability 

Neuroticism is associated with negative motional stability, representing characteristics of 

anxiety, nervousness, angry hostility, depression, moodiness, vulnerability, and temperamental 

nature. On the other hand, emotional stability is associated with calm and even-temper, and 

people high in emotional stability (i.e., low on neuroticism) tend to be calm, self-confident, 

and relaxed.   

Extraversion 

Extraversion is the degree to which a person is sociable, active, outgoing, talkative, 

gregarious, and assertive, and individuals who score high on extraversion are sociable, bold, 

energetic, cheerful and expressive.  

Openness to Experience 



Openness to experience is the extent to which a person is open-minded, aesthetically 

sensitive, imaginative, adventurous, intellectually curious, and non-judgmental, and people 

who score high on openness to experience are creative, original, broad-minded, reflective, and 

untraditional.  

Agreeableness 

Agreeable is the tendency of a person to be trustful, cooperative, straightforward, 

courteous, altruistic, caring, and compliant. Individuals high on agreeableness can be 

described as friendly, helpful, good-nature, cooperative, and they tend to adhere to the norms 

of other people to seek other’s acceptance and friendships.  

Conscientiousness 

Conscientiousness is the degree to which a person is responsible, dependable, 

achievement-oriented, self-disciplined, efficient, deliberate, and industrious. People high on 

conscientiousness are characterized as reliable, persistent, and hardworking, and they conduct 

tasks in an orderly and well-planned manner and pursue goal accomplishment.   

 Based on Big-Five personality traits, for instance, the results of Ones and Viswesvaran’s 

research (1999) demonstrated that conscientiousness was recognized to be the most important 

personality factor for completion of overseas assignment, adjustment, interpersonal relations 

with host-country nationals, and overseas job performance. Emotional stability and 

agreeableness played the second important roles in adjustment, interpersonal relations with 

the locals, and job performance. In terms of completion of overseas assignment, openness to 

experience was perceived to be the second significant factor. Additionally, in Caligiuri's (2000) 

research, it was suggested that extroversion, agreeableness, and emotional stability were 

negatively related to expatriate’s withdrawal cognition, and that conscientiousness was 

positively associated to the supervisor-rated performance on the expatriate assignment. 

Likewise, the results of Shaffer, Harrison, Gregersen, Black and Ferzandi (2006) study also 

indicated that expatriates who were outgoing, agreeable, and high in emotional stability and 

openness to experience appeared to function better than others. 

In spite of the previous studies concerning personality and expatriate success, it is 

suggested that much work remains to be done to better clarify and identify specific 

personality traits as antecedents of expatriate success (Huang, Chi, & Lawler, 2005). This 

research defined “expatriate-oriented personality” as the tendency of a set of stable 

characteristics that can facilitate expatriates in management level to function and adapt 

effectively to cultural diverse contexts, including emotional stability, extraversion, openness 

to experience, agreeableness, and conscientiousness (Black et al., 1991; Caligiuri, 2000; Costa 

& McCrae, 1995; Earley & Ang, 2003; Ones & Viswesvaran, 1999; Pearson & Chatterjee, 

2001; Shaffer et al, 2006).  



Cultural Intelligence 

Earley and Ang introduced the model of cultural intelligence (CQ) in 2003. CQ refers to 

an individual’s capability to function and manage effectively in cultural diverse settings. The 

main purpose of this model is to discuss various factors of intercultural adjustment by looking 

at three aspects of a person's CQ: cognition, motivation, and behavior (Earley & Ang, 2003). 

Concept of each aspect in CQ will be elaborated as follows.  

Cognitive CQ  

Cognitive CQ represents general cognitive skills that people are able to obtain and 

comprehend about a new culture on the basis of various types of cues provided as well as 

culture-specific knowledge (Earley & Ang, 2003) Ang and Van Dyne (2008) divided 

Cognitive CQ into two aspects: metacognitive CQ and cognitive CQ. Metacognitive CQ 

refers to an individual’s level of conscious cultural awareness during cross-cultural 

interactions. People with high metacognitive CQ consciously question their own cultural 

assumption, reflect and adjust their cultural knowledge when interacting with those who are 

from other cultures. Cognitive CQ means knowledge of norms, practices, and conventions in 

different cultures which has been acquired from education and personal experiences.  

Motivational CQ  

Motivational CQ therefore represents one's propensity and commitment to act on the 

cognitive facet, persevere with acquiring knowledge and understanding of a new culture, and 

overcome difficulties and failures. That it, motivational CQ is a drive and interest in learning 

about and functioning in novel and different cultural settings. (Earley & Ang, 2003)"  

Behavioral CQ  

Behavioral CQ refers to the capability to exhibit appropriate verbal and nonverbal 

actions as interacting with people from different cultures. It is believed that cultural 

intelligence is not meaningful unless an individual is able to generate the behaviors which can 

properly reflect cognition and motivation. Therefore, without effective execution, a person's 

CQ is not realized (Earley & Ang, 2003).  

In other words, cognitive CQ (metacognitive CQ and cognitive CQ), motivational CQ 

and behavioral CQ are different capabilities that together form overall CQ (Ang et al., 2007). 

In light of its nature of dealing with culturally diverse contexts, CQ is conceptually distinct 

from personality characteristics, other intelligences and other intercultural competencies (Ang 

et al., 2007).  

It is suggested by Ang and Van Dyne (2008) that existing intercultural competency 

constructs lack coherent theoretical foundations and often mix ability and nonability 



characteristics, which raising the question of construct validity. Contrastively, CQ anchors in 

the multiple intelligence literature to be posited clearly as a set of capabilities. Accordingly, 

on the ground of its theoretically, comprehensive and coherent framework, CQ is a clarified 

construct which assesses multiple facets of intercultural competence in a single instrument. In 

sum, the model of CQ can offer a systematic rationale to organize and integrate existing 

studies on intercultural competencies (Ang et al., 2007).  

Relationship between Personality and CQ 

The relationship between personality and CQ is one of the core issues on CQ research 

(Ward & Fischer, 2008).  

It is presumed by Ang et al. (2007) that since temperament has the impacts on choice of 

behavior and experience, some personality traits should be related to CQ. It is indicated by 

Earley and Ang (2003) that a person with high CQ will be able to adapt and perform more 

effectively in international assignments, especially if he or she meets the general profile of 

high levels of the Big-Five personality. It is also proposed by Kumar, Rose, and Subramaniam 

(2008) that personality has considerable influence on expatriate CQ. It is expected that certain 

personality traits should be associated to specific factors of CQ, and that certain personality 

traits should be able to anticipate and explain the various levels of CQ among individuals. 

Ang, Van Dyne, and Koh (2006) tested a model of personality characteristics (trait-like 

individual differences that reflects broad and stable predispositions) as predictors of CQ 

(state-like individual differences that means the capabilities which can be flexible and 

changed to interact effectively with people from different cultures). As expected, this study 

provided important insights on the relationships between specific aspects of personality and 

specific aspects of CQ: (1) conscientiousness was positively related to metacognitive CQ; (2) 

agreeableness was positively related to behavioral CQ instead of cognitive or motivational 

CQ; (3) extraversion was perceived to be positively related to motivational CQ, behavioral 

CQ, and cognitive CQ; (4) openness to experience was related to all aspects of CQ; (5) 

consistent with expectations, emotional stability is not related to cognitive and motivational 

CQ; however, contrary to expectations, emotional stability was negatively related to 

behavioral CQ (perhaps the calm and even-tempered nature of emotional stability inhibits 

suitable exhibition of verbal and nonverbal behavioral CQ).  

Moreover, in Lee and Sukoco’s (2007) study, based on the sample from the expatriates of 

Taiwanese MNC firms, the empirical results demonstrated that: (1) cognitive CQ 

(Metacognitive CQ and cognitive CQ) was positively influenced by extraversion, openness to 

experience, and conscientiousness; (2) motivational CQ was positively influenced by 

openness to experience, agreeableness, and conscientiousness; (3) behavioral CQ was 

positively influenced by extraversion and conscientiousness. Accordingly, individual with 



high CQ can also be more tolerant and flexible toward different cultural settings instead of 

ethnocentrism, which is negatively related to expatriate effectiveness (Shaffer et al. 2006).  

Expatriate Adjustment 

 Based on the review of the international and domestic adjustment literature, Black, 

Mendenhall, and Oddou (1991) proposed a comprehensive theoretical model of expatriate 

adjustment that combined individual factors, environmental factors, and cultural differences 

as predictors. According to Black et al. (1991) model, expatriate adjustment is composed of 

three dimensions: Work adjustment: comfort associated with the assignment tasks or job. 

Interaction adjustment: comfort associated with interacting with host country nationals both 

inside and outside of work. General/ Cultural adjustment: comfort associated with various 

nonwork factors such as general living conditions, local food, weather, transportation, 

entertainment, facilities, and health care services in the host country.  

Personality and Expatriate Adjustment 

As noted earlier, the results of Ones and Viswesvaran’s research (1999) demonstrated 

that conscientiousness, emotional stability, and agreeableness were perceived to be significant 

personality traits for adjustment and interpersonal relations with host-country nationals. 

According to Ward and Fischer (2008), social initiative (the tendency to approach social 

situations in a proactive manner and to take initiative; hence, the concept of social initiative is 

similar to extraversion) and emotional stability exerted direct effects on the adaptation 

outcome.  

Kumar et al. (2008) argued that expatriate’s personality has significant impact on 

expatriate adjustment as well. Based on the samples from expatriates from many nations in 

Hong Kong, Japanese expatriates, and Korean expatriates, the empirical results of Shaffer et 

al.’s (2006) study showed that: (1) conscientiousness and extraversion had positive effect on 

general adjustment; (2) emotional stability and agreeableness had positive influence on 

interaction adjustment; (3) emotional stability, openness to experience and extraversion had 

positive effect on work adjustment; whereas, agreeableness had negatively effect on work 

adjustment.   

Additionally, in Lee and Sukoco’s (2007) study, the empirical results manifested that: (1) 

work adjustment was positively affected by extraversion, openness to experience, and 

agreeableness; (2) social cultural adjustment was positively affected by emotional stability, 

extraversion, openness to experience, and agreeableness; (3) general living adjustment was 

positively affected by emotional stability, extraversion, and openness to experiences Kumar et 

al. (2008) offer the explanation from the perspective of social learning theory. It is argued that 

certain personality traits predispose individual to engage in interaction with local people, 

learn about new culture, and in turn it may lead to better expatriate adjustment. For instance, 



expatriates with greater openness to experience are more interested in the new culture, take 

more opportunities to learn about it from interacting with host country nationals, and then 

adapt to the host country culture better than others.  

CQ and Expatriate Adjustment 

From the perspective of CQ, it is proposed that CQ is positively related to the three 

facets of adjustment: work, social cultural and general living adjustment (Kim, Kirkman, & 

Chen, 2008; Kumar et al., 2008; Shaffer & Miller, 2008). According to Ang et al. (2007), CQ 

can predict three aspects of intercultural effectiveness (cultural judgment and decision making, 

cultural adaptation, and task performance), and these finding highlight the value of aligning 

specific CQ capabilities with specific facets of intercultural effectiveness. For example, 

results showed that motivational CQ and behavioral CQ had positively influences on 

expatriate adjustment (Ang et al., 2007; Bhaskar-Shrinivas et al., 2005). Besides the effects of 

motivational CQ and behavioral CQ, Lee and Sukoco’s (2007) study also indicated that 

Metacognitive CQ and cognitive CQ had positive influence on work, social cultural and 

general living adjustment.  

Additionally, CQ and personality traits are necessary but not sufficient components for 

expatriate performance. Thus, some researchers have posited that expatriate adjustment play a 

mediated role in the relationship between personality, CQ and expatriate job performance 

(Kim et al., 2008; Kumar et al., 2008; Shaffer et al., 2006).  

International Entrepreneurship  

McDougall and Oviatt (2000) defined that “international entrepreneurship is a 

combination of innovative, proactive, and risk-seeking behavior that crosses national borders 

and is intended to create value in organizations”, and that “international entrepreneurial 

behavior may occur at the individual, group, or organizational levels”. In addition, 

international entrepreneurship is also defined as “a process of creatively discovering/ 

identifying and exploiting opportunities in markets that lie outside the firm’s domestics 

operations (Zahra & George, 2002).” Likewise, international entrepreneurship refers to “the 

discovery, enactment, evaluation, and exploitation of opportunities across national borders to 

create future goods and services (Drori, Honig, & Ginsberg, 2006; McDougall & Oviatt, 

2003)”. It follows, therefore, that the research of international entrepreneurship examines and 

compares how, by whom, and with what outcomes those opportunities across national borders 

are acted upon (McDougall & Oviatt, 2003).  

Personality and International Entrepreneurship  

According to Peterson, Smith, Martorana, and Owens (2003), people with stable emotion 

were likely to face uncertainty and ambiguity calmly and engaged in innovation, and were 



less likely to have conflict with others. People with openness to experience were more likely 

to tolerant uncertainty and risk, so it is highly probable that they were engaged in innovation 

and take risk to earn high return. People with higher agreeableness tended toward cooperation, 

sharing critical information and generating a team solution. People with higher 

conscientiousness were inclined to be structure-oriented and control over their environment, 

so they were less likely to take risking decisions. 

Additionally, proactive people take initiative, scan opportunities, and maintain action to 

directly change their surrounding environment, and in the long term, individuals who are 

characterized by proactive behavior are likely to engage in innovative activities (Betaman & 

Crant, 1993; Major, Turner, & Fletcher, 2006). Besides, from the perspective of dispositional 

approach, proactiveness was positively associated with extraversion, openness to experience, 

and conscientiousness. 

Those who possessed risk propensity to start a new venture were high in emotional 

stability, extraversion and openness to experience, and low in agreeableness and 

conscientiousness (Nicholson, Fenton-O’Creevy, Soane, & William, 2005). 

CQ and International Entrepreneurship 

Likewise, people with greater metacognitive CQ and cognitive CQ enable them to 

develop more accurate assumption, attribution, and understanding of parent and host cultures, 

so they can gain more trust from their multicultural team members and establish positive 

relationship (Rockstuhl & Ng, 2008).  

It is also proposed by Mannor (2008) that executives with higher level of CQ are more likely 

to engage in alliances, provide larger equity stakes to their strategically valuable foreign 

partners, and obtain higher quality of investment decisions and then get better performance. 

Due to executive’s high CQ capabilities, executives can draw on the local expertise and hedge 

overall business risks without fear of opportunistic behaviors, such as decisions about when to 

expand operations or launch new products (Mannor, 2008; Rockstuhl & Ng, 2008). Because 

executives with CQ are better able to understand the dynamics of culturally diverse contexts 

in which their organizations are considering investments, such executives will be better 

capable of choosing good risk situations from bad risk situations to take smarter risks.  

Expatriate Adjustment and International Entrepreneurship 

According to Bhaskar-Shrinivas et al. (2005), expatriates who adjust to living, work, and 

social environment well were able to develop and maintain the relationship with host country 

nationals effectively and make contributions to organizations. Similarly, Kraimer, Wayne, and 

Jaworski (2001) argued that expatriates comfortable with the cultural norms in host countries 

were perceived to build quality networks with employees and host nationals. Hence, those 



who adjusted better were inclined to support new ideas and consider the potential benefits of 

innovation. In addition to work adjustment, harmonization can facilitate people to express 

ideas, communicate, and engage in innovation as well (Shipton, West, Parkes, Dawson, & 

Patterson, 2006).   

It is also argued that expatriate adjustment played a mediated role in the relationship 

between personality, CQ and expatriate job performance (Kim et al., 2008; Kumar et al., 2008; 

Shaffer et al., 2006). Hence, it may be presumed the possibility that the relationship between 

personality, CQ and international entrepreneurship is mediated by expatriate adjustment as 

well. 

Data Analyses & Result 

Integrative Model  

Model fit statistics from the analysis of AMOS software were χ²/ df = 2.844, P = 0.000, 

RMR = 0.022, GFI = 0.893, CFI = 0.896, and RMSEA = 0.090, and these model statistics 

indicated good overall model fit. 

Table 1 Measurement Model of Integrative Model 

Parameters Beta coefficient  P 

Expatriate-oriented 

personality  

Conscientiousness  0.838*** *** 

Agreeableness  0.665*** *** 

Extraversion  0.749*** *** 

Neuroticism  - 0.246*** *** 

Flexibility & empathy  0.535 -a 

CQ 

Motivational CQ 0.774 - 

Behavioral CQ 0.635*** *** 

Cognitive CQ 0.066 0.369 

Expatriate 

adjustment  

Social cultural adjustment  0.879 - 

Work adjustment   0.550*** *** 

General living adjustment  0.533*** *** 

International 

entrepreneurship  

Local internal initiative  0.909*** - 

External market exploitation  0.855*** *** 

Venture exploration  0.595*** *** 

Note: a: the regression weight was 1, so P did not exist.   

*P < 0.05, **P < 0.01, ***P < 0.001.  

Measurement Model  

The path coefficient (beat coefficient, or termed standardized regression weight) and 

P-value of observed and latent variables in each construct were shown in Table 1. Except for 



the non-significance of cognitive CQ and negative significance of neuroticism, generally 

speaking, the observed variables had positively significant relationships with the latent 

variables in the integrative model. That is, the scores on the observed variables were able to 

measure the underlying constructs (i.e., the latent variables).  

 

Structural Model  

The path coefficient (beat coefficient, or called standardized regression weight) and 

P-value of linear structural relationships in the integrative model were exhibited in Table 2. 

 

Table 2 Structural Model of Integrative Model 

Path  Beta coefficient  P 

EP → CQ  0.814*** *** 

EP → EA 0.189 0.320 

CQ → EA 0.448* 0.029 

EP → IE 0.576*** *** 

CQ → IE  0.302* 0.047 

EA → IE  0.061 0.399 

Note: EP: Expatriate-oriented personality, CQ: Cultural intelligence, EA: Expatriate adjustment, IE: International 

entrepreneurship. 

*P < 0.05, **P < 0.01, ***P < 0.001. 

According to Table 3, the relationship between expatriate-oriented personality and CQ 

was strongly significant (beta coefficient = 0.814, and P-value < 0.001). Hence, 

expatriate-oriented personality had positive influences on CQ. The relationship between 

expatriate-oriented personality and expatriate adjustment was not significant (beta coefficient 

= 0.320, and P-value > 0.05, = 0.320). Thus, expatriate-oriented personality had no direct 

influence on expatriate adjustment. The relationship between CQ and expatriate adjustment 

was significant (beta coefficient = 0.448, and P-value < 0.05, = 0.029). That is, CQ had 

positive effects on expatriate adjustment. The relationship between expatriate-oriented 

personality and international entrepreneurship was strongly significant (beta coefficient = 

0.576, and P-value < 0.001). Namely, expatriate-oriented personality had positive influences 

on international entrepreneurship. The relationship between CQ and international 

entrepreneurship was significant (beta coefficient = 0.302, and P-value < 0.05, = 0.047). 

Hence, CQ had positive influences on international entrepreneurship. The relationship 

between expatriate adjustment and international entrepreneurship was not significant (beta 

coefficient = 0.061, and P-value > 0.05, = 0.399). Namely, expatriate adjustment had no direct 

influences on international entrepreneurship. This integrative model was depicted as Figure 2 



 Additionally, in terms of mediating effects, as illustrated in Figure 2, although 

expatriate-oriented personality had no direct effect on expatriate adjustment, 

expatriate-oriented personality was able to indirectly impact expatriate adjustment through 

CQ. Therefore, expatriate-oriented personality had positive influences on expatriate 

adjustment through the mediating effect of CQ. Further, in addition to the direct effects on 

international entrepreneurship, expatriate-oriented personality was able to indirectly affect 

international entrepreneurship through CQ as well. However, since there was no significant 

relationship between either expatriate-oriented personality and expatriate adjustment or 

expatriate adjustment and international entrepreneurship, the mediating role of adjustment in 

this integrative model was not supported, which was different from the expectation based on 

previous researchers’ statement (Kim et al., 2008; Kumar et al., 2008; Shaffer et al., 2006). 

Therefore, expatriate-oriented personality had positive influences on international 

entrepreneurship through the mediating effect of CQ.  

 

Figure 2 Integrative Model 

Conclusions and Implications 

Drawing from the previous literature and research results, this research redefined and 

rearranged the dimensions under the constructs of expatriate-oriented personality.  

Expatriates whose positions are in management level have high propensity toward 

EP  

CQ  

IE 

EA 

0.814*** 
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0.576*** 
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0.061 
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EP: Expatriate-oriented personality  

CQ: Cultural intelligence  

EA: Expatriate adjustment  

IE: International entrepreneurship  

*P < 0.05 

**P < 0.01 

***P < 0.001 

Significant relationship  

Non-significant relationship  



conscientiousness, agreeableness, extraversion, emotional stability (i.e., low neuroticism), and 

flexibility and empathy. Additionally, as expatriates possess the above mentioned personality 

characteristics, they are inclined to exhibit higher level of international entrepreneurship, 

namely local internal initiative, external market exploitation, and venture exploration.  

In the cross-cultural context, expatriate’s personality is related to his or her performance 

of CQ. In terms of motivational and behavioral CQ, except for the characteristic of 

neuroticism, the remaining four personality traits have positive effects on CQ, especially 

extraversion. Hence, expatriates with high propensity of conscientiousness, agreeableness, 

extraversion, emotional stability, and flexibility and empathy are able to persistently 

commitment to exhibit suitable verbal and nonverbal behaviors when interacting with people 

from different cultures.  

Expatriate’s personality and CQ can facilitate their performance of entrepreneurship 

when they confront a foreign culture. With respect to personality, except for the negative 

effects of neuroticism, the remaining personality characteristics have positive influences on 

international entrepreneurship, especially conscientiousness and extraversion. Hence, 

expatriates who are achievement-oriented, active, sociable, curious, cooperative, helpfulness, 

emotionally stable, flexible, and empathic are able to perform better local internal initiative, 

external market exploitation, and venture exploration.   

With respect to CQ, expatriates with higher CQ tend to have more entrepreneurial 

behaviors in different cultures, particularly motivational and behavioral CQ. Consequently, 

expatriates in management level who are motivated to behave properly according to the 

cultural contexts are able to take initiative to respond locals’ demands, establish local network, 

exploit external market to strengthen competitive advantages, and take calculated risks to 

explore potential opportunities.  

Expatriate-oriented personality has positive influences on expatriate adjustment and 

international entrepreneurship through the mediating effect of CQ. From the perspective of 

cross-cultural competencies, expatriate’s personality can facilitate their CQ performance, and 

then high CQ enables them to adjust well to social activities, work conditions, and living 

conditions in a novel culture.  

Moreover, from the perspective of entrepreneurship, expatriate’s personality 

characteristics are able to enhance their exhibition of CQ, and then their CQ can help them to 

perform more entrepreneurial actions in cross-cultural settings. It is also important for MNCs 

to figure out the factors concerning why some expatriates tend to perform entrepreneurship 

more effectively to facilitate the operations of subsidiaries in host courtiers than others.  

References 



Ang, S., & Van Dyne, L . 2008. Conceptualization of cultural intelligence: Definition, 

distinctiveness, and nomological network. In S. Ang & L. Van Dyne (Eds.), Handbook of 

cultural intelligence: Theory, measurement, and applications, 3-15. Armonk, N.Y.: M.E. 

Sharpe. 

Ang, S., Van Dyne, L., & Koh, C. 2006. Personality correlates of the four-factor model of 

cultural intelligence. Group & Organization Management, 31(1): 100-123.  

Ang, S., Van Dyne, L., Koh, C., Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N.A. 

2007. Cultural intelligence: Its measurement and effects on cultural judgment and 

decision making, cultural adaptation and task performance. Management and 

Organization Review 3:3 335–371.  

Bateman, T. S., & Crant, J.M. 1993. The proactive component of organizational behavior: A 

measure and correlates. Journal of Organizational Behavior, 14: 103-118.  

Bhaskar-Shrinivas, P., Harrison, D. A., Shaffer, M. A., & Luk, D. M. 2005. Input-based and 

time-based models of international adjustment: Meta-analytic evidence and theoretical 

extensions. Academy of Management Journal, 48: 257-281. 

Black, J. S., Mendenhall, M., & Oddou, G. 1991. Toward a comprehensive model of 

international adjustment: An integration of multiple theoretical perspectives. Academy of 

Management Review, 16(2): 291-317.  

Caligiuri, P. M. 2000. The big five personality characteristics as predictors of expatriate’s 

desire to terminate the assignment and supervisor-rated performance. Personnel 

Psychology, 53(1): 67-88. 

Costa, P. T., Jr., & McCrae, R. R. 1995a. Domains and facets: Hierarchical personality 

assessment using the revised NEO Personality Inventory. Journal of Personality 

Assessment, 64: 21-50. 

Drori, I., Honig, B., & Ginsberg, A. 2006. Transnational entrepreneurship: Toward a unifying 

theoretical framework. Academy of Management, Q1-Q6.  

Earley, P. C., & Ang, S. 2003. Cultural intelligence: Individual interactions across cultures. 

Stanford Business Books: Stanford, CA. 

Huang, T. J., Chi S. C., & Lawler J. J. 2005. The relationship between expatriates’ personality 

traits and their adjustment to international assignments. The International Journal of 

Human Resource Management, 16(9): 1656-1670. 

Kim, K., Kirkman, B. L., & Chen, G. 2008. Cultural intelligence and international assignment 

effectiveness: A conceptual model and preliminary findings. In S. Ang & L. Van Dyne 

http://proquest.umi.com/pqdweb?index=0&did=979650241&CSP=504399&SrchMode=1&sid=3&Fmt=3&VInst=PROD&VType=PQD&RQT=590&VName=PQD&TS=1229616175&clientId=20887
http://proquest.umi.com/pqdweb?index=0&did=979650241&CSP=21136&SrchMode=1&sid=3&Fmt=3&VInst=PROD&VType=PQD&RQT=590&VName=PQD&TS=1229616175&clientId=20887
javascript:void(0);
http://proquest.umi.com/pqdweb?RQT=318&pmid=19427&TS=1229616175&clientId=20887&VInst=PROD&VName=PQD&VType=PQD


(Eds.), Handbook of cultural intelligence: Theory, measurement, and applications, 

71-90. Armonk, N.Y.: M.E. Sharpe. 

Kraimer, M. L., Wayne, S. J., & Jaworski, R. A. 2001. Sources of support and expatriate 

performance: The mediating role of expatriate adjustment. Personnel Psychology, 54(1): 

71-99.  

Kumar, N., Rose, R. C., & Subramaniam. 2008. The effects of personality and cultural 

intelligence on international assignment effectiveness: A review. Journal of Social 

Sciences, 4 (4): 320-328. 

Lee, L.Y., & Sukoco, B.M. 2007. The effects of expatriate personality and cultural 

intelligence on the expatriate adjustment: The moderating role of expatriate. In: 

Proceedings of the 13th Asia Pacific Management Conference, 922-931. 

(http://infotech.monash.edu.au/research/centres/cdsesr/apmc/papers-pdf/t070.pdf) 

Major, D. A., & Turner, J. E., & Fletcher, T. D. 2006. Linking proactive personality and the 

big five to motivation to learn and development activity. Journal of Applied Psychology, 

91(4): 927-935.  

Mannor, M. J. 2008. Top executives and global leadership: At intersection of cultural 

intelligence and strategic leadership theory. In S. Ang & L. Van Dyne (Eds.), Handbook 

of cultural intelligence: Theory, measurement, and applications, 91-106. Armonk, N.Y.: 

M.E. Sharpe. 

McDougall, P. P., & Oviatt, B. M. 2000. International entrepreneurship: The intersection of 

two research paths. Academy of Management Journal, 43(5): 902-906.  

McDougall, P. P., & Oviatt, B. M. 2003. Some fundamental issues in international 

entrepreneurship. Entrepreneurship Theory & Practice. (www document: 

http://www.usasbe.org/knowledge/whitepapers/mcdougall2003.pdf.) 

Nicholson, N., Fenton-O’Creevy, M. P., Soane, E., & William, P. 2005. Personality and 

domain-specific risk-taking. Journal of Risk Research, 8: 157–176. 

Ones, D. S., & Viswesvaran, C. 1999. Relative importance of personality dimensions for 

expatriate selection: A policy capturing study. Human Performance, 12(3/4): 275-294. 

Pearson, C. A.L., & Chatterjee, S. R. 2001. Differences and similarities of entrepreneurial 

characteristics in a diverse social setting: Evidence from Australian and Singapore 

managers. Journal of Enterprising Culture, 9(3): 273-289.  

Peterson, R. S., Smith, D. B., Martorana, P. V., & Owens, P. D. 2003. The impact of chief 

executive officer personality on top management team dynamics: one mechanism by 



which leadership affects organizational performance. Journal of Applied Psychology, 

88(5): 795-808.  

Rockstuhl, T., & Ng, K. Y. 2008. The effects of cultural intelligence on interpersonal trust in 

multicultural teams. In S. Ang & L. Van Dyne (Eds.), Handbook of cultural intelligence: 

Theory, measurement, and applications, 206-220. Armonk, N.Y.: M.E. Sharpe. 

Selmer, Jan. 2001. Expatriate selection: back to basics? International Journal of Human 

Resource Management, 12(8): 1219-1233.  

Shaffer, M., & Miller, G. 2008. Cultural intelligence: A key success factor for expatriate. In S. 

Ang & L. Van Dyne (Eds.), Handbook of cultural intelligence: Theory, measurement, 

and applications, 107-125. Armonk, N.Y.: M.E. Sharpe. 

Shaffer, M. A., Harrison, D. A., Gregersen, H., Black, J. S., & Ferzandi, L.A. 2006. You can 

take it with you: Individual differences and expatriate effectiveness. Journal of Applied 

Psychology, 91(1): 109-125. 

Shipton, H. J., West, M. A., Parkes, C. L., Dawson, J. F., & Patterson, M. G. 2006. When 

promoting positive feelings pays: Aggregate job satisfaction, work design features, and 

innovation in manufacturing organizations. European Journal of Work and 

Organizational Psychology, 15(4): 404-430.  

Ward, C., & Fischer, R. 2008. Personality, Cultural intelligence, and cross-cultural adaptation: 

A test of the mediation hypothesis. In S. Ang & L. Van Dyne (Eds.), Handbook of 

cultural intelligence: Theory, measurement, and applications, 159-173. Armonk, N.Y.: 

M.E. Sharpe. 

Zahra, S. A. & George, G. 2002. International entrepreneurship: The current status of the field 

and future research agenda. In M.A. Hitt, R.D. Ireland, S.M. Camp, & D.L. Sexton (Eds.), 

Strategic entrepreneurship: Creating a new mindset, 255-288. Oxford: Blackwell 

Publishers. 

Zhao, H. & Seibert, S. E. 2006. The big five personality dimensions and entrepreneurial status: 

A meta-analytical review. Journal of Applied Psychology, 91(2): 259-271.  


