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ABSTRACT

The present paper examined the personality of the Indian expatriates.
Along with the Multi personality questionnaire to assess personality, three
levels of adjustment were also used. This paper focuses on such personal
characteristics, like cultural empathy, open mindedness etc., as a
personality characteristic that is expected to either facilitate or impede
cross-cultural adaptation. In this research the Multi-culture personality
questionnaire is administered on 340 expatriates out of which, 180 are from
US and 160 are from Japan. The sample, includes 204 males and 136
females. This study can also be helpful in the recruitment and selection
process of the candidates for expatriation. Cultural empathy turns out to be
the predictor of personal adjustment. Flexibility is strongly correlated to
the social adjustment. Females are low on emotional stability & social
Initiative.
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INTRODUCTION

In the era of globalization, the world has come closer and the national boundaries are no
more the limiting boundary for the talent to permeate. The Multi- National Company’s
(MNC), when recruit and select people for the organization, expect that the candidate can
be located in any of the subsidiaries, be it in any part of the world. In today's age of
multicultural, global organizations, superiors and subordinates who must work together
are often from different cultures (Mendenhall, Dunbar and Oddou 1987). International
human resource experts agree it is imperative for multinational companies (MNCs) to
attract, select, develop, and retain employees who can live and work effectively outside of
their own national borders (Adler&Bartholomew 1992, Black,Gregersen&Mendenhall
1992, Mendenhall & Oddou ;1985, Stroh & Caligiuri 1998, Tung 1988, Tung & Miller 1990).
These employees, who are sent from a parent company to live and work in another
country for a period ranging from two to several years, are colloquially referred to as
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"expatriates." The number of expatriates MNCs are sending on global assignments is
increasing steadily (Laabs 1993,Stroh & Dennis & framer 1994). In order to adjust to a new
culture and work efficiently, the expatriates need to accommodate their attitudes and
behaviours to the new cultural context (Huang, Chi and Lawler 2005).

Expatriates represent a potential competitive advantage for multinational corporations.
Expatriates carry out assignments such as facilitating the operation of foreign subsidiaries,
establishing new international markets, spreading and sustaining corporate culture, and
transferring technology, knowledge and skills (Brown, 1994;Klaus, 1995; Solomon, 1994).
The research has already shown that there are differences in the values held by people
from various cultures around the world (Evans and Sculli 1981, Hofstede 1980, Hofstede
and Bond 1984, 1988, Kelley, Whatley and Worthley 1987, Ralston, Cunniff and Gustafson
in press, Ronen and Shenkar 1985, Tung 1991). Understanding the behavior patterns of
individuals who are from different cultures is particularly salient for expatriate managers
who not only must work with individuals from other cultures, but who also must work in
a foreign culture (Mendenhall and Oddou 1985, Shaw 1990). To be effective in a foreign
culture, expatriate managers must understand both the origin of their own behavior and
the congruence of their behavior with that of individuals who are from the foreign culture
(Black, Mendenhall and Oddou 1991, Internationalization 1989).

Personal characteristics are expected to facilitate or impede the formation of social
networks, the ability to accomplish tasks and the expatriate’s adjustment and performance
(Stahl & Caligiuri, 2005). Since it is easier to‘develop interpersonal relations with peers
who come from similar cultures, and who are of similar status, it is important to
understand personal characteristics of those who are able to span the cultural boundaries
that may exist between the expatriate and local staff/(Aycan, 1997; Black, Mendenhall &
Oddou, 1991; Harrison, Shaffer & Bhaskar-Shrinivas, 2004).

This paper focuses on such .personal characteristics, like cultural empathy, open
mindedness etc., as a personality characteristic that is expected to either facilitate or
impede cross-cultural adaptation.

In this research the Multi-culture personality questionnaire is administered on 340
expatriates out of which, 180 are from US and 160 are from Japan. The sample includes 204
males and 136 females. This study can also be helpful in the recruitment and selection
process of the candidates for expatriation.

Taking into account expatriate personality traits and contextual factors related to personal,
social and Professional adjustment in Japan & United States (US), the present study
contributes to the expatriate literature in four ways. First, the influence of expatriate
personality traits on adjustment is examined using the Multicultural Personality
Questionnaire (MPQ) instead of general personality scales that might not capture cross-
cultural adjustment (Van der Zee and Van Oudenhoven 2000). Second, the MPQ is
extended from exploratory studies with real expatriates living and working in foreign
countries i.e Japan & US. Third, this study has purported to explore impact of the gender
on the adjustment of expatriates; fourth, this study has further tried to analyze the relation
between job satisfaction and personality traits.

LITERATURE REVIEW

Cross-cultural adjustment is the extent to which individuals are psychologically
comfortable living outside of their home country (Black 1990, Black and Gregersen 1991).
Cross-culturally adjusted expatriates "represent a more integrative approach to a new
culture, (they) ... are open to the host culture, but integrate new behavior, norms and roles
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into the foundation provided by (their) home cultures" (Church 1982, p. 543). On the other
hand, maladjusted expatriates are unable or unwilling to accept the host countries'
behaviors, norms, and roles: Very simply, cross-cultural adjustment is "the individual's
affective psychological response to the new environment" (Black 1990, p. 122).

Many scholars have added to the list of factors which influence cross-cultural adjustment
(e.g., Arthur and Bennett 1995, Baker and Ivancevich 1971, Black et al. 1991, Black and
Stephens 1989, Harvey 1985, McEvoy and Parker 1995).

Recently, the MPQ, which covers the personality traits of cultural empathy, open-
mindedness, social initiative, emotional stability, and flexibility, has been developed as a
specific scale to measure expatriate adjustment (Van der Zee and Van Oudenhoven 2000).
In reviewing literature, it was found that surprisingly few scholars have focused on
expatriate adjustment in Japan (Black 1988; Napier and Taylor 1995, 2002). A study by
Black (1988) indicates that the work adjustment of 67 American Organizational Expatriates
was related to work role ambiguity and discretion, and general adjustment to association
with host nationals and the adjustment of their families. While examining a variety of
adjustment issues confronted by 30 female expatriates in Japan, Napier and Taylor (1995)
found that their ages and Japanese language skills were important dimensions of
successful work adjustment. For these female expatriates, housing and health care were
the most difficult aspects of non-work-related adjustment. A comparative study of female
expatriates in China, Japan, and Turkey several years later provided largely similar results
(Napier and Taylor 2002).

Raduan Che Rose, Subramaniam Sri Ramalu ,Jegak Uli,Naresh Kumar (2010) in the article,
“Expatriate Performance in International Assignments: The Role of Cultural Intelligence as
Dynamic Intercultural Competency”; investigates the effects of dynamic intercultural
competency of cultural intelligence and its dimensions on expatriate job performance.

HYPOTHESIS

1. The research has shown that women overall tend to be higher in empathy toward
different ethnic/cultural groups (Cundiff & Komarraju, 2008; Wang et al., 2003;
Batson etal, 1996; Gault & Sabini,2000; Lennon & Eisenberg, 1987; Macaskill et al. 2002;
Schieman & Van Gundy, 2000). Thus, hypothesis examines the following:

Hypothesis 1: Females have more Cultural empathy differences than will males.

2. Women are less emotionally stable than men (e.g., Schmitt & Shackelford, 2008)
Hypothesis 2: Females are low on emotional stability than males.

3. Women have, on average, better social skills and are more empathic and self-aware
than men (Harvey, 1997; Martin et al., 1998; Nicholson, 2000; Van Velsor et al., 1993;
Westwood et al., 1994). These characteristics will help women to learn more quickly
than men how to establish and maintain relationships in the host country.

Hypothesis 3: Females are higher on Social initiative than males.

METHOD

Respondents

The questionnaire was sent to 500 expatriates but only 340 were returned, making for an
overall response rate of 68%. The sample of 340 respondents consisted of expatriates to
Japan (160) and U.S (180). Of the respondents, 204 were male and 136 were female.
Instruments
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A questionnaire was constructed that consisted of the following sections: biographical
information, the Multicultural Personality Questionnaire, scales for personal adjustment
and social support. The final section assessed respondents' professional adjustment.
Biographic information

In the first section respondents were asked to provide their name, address, nationality,
date of birth, occupation, company, gender.

THE MULTICULTURAL PERSONALITY QUESTIONNAIRE (MPQ)

The Multicultural Personality Questionnaire (MPQ) is a personality assessment
questionnaire that describes behavior when one is interacting with people from different
cultures. The MPQ may be used to predict how easily people are likely to adjust to other
cultures and come to feel at home with them. In the current study, the MPQ (Van der Zee
and Van Oudenhoven, 2000, 2003) consisted of 78 items spread over five dimensions.

a. Cultural empathy

This scale assesses the capacity to identify with the feelings, thoughts and behavior of
individuals from different cultural backgrounds. Cultural empathy, also referred to as
sensitivity (Hawes and Kealey 1981), is an often mentioned aspect of multicultural
effectiveness (e.g. Ruben 1976; Arthur and Bennett 1995).

b. Open-mindedness

This scale assesses people's capacity to be open and unprejudiced when encountering
people outside of their own cultural group and who may have different values and norms.
This ability, just like cultural empathy, seems vital to understanding the rules and values
of other cultures and to coping with them in an effective manner.

Open-mindedness refers to an individual’s ‘open, unprejudiced attitude to out-group
members and different cultural values (Arthur and Bennett 1995).

c. Social Initiative

Social initiative denotes people's tendency to approach social situations actively and to
take initiative. This determines the degree to which they interact easily with people from
different cultures and make friends within other cultures.

Social initiative is a tendency to stand out in a different culture, establish contact and be
active (Van der Zee and Van Oudenhoven 2000). Expatriates who make social initiatives
tend to be successful at living and working in foreign countries.

d. Emotional stability

This scale assesses the degree to which people tend to remain calm in stressful situations.
Emotional stability refers to the tendency to remain calm rather than showing strong
emotional reactions in stressful situations (Van der Zee and Van Oudenhoven 2001).
Helping expatriates cope with acculturative stress and adapt to a new cultural and work
environment, emotional stability has been identified as a crucial dimension for overseas
success across different functions (Church 1982).

e. Flexibility

Flexibility is the ability and tendency to adjust one’s familiar behavioural strategies to
different or more restricted circumstances within a foreign culture (Van der Zee and Van
Oudenhoven 2001). Expatriates need to be flexible and able to shift easily from one
strategy to another, as familiar ways of handling things might not work in new cultural
environments (Arthur and Bennett 1995).

PERSONAL ADJUSTMENT, SATISFACTION WITH LIFE

This construct was measured by the Satisfaction with Life Scale (Diener, Emmons, Larsen,
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& Griffin, 1985). The construct was measured by five items on a 5-point answering scale
ranging from strongly agree [1] to strongly disagree [5].Examples of these items are: ‘In
most ways my life is close to my ideal” (+) and ‘The conditions of my life are excellent” (+).
Physical health was measured by the Rand 36-item Health Survey (Rand Health Sciences
Program, 1992). The subscale for physical health consisted of six items, using a 5-point
scale (LJ[J=.76). On the first of these items ‘In general would you say your health is...” this
scale ranged from poor [1] to excellent [5]. On the second item, ‘During the past four
weeks, how much of the time has your physical health or emotional problems interfered
with your social activities (like visiting friends, relatives, etc.)?’ this scale ranged from all
of the time [1] to none of the time [5]. The other four items were scored on a scale ranging
from definitely false [1] to definitely true [5].

Psychological Health was measured by two additional subscales of the Rand 36- item
Health Survey, the mental health and the vitality scale, that were combined into one 9-
item scale. The scale ranged from none of the time [1] to all of the time [5].

PROFESSIONAL ADJUSTMENT

The professional adjustment of the respondents was.assessed using the Job Satisfaction
Survey which is a 36-item scale to assess employee attitudes about the job and aspects of
the job (Spector, 1997). This scale was used because its items referred to a wide range of
job aspects: rewards, opportunities for promotion, supervision, relationships at the
workplace, the nature of work, and satisfaction with operating conditions.

Social Adjustment was assessed by social support by peers Items could be answered on a
4-point scale ranging from seldom ormever [1] to very often [4]. The scale (17 items) was a
shortened version of the 41-item Social Support List-Interaction (Van Sonderen, 1993).

HYPOTHESIS TESTING

The Independent sample test was conducted to test the hypothesis.

Hypothesis 1: Females have more Cultural empathy differences than males.

As per Table 4, significance level of Cultural Empathy is 0.00, which indicates that the
mean is different. So, the hypothesis is accepted.

Hypothesis 2: Females are low on emotional stability than males.

The mean of Emotional stability of females (13.60) is less than that of males (14.14). (Refer
Table 3). Hence, the hypothesis is accepted.

Hypothesis 3: Females are higher on Social initiative than males.

The mean score of females on Social Initiative is 13.13, which is lower than the scores of
males (14). So, the hypothesis is rejected. (Refer Table 3).

RESuULTS

Table 1 & 2 show descriptive statistics of Expatriates to US & Expatriates to Japan
respectively. The major differences between the expatriates posted to these two nations
are:

CE for US (15.20) is more than Japan (14.69)

ES for US (14.80) is more than Japan (12.94)

Flexibility for US (12) is less than Japan (13)

Physical health is better in Japan (4.07) than US (3.57)

Social support is higher in Japan (3.08) than in US(2.71)

Job satisfaction is higher in Japan (4.05) than in US(3.67)
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INSERT TABLE 1& 2.
Table 3. Shows the descriptive statistics of the variables based on gender, where “0”
denotes males & “1” denotes females.
Hypothesis 2 is accepted and hypothesis 3 is rejected on the basis of this table. Three
variables- Cultural empathy, emotional stability & Social Initiative have difference of one
or more than one in the means of males & females.

INSERT TABLE 3
Table 4, shows, results of Independent sample t-test, to find out the difference in the
means of the sample based on the gender.
For Cultural Empathy, ES, SI and Satisfaction With life, Significance level is 0.00, so the
mean is different
OM Significance level is .074, F Significance level is 0.493, Psychological Significance level
is 0.644, Social Support Significance level is 0.638, Job Satisfaction Significance level is
0.977, so the mean is same

INSERT TABLE#4
Table 5 shows the correlations between the variables under study. Job Satisfaction is
significantly correlated to the personality variables, except OM & SI. The adjustment
variables like satisfaction with life, socialsupport.& psychological health, also have
significant relation with the personality variables:

INSERT TABLE 5

DiIscuUssION

The current study is focused on the study of the personality of the expatriates posted to US
& Japan by using Multicultural Personality Questionnaire and also their personal, social &
professional adjustment

First it was observed that among sub factors of MPQ scale, the highest correlation is
between open-mindedness and Flexibility (.429). The person, who is flexible in his
approach, could be unprejudiced towards people from other cultures and accept the
differences easily.

Second, it was observed that the MPQ scales could significantly predict all three facets of
personal adjustment: satisfaction with life, physical health, and psychological well-being.
The strongest relationship was found between cultural empathy and personal adjustment.
This stands true, as it is easy for expatriate to adjust in any nation, if he has understanding
of others’ culture.

Third, with regard to the relationship between job satisfaction and the MPQ scales,
Flexibility seems to be a significant predictor (.266). The expatriate who scores high on this
dimension may easily adjust his or her behavior to the different working conditions in the
host country. So, this factor should be taken into consideration while selecting an
expatriate. The importance of reaching a satisfactory level of well-being at work should
not be underestimated. Job satisfaction is an important predictor of commitment and
turnover (e.g., Lee, Mitchell, Wise, & Fireman, 1996).

Fourthly, social adjustment which was measured by the variable -social support by peers.
Flexibility is strongly correlated to the social support factor. Besides this, cultural empathy
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also has high correlation with the social support by peer. Surprisingly, the dimension of
social initiative did not appear as a significant predictor of social support. We can attribute
this deviation to the assumption that, in intercultural interactions, lack of neuroticism,
flexibility and being sensitive to other persons' perceptions and intentions is more critical
to building up a satisfactory social network than taking an active approach in social
interactions. The importance of cultural empathy as a determinant of social support in the
host country implies that it may be desirable to focus training efforts on this dimension.
Fifthly, if we observe the means of the sub-factors of MPQ scale for Expatriates in US, we
can infer that they score highest on Cultural Empathy (15.20) and second highest on Open
mindedness (15). So, it is highly recommended that while the selection of expatriates to be
posted to US, they should be checked for both these traits as the Job satisfaction of the
sample expatriates is more than average (3.67), so their traits can be taken as benchmark
for the selection procedure.

Sixthly, in case of Expatriates to Japan, they rank highest on open mindedness (15.31) and
second on cultural empathy (14.69).

Seventhly, on basis of gender there is not much of a difference, so we can safely conclude
that people with identified traits can be safely expatriated, irrespective of the gender.

CONCLUSION

Given the extraordinary high financial, relational, and emotional costs for expatriates
(Black/Gregersen/Mendenhall 1992), their families (Caligiuri/Hyland/Joshi/ Bross 1998,
Guzzo/Noonan/Elron 1994), and their organizations, pre-assessment of the personality of
the prospective expatriate is a rational-step. Based on this study, we can conclude that the
personality characteristics of expatriates are indicator of job satisfaction, so, we can use this
in expatriate selection systems. Selection systems for global assignments should include an
assessment of personality at the very behest, in the selection process. Thus, the organizations
are recommended to assess their potential expatriates for their personality characteristics.
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Table 1: Expatriates to US

Descriptive Statistics

Mean Std. Deviation N
Cultural Empathy 15.20 1.169 180
oM 15.00 .897 180
ES 14.80 .750 180
Sli 13.40 2.584 180
F 12.00 .897 180
Satisfaction w ith life 3.690 .4306 180
physical health 3.5700 .38164 180
psychological health 3.400 .6460 180
social support 2.7100 .39019 180
job satisfaction 3.6700 .43780 180
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Table 2: Expatriates to Japan

Descriptive Statistics

Mean Std. Deviation N
Cultural Empathy 14.69 1.493 160
OM 15.31 1.493 160
ES 12.94 1.482 160
Sl 13.94 1.482 160
F 13.00 1.176 160
Satisfaction with life 3.66 .463 160
physical health 4.07 776 160
psychological health 3.594 .4180 160
social support 3.08 .454 160
job satisfaction 4.05 .495 160

Table 3: Descriptive statistics of variables, based on gender

Group Statistics

Std. Error

gender N Mean Std. Deviation Mean
Cultural Empathy 0 204 15.20 1.466 .103
1 136 14.60 1.077 .092
OM 0 204 15.04 1.042 .073
1 136 15.30 1.442 124
ES 0 204 14.14 1.692 .118
1 136 13.60 1.014 .087
Sl 0 204 14.00 2.445 171
1 136 13.13 1.475 .126
F 0 204 12.44 1.196 .084
1 136 12,52 1.082 .093
Satisfaction with life 0 204 3.79 413 .029
1 136 3.50 .438 .038
physical health 0 204 3.87 .715 .050
1 136 3.71 .520 .045
psychological health 0 204 3.481 .6337 .0444
1 136 3.507 4227 .0362
social support 0 204 2.90 .520 .036
1 136 2.87 .354 .030
job satisfaction 0 204 3.85 .452 .032
1 136 3.85 571 .049
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Table 4: Independent sample T-test

Independent Samples Test

Levene's Test for
| Equality of Variances t-test for Equality of Means
95% Confidence
Interval of the
Mean Std. Error Difference
F Sig. t df Sig. (2-tailed) | Difference | Difference Low er Upper

Culural Empathy igﬁ'rrveaéiances 17301 000 | 4.046 338 000 503 147 305 881

,ng Z'Sﬁiﬂi”jes 4296 | 334785 000 503 138 322 865
oM Sggﬁ'rr‘giances 30731 000 | -1.909 338 057 257 135 | 52 008

,ng :ls‘éir,irindces 1793 | 227.146 074 257 244 | 540 026
B ;’:ﬁ:ﬂmces 55.165 000 | 3384 338 001 547 162 229 864

,ng :ls‘;ir,i;ndces 3720 | 334614 000 547 147 258 836
S Sg:ﬁ:gia”ces 34882 000 | 3711 338 000 868 234 408 | 1328

ﬁgtj 2!;3?;”;95 4076 | 334.989 000 868 213 449 | 1286
F z:m‘giaﬂces 12536 00|  -67 338 501 -.086 227 | -3 165

ng le‘;ir,irindces -687 | 308417 493 -.086 125 | -3 160
Satsfacton with fe Sggi:giances 1254 264 | 6.156 338 000 269 047 196 381

ng 2'5‘$r,irindces 6.084 | 277.672 000 269 047 195 382
physical healh izﬁ:ﬁimes 0.874 002 | 2288 338 023 163 071 023 304

ﬁg Zgir,irindces 2434 | 335413 015 163 067 031 295
psychological health  Equal variances 13525 000 108 238 . . 1o e o

assumed

,ﬂj le‘éir,.i,indces -462 | 337.999 644 | -0265 0573 | -1302 | 0862
social support Zgﬁln‘giances 115302 000 437 338 662 022 051 | -o78 123

,ﬂj le‘éir,.i,indces 470 | 337828 638 022 o7 | -on 116
fob satisfaction igimmes 7642 006 031 28 975 002 056 | -.108 11

,ﬂj zls‘;irri,indces 029 | 243143 77 002 058 | -113 116

Note: In Table 3, for the analysis purpose, “0” denotes Males and “1” denotes Females.
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Table 5: Correlations

Correlations

Cuttural Satisfaction | physical | psychological job
Empathy oM ES Sl F with ife health health social support | safisfaction | Age
Cultural Empathy Pearson Correlation 1 2219 .378*| 325" .081 7817 .055 .306™ 204 131% -070
Sig. (2-tailed) .000 .000 .000 .138 .000 .310 .000 .000 .015 .201
N 340 340 340 340 340 340 340 340 340 340 340
oM Pearson Correlation 2214 1 283" .210% 429% .303*4 -.116* -114* .192% .136* -.098
Sig. (2-tailed) .000 .000 .000 000 .000 033 .036 000 012 070
N 340 340 340 340 340 340 340 340 340 340 340
ES Pearson Correlation 378" .283* 1 -.105 -.346 2964 -.007 -.311% =371 -121* -371®
Sig. (2-tailed) .000 .000 .054 .000 .000 .901 .000 .000 .026 .000
N 340 340 340 340 340 340 340 340 340 340 340
N Pearson Correlation .325% 2107 -105 1 169 5147 -033 581+ 178 -012 -127%
Sig. (2-tailed) .000 .000 .054 .002 .000 .538 .000 .001 821 019
N 340 340 340 340 340 340 340 340 340 340 340
F Pearson Correlation .081 4294 -.346 1694 1 .01 -.050 .156™ 865" .266™ 297
Sig. (2-tailed) 138 .000 .000 .002 .095 .358 .004 .000 .000 .000
N 340 340 340 340 340 340 340 340 340 340 340
Satisfaction with life ~ Pearson Correlation 7817 3037 296" 5147 091 1 098 .103 012 -.030 .058
Sig. (2-tailed) .000 .000 .000 .000 095 .070 .057 832 578 .283
N 340 340 340 340 340 340 340 340 340 340 340
physical heath Pearson Correlation .055 -116% -.007 -.033 -.050 .098 1 -.029 -.074 027 204
Sig. (2-tailed) 310 033 .901 538 358 070 .504 174 614 .000
N 340 340 340 340 340 340 340 340 340 340 340
psychological heatth  Pearson Correlation 306" -114* -.311% 581 156* .103 -.029 1 349* 334 -.034
Sig. (2-tailed) .000 .036 .000 .000 .004 .057 .54 .000 .000 535
N 340 340 340 340 340 340 340 340 340 340 340
social support Pearson Correlation 204 1927 - 371 178" .865* 012 -.074 .349% 1 .386™ 1192
Sig. (2-tailed) .000 .000 .000 .001 .000 832 174 .000 .000 .000
N 340 340 340 340 340 340 340 340 340 340 340
job satisfaction Pearson Correlation 131* .136% -121* -.012 .266™ -.030 021 334 .386™ 1 -.3374
Sig. (2-tailed) .015 .012 .026 821 .000 578 .614 .000 .000 .000
N 340 340 340 340 340 340 340 340 340 340 340
Age Pearson Correlation -.070 -.098 -.371% -121 297 .058 .204% -.034 .192% -.337 1
Sig. (2-tailed) .201 070 .000 019 000 283 .000 535 000 .000
N 340 340 340 340 340 340 340 340 340 340 340

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-talled).
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