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Abstract

Expatriates play a crucial role in facilitating knowledge transfer, executing strategies, and fostering global
integration within multinational corporations (MNCs). They serve as operational assets and strategic representatives,
embodying the ethos and vision of their parent organizations while navigating the socio-cultural complexities of
their host countries. Often, they balance aligning with the strategic goals of the parent organization and immersing
themselves in the host nation’s socio-cultural fabric. This study evaluates the influence of expatriate personality and
cultural intelligence on social capital and cross-cultural adjustment among employees in select MNCs in India. A
survey involving 385 employees from various roles and departments used a reliable questionnaire. Confirmatory
factor analysis (CFA) and structural equation modeling (SEM) validated the model and tested the hypotheses. The
findings reveal strong positive associations between expatriate personality, cultural intelligence, and social capital.
However, neither expatriate personality nor cultural intelligence showed a significant direct effect on cross-cultural
adjustment once both were estimated together in a single structural model with bootstrapped confidence intervals.
Mediation analysis confirmed that social capital fully mediates the relationship between expatriate personality and
cross-cultural adjustment and, once cultural intelligence and relevant controls (international experience, host tenure,
and language proficiency) were modeled jointly, also fully mediates the relationship between cultural intelligence
and adjustment. Language proficiency emerged as an additional significant predictor of both social capital and
adjustment. This indicates that expatriate personality and cultural intelligence support cross-cultural adjustment
primarily by enabling relationship building and access to social resources rather than through unmediated, direct
pathways. The study offers practical recommendations for improving expatriate support systems and fostering
long-term adjustment in culturally complex environments.
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1. Introduction

Globalization has significantly reshaped the way organizations operate, urging companies to transcend national borders
and adapt to increasingly complex international landscapes. Multinational corporations (MNCs) have emerged as key
players in this transformation, spearheading efforts to address global challenges while effectively managing culturally
diverse teams.
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Central to their success is the strategic deployment of expatriates, employees tasked with assignments in foreign
countries. These expatriates are integral to facilitating knowledge transfer, implementing business strategies, and
fostering global integration within MNCs [1, 2]. Their ability to navigate cultural differences, lead cross-cultural teams,
and establish social capital is indispensable for ensuring the organization’s sustained success in a competitive global
market.

Despite their importance, expatriate assignments are fraught with challenges. Relocating to a foreign environment
requires expatriates to navigate socio-cultural complexities, align their efforts with organizational goals, and overcome
potential misalignments with host-country norms. Failures in these areas can lead to reduced collaboration, miscommu-
nication, and diminished effectiveness [3, 4]. These difficulties, along with high expatriate failure rates manifesting
as premature returns or unmet expectations, underscore the need for effective support systems and cross-cultural
training [5-8].

Cross-cultural adjustment is a critical determinant of expatriate success. It involves physical, mental, and social
integration into the host culture, with three primary dimensions: work adjustment (adapting to workplace norms),
interaction adjustment (developing relationships with host nationals), and general adjustment (acclimating to the local
living environment) [9, 10]. To ensure expatriates thrive in these environments, organizations must prioritize structured
training programs that foster cultural sensitivity, language proficiency, and interpersonal skills.

India presents a unique and complex setting for examining expatriate challenges due to its status as a global talent
hub and its culturally rich, diverse landscape [11]. Beyond its mix of languages, religions, and traditions, there are
marked differences in workplace hierarchy, decision-making styles, and communication patterns across regions and
industries. An expatriate may encounter shifting expectations even within the same city, requiring constant adaptation.
Informal networks often shape professional opportunities as much as, or more than, formal systems, making trust
building a crucial skill in achieving success [12]. This multilayered environment contrasts sharply with more culturally
homogeneous nations such as Japan or South Korea in Asia, or Denmark and Norway in Europe, where adaptation
generally involves aligning with one dominant set of norms. In India, successful adjustment demands not only openness
and adaptability but also the ability to interpret subtle cues and navigate multiple subcultures simultaneously.

This study aims to examine the relationships between expatriates’ personality traits, cultural intelligence, social capital,
and cross-cultural adjustment within the Indian context. Specifically, it seeks to address the following research questions:
How do expatriates’ personality traits and cultural intelligence influence their ability to adapt and succeed in a culturally
diverse environment like India? What role does social capital play in facilitating expatriates’ professional integration
and effectiveness within local networks? By addressing these questions, this research aims to provide valuable insights
for multinational corporations in designing strategies to enhance expatriate adaptation and performance in global
assignments.

The study begins with the theoretical background and key frameworks that guide the study, followed by a comprehensive
literature review highlighting existing gaps. The methodology section explains how the study was conducted, including
data collection, sampling, variables, and measures. After that, the results are presented and discussed in light of
existing research. The paper concludes by outlining theoretical and practical implications, along with suggestions for
future research.

2. Theoretical Background

Globalization has significantly increased multinational corporations’ reliance on expatriate assignments, particularly
in knowledge-intensive sectors such as information technology. In such contexts, an expatriate’s personality traits,
cultural intelligence (CI), and ability to cultivate social capital (SC) in the host country become essential for achieving
successful cross-cultural adjustment (CCA). This section draws on key theories and empirical research to explain the
direct and indirect relationships among these factors.

The foundation for understanding CCA comes from the framework of Black, Mendenhall, and Oddou [9], which identifies
three dimensions of adjustment: work, interaction, and general adaptation. According to this model, adaptation is
shaped by individual differences, job characteristics, organizational support, and cultural factors. Later studies [6, 13, 12|
reinforced the idea that CCA is a multidimensional process, influenced by enduring traits such as personality, learnable
skills such as CI, and social or organizational resources such as SC.

Social Capital Theory [14] emphasizes how networks, trust, and shared norms create valuable resources that enhance
learning, information exchange, and performance in new cultural contexts. Similarly, the Conservation of Resources
(COR) theory [15] frames personality traits, CI, and SC as personal resources that help individuals manage stress during
international assignments, thereby improving adaptation and well-being. Both frameworks highlight that personal
attributes and intercultural skills shape access to social resources, which in turn facilitate successful adjustment.
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The Big Five personality traits [16, 17|, comprising openness, conscientiousness, extraversion, agreeableness, and
emotional stability, have been consistently linked to expatriate success [3, 7]. Openness supports curiosity, cultural
learning, and adaptability; emotional stability aids stress management; and extraversion fosters social engagement with
host nationals. Trait Activation Theory [18] further explains how expatriate contexts provide cues that activate these
traits, leading to adaptive behaviors. Personality traits can influence CCA both directly and indirectly by shaping
coping strategies, social interactions, and attitudes [6], making personality a key predictor in structural models.

While personality reflects stable predispositions, cultural intelligence [13] represents a set of capabilities (metacognitive,
cognitive, motivational, and behavioral) that enable individuals to function effectively in diverse cultural environments.
CI can be developed through training, making it a strategic competency for organizations seeking to enhance expatriate
effectiveness [19]. Theoretically, personality influences the willingness to engage in new cultural experiences, while
CI determines the ability to adapt those engagements into effective interactions. For instance, an open, extroverted
expatriate with high motivational and behavioral CI is more likely to interact with host nationals in culturally
appropriate ways, building trust and rapport. Research suggests that CI predicts CCA more reliably than personality
alone [20], supporting its inclusion as an independent predictor.

Personality and CI also contribute to the development of SC. Traits such as extraversion, agreeableness, conscientiousness,
and openness are associated with network building, trust formation, and cross-cultural relationships [3, 17], while CI
supports the creation of trust-based connections across cultural boundaries [20, 19]. SC, in turn, acts as a bridge between
individual capabilities and adaptation outcomes, offering informational, emotional, and instrumental resources [21].
From a COR perspective, personality and CI are foundational resources, while SC functions as a secondary resource
that amplifies their effect on adjustment.

Drawing on Trait Activation Theory, Social Capital Theory, Cultural Intelligence Theory, and COR Theory, the
proposed model views expatriate personality and CI as critical resources that directly enhance CCA and indirectly
support it through the development of SC. This relationship is especially relevant in the Indian IT sector, where
informal networks, cultural flexibility, and relationship building are central to expatriate success.

3. Conceptual Framework and Hypothesis Development

Building on the theoretical foundations outlined earlier, namely Trait Activation Theory, Social Capital Theory,
Cultural Intelligence Theory, and Conservation of Resources (COR) Theory, the present conceptual framework positions
expatriate personality and cultural intelligence (CI) as key personal resources influencing cross-cultural adjustment
(CCA), both directly and indirectly through social capital (SC). The three-dimensional model of CCA (work, interaction,
and general) of Black, Mendenhall, and Oddou [9] serves as the structural anchor for this framework, with adaptation
viewed as the outcome of individual traits, intercultural skills, and social resource networks. Figure 1 presents the
hypothesized relationships.

Expatriate Personality
(EP)

Social Capital
(8C)

Cross-cultural Adjustment
(CCA)

Cultural Intelligence
(CD)

Figure 1: Conceptual framework
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3.1. Expatriate Personality

Personality encompasses characteristic patterns of thoughts, emotions, and behaviors that define an individual. The Five-
Factor Model (FFM), commonly known as the “Big Five,” categorizes personality into five dimensions: agreeableness,
openness, conscientiousness, extraversion, and neuroticism. These traits significantly influence an expatriate’s ability to
adjust to new cultural settings, manage stress, and foster effective interpersonal relationships. The FFM framework, as
outlined by Costa and McCrae [16], underscores the pivotal role of personality in expatriates’ cross-cultural adjustment
(CCA). These traits play a crucial part in determining how well expatriates engage with local cultures, manage
emotional challenges, and form social networks.

Empirical research has consistently linked the Big Five traits to key outcomes in expatriate adaptation, particularly
in overcoming challenges related to cultural integration, interpersonal dynamics, and stress management [22, 23].
Openness, characterized by curiosity and adaptability, helps expatriates appreciate cultural differences, embrace
unfamiliar perspectives, and engage with diverse practices. Emotional stability mitigates the stress associated
with cultural transitions, fostering resilience and enabling individuals to navigate new environments effectively [23].
Extraversion facilitates the establishment of social connections and trust across varied cultural contexts [3, 17],
while conscientiousness supports adaptability through goal-directed behavior, structured planning, and organized
approaches [3]. Collectively, these traits enhance an expatriate’s ability to develop resilience, maintain interpersonal
effectiveness, and adopt problem-solving strategies essential for thriving in unfamiliar cultural landscapes, ultimately
aiding in smoother cross-cultural transitions.

Beyond dispositional traits, contextual factors such as local language proficiency and active engagement in host-country
networks are associated with more effective cultural learning, since they provide expatriates with emotional support,
access to resources, and opportunities for deeper social integration. The interplay of CI, social capital, and local
language skills is therefore likely to enhance adaptation, underscoring the combined importance of personality, learned
skills, and local embeddedness in expatriate success.

Research has shown that personality traits significantly influence expatriates’ social integration, cultural acceptance,
and overall adaptability in host countries [24, 23, 10]. For expatriates adjusting to life in India, personality traits like
emotional stability, openness to new experiences, and conscientiousness are particularly vital. Emotional stability is
crucial in managing the stress of relocation and unexpected challenges, while openness fosters curiosity about local
customs and traditions, and conscientiousness ensures structured adaptability to navigate both professional and cultural
challenges effectively [23]. These traits together create a strong foundation for expatriates to flourish in their new
environments, making their adjustment process more seamless and productive.

3.2. Cultural Intelligence

Cultural intelligence (CI) is a multifaceted construct that defines an individual’s ability to effectively engage and
interact with people from diverse cultural backgrounds. With increasing global interconnectivity, CI has become an
indispensable skill for expatriates. CI consists of four core components: behavioral CI, motivational CI, metacognitive
CI, and cognitive CI, each contributing uniquely to an individual’s ability to navigate intercultural interactions.

Behavioral CI refers to an expatriate’s capacity to adapt verbal and nonverbal behaviors, such as speech patterns,
body language, and social etiquette, to align with the norms of different cultural contexts. Motivational CI captures
the intrinsic interest and drive to engage with individuals from diverse cultures, fostering a genuine commitment
to understanding and integrating into new cultural environments. Metacognitive CI pertains to the awareness and
regulation of one’s cognitive processes during intercultural interactions, enabling individuals to plan, monitor, and
evaluate cultural exchanges effectively. Cognitive CI involves the knowledge of cultural norms, practices, and beliefs,
often acquired through exposure and education in diverse cultures [20, 25, 26].

CI plays a pivotal role in expatriate adjustment, as it equips individuals with the knowledge, motivation, and behavioral
flexibility necessary to navigate diverse cultural landscapes effectively [20]. High levels of CT are essential for expatriates
to decode cultural cues, adjust their behaviors accordingly, and engage meaningfully with local communities. In the
context of India, which is characterized by an intricate social fabric with a multitude of languages, religions, and
customs, CI plays a central role in expatriates’ ability to adjust and build meaningful relationships [27].

Furthermore, research conducted by Caligiuri [28], Caligiuri and Tarique [29], Earley and Ang [13], and Barrick and
Mount [30] underscores the interconnected role of personality traits and cultural intelligence in shaping an expatriate’s
effectiveness in adapting to cross-cultural settings. For instance, expatriates with high levels of openness and emotional
stability tend to have higher CI, allowing them to adapt more quickly and effectively to new cultural contexts [23, 31].
Jurasek and Wawrosz [32] examine how CI relates to adjustment in a culturally unfamiliar host environment, finding
positive associations across general, interaction, and work-specific domains. CI’s importance extends beyond corporate
expatriates, involving key mechanisms such as metacognitive monitoring, motivational persistence, and behavioral

145



flexibility, especially for IT expatriates facing task ambiguity and intercultural challenges. Although often seen as
naturally beneficial, evidence indicates that CI’s effects depend on context. Lei, Thornton, Huang, and Castek [33]
find that CI helps manage cultural novelty and work stress, particularly in supportive environments with strong social
capital, emphasizing the interaction of personal traits, social capital, and environment in shaping adjustment.

3.3. Social Capital

Social capital refers to the benefits that individuals derive from the networks and relationships they build within
a community. These benefits manifest in various forms, such as mutual respect, shared understanding, and the
development of common values that foster a sense of belonging [34, 17, 23|. For expatriates, social capital becomes
a crucial asset in adjusting to unfamiliar environments. Forming professional networks, building friendships, and
accessing community support systems help expatriates navigate the challenges of relocation and enhance their social
and professional integration [35-37].

Social capital is not just about emotional support; it also provides tangible resources such as career opportunities,
information about local customs, and guidance on navigating professional and personal challenges. In the case of
expatriates in India, where informal networks and high-context communication play a significant role in daily life,
building strong social connections is essential for successful adaptation [38, 39].

A study by Ashaye, Mahmoud, Munna, and Ali [40] highlights the critical role of personality traits, such as emotional
intelligence, in fostering social capital. Expatriates who are emotionally intelligent are better able to understand social
cues, empathize with others, and communicate effectively, thus fostering stronger interpersonal relationships [21, 41].
Similarly, cultural intelligence (CI) enables expatriates to understand and adapt to cultural differences, which enhances
their ability to form meaningful connections in diverse environments [27].

Despite the acknowledged importance of social capital, there is limited research examining its mediating role between
personality traits, cultural intelligence, and cross-cultural adjustment [19, 42]. Gyensare, Jain, Asante, Adomako, Ofori,
and Hayford [43] show that expatriates promote workplace thriving through CI and local embeddedness, with relational
attachment acting as a mediator. Better cultural intelligence helps interpret cultural signals and build social networks,
creating social capital that supports adaptation. Their work highlights traits like cultural intelligence and relational
attachment as crucial for expatriate success, illustrating how social capital turns personality and cultural skills into
effective adjustment. This framework combines personality, cultural intelligence, relational, and environmental factors,
broadening the understanding of expatriate success [43].

Much of the existing literature tends to treat personality traits, CI, and social capital independently without exploring
how these factors interact to help expatriates build relationships that support both personal and professional success.
Additionally, while previous research has examined expatriate adjustment in various contexts, the unique cultural
challenges posed by India’s diverse and hierarchical environment remain underexplored [23]. In light of these gaps, it is
hypothesized that:

H1: Expatriate personality influences social capital.

H2: Cultural intelligence influences social capital.

3.4. Cross-Cultural Adjustment

Cross-cultural adjustment refers to the process through which expatriates adapt to the professional and social challenges
of living in a new cultural environment. Successful adjustment is essential for expatriates to contribute effectively to their
organizations and communities. The process is influenced by a variety of individual and environmental factors [9, 21].
Among these, personality traits such as emotional stability, openness to new experiences, and conscientiousness are key
predictors of successful adaptation [44]. Emotional stability plays a crucial role in managing the stress associated with
cultural transitions, while openness to new experiences facilitates a positive outlook toward cultural differences, enabling
expatriates to navigate unfamiliar environments [23]. Conscientiousness, in turn, supports goal-directed behavior and
structured adaptability, helping expatriates overcome challenges in both their professional and personal lives [45].

Along with personality, cultural intelligence (CI) plays a critical role in determining the success of expatriates’
adjustment. CI equips expatriates with the knowledge, motivation, and behavioral flexibility required to navigate
intercultural interactions effectively. Those with higher levels of CI are better able to decode cultural cues, adjust their
behaviors, and build trust within local communities [20, 46]. Research has also shown that expatriates with high CI
tend to experience fewer adjustment problems, as they can manage cultural differences with greater ease [47].
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Furthermore, the cultural distance between the home and host countries significantly affects the adjustment process.
Expatriates who relocate to countries with greater cultural differences may face more challenges, requiring stronger
support and adaptability to bridge the gap between differing cultural norms and practices [9, 21].

The adjustment process also benefits from organizational support mechanisms, such as pre-departure training and
mentorship, which prepare expatriates to address cultural challenges and integrate more successfully into the host
environment [48]. Successful cross-cultural adjustment leads to stronger interpersonal relationships, enhanced team
collaboration, and higher organizational productivity [19]. Conversely, failure to adjust results in social isolation,
decreased performance, and higher turnover, negatively impacting both the expatriate and the organization.

Based on the existing literature, it is clear that both personality traits and cultural intelligence are integral to expatriate
adjustment. These factors influence not only the adjustment process but also the expatriate’s ability to navigate
challenges and leverage opportunities in a new cultural environment. Consequently, it is hypothesized that:

H3: Expatriate personality influences cross-cultural adjustment.

H4: Cultural intelligence influences cross-cultural adjustment.

3.5. The Mediating Role of Social Capital

Qomariyah, Nguyen, Wu, and Tran-Chi [49] proposed an empirical model linking the Big Five personality traits and
cross-cultural competence (encompassing CI, adaptability, and empathy) with social capital, cross-cultural adjustment
(CCA), and job performance among expatriates in multinational firms. Their results indicate that personality traits
strengthen cross-cultural competence, which, in turn, fosters social capital, facilitates adjustment, and enhances
expatriate performance. Using structural modeling, they confirmed both direct and indirect effects through social
capital, underscoring the role of personal traits and intercultural skills in building the relationships essential for
adaptation.

Similarly, Chanveasna, Chanthuch, Veasna, Sovannara, and Ngounhort [50] investigated the influence of CI and social
support on expatriate adjustment in Cambodia. Their findings reveal that both CI and social support positively affect
CCA and performance, with social support encompassing both emotional and practical assistance. They recommend that
organizations promote cultural intelligence and facilitate local networking through mentoring initiatives to strengthen
adjustment outcomes.

Despite these insights, research that integrates personality, CI, social capital, and CCA within a unified framework
remains limited. Most studies employ partial indicators rather than comprehensive models. This gap highlights the
need for future research to deepen understanding by examining these constructs collectively.

In analyzing expatriate adaptation, it is important to account for both direct and indirect effects. Personality traits
may shape adjustment directly, while CI enables expatriates to decode cultural cues and adapt behaviors. Social capital
often mediates these relationships, with positive traits and high CI fostering trust and supportive networks that ease
adjustment. Accordingly, the literature suggests that social capital plays a significant mediating role between expatriate
personality, cultural intelligence, and cross-cultural adjustment. Therefore, it is presumed that:

Hb5a: Social capital mediates the relationship between expatriate personality and cross-cultural adjustment.
H5b: Social capital mediates the relationship between cultural intelligence and cross-cultural adjustment.

Expatriate management studies consistently underline the importance of personality traits, cultural intelligence, and
social capital in shaping cross-cultural adjustment [9, 51, 3, 13|, yet gaps remain in understanding their combined
effects, especially in the Indian IT context. Indian workplaces are marked by high power distance, collectivism, and
relationship-based exchanges [52, 11], making social capital crucial for trust, knowledge sharing, and informal decision
making. While Caligiuri [3] identified openness and emotional stability as key traits for expatriate success, Ang and
colleagues [20] and Rockstuhl and colleagues [26] highlighted CI as a dynamic capability that enhances adaptation,
but research has rarely integrated both factors in a single model. Huff, Song, and Gresch [53] demonstrated that
CI improves predictive power for expatriates in Japan, yet their model excluded social capital, leaving unanswered
questions on how traits and CI contribute to building networks. Evidence further suggests that extraversion, openness,
and CI foster trust and support systems [54, 19], but social capital has seldom been tested as a mediating factor. One
exception is the work of Qomariyah and colleagues [49], who showed that personality and cross-cultural competence
influence social capital, which in turn impacts adjustment and performance, though such models remain rare in IT or
Indian settings. Despite India’s central role in global IT services, most research has focused on Western or East Asian
regions [22, 11], overlooking India’s unique cultural and organizational conditions. This study, therefore, addresses
these limitations by integrating personality, CI, and social capital into a single framework, examining both direct and
mediated effects on cross-cultural adaptation, and offering insights with theoretical as well as practical relevance.
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4. Methodology

This study investigates the impact of expatriate personality and cultural intelligence on social capital and cross-cultural
adjustment among expatriate employees in the information technology sector. The focus on Bengaluru’s IT industry
stems from its high concentration of expatriate professionals and its strategic position in India’s global business
environment. India hosted approximately 4.48 million international migrants in 2020 and is also the world’s largest
origin country of international migrants [55]. A substantial number of these foreign nationals are employed in the IT,
consulting, engineering, and energy sectors. Bengaluru, being the largest exporter of IT services in the country, is
consistently ranked among the world’s fastest-growing technology hubs. This environment offers a relevant setting
for examining the interaction of personality, cultural intelligence, and social capital in a high-demand, cross-cultural
workplace.

4.1. Data Collection and Sampling

A descriptive, quantitative research design was employed to explore the relationships between social capital, cultural
intelligence (CI), and cross-cultural adjustment (CCA) within the expatriate community in Bengaluru. Data collection
was conducted using a convenience sampling method, targeting expatriates who volunteered to participate in the study.
Both online and in-person surveys were administered over six months to gather the required data.

The questionnaire contained 56 observed items across four constructs. Following Hair, Black, Babin, and Anderson [56],
a minimum sample of five respondents per item would require at least 280 observations. To improve statistical power
and enhance the stability of SEM estimates, 385 usable responses were obtained and retained for analysis across four
latent factors. Only expatriates currently working in India under international assignments were eligible to participate in
the study. Expatriate status was verified through screening questions administered prior to participation. To establish
expatriate status, respondents were required to be foreign nationals currently employed in India under international
assignment arrangements. Information regarding nationality (Table 1), region (Table 2), and assignment duration
(Table 3) was collected as part of the demographic profile. The sample represented a diverse expatriate population,
with participants originating primarily from Europe (42.1%) and North America (30.4%). Assignment durations ranged
from less than one year to more than five years, with the majority (42.6%) having worked in India between one and
three years. This diversity supports the suitability of the sample for examining cross-cultural adjustment and social
capital development among expatriates working in Indian multinational environments. The content of the survey
instrument was carefully developed based on existing literature and refined through discussions with field experts.
Structural equation modeling (SEM) was employed to analyze the data, ensuring robust and reliable results.

Table 1: Home country

Home country Frequency Percentage

United States 96 24.9%
United Kingdom 72 18.7%
Germany 51 13.2%
France 39 10.1%
Japan 33 8.6%
Australia 29 7.5%
Singapore 25 6.5%
Canada 21 5.5%
Other countries 19 4.9%
Total 385 100.0%

Table 2: Region

Region Frequency Percentage
Europe 162 42.1%
North America 117 30.4%
Asia-Pacific 87 22.6%
Other regions 19 4.9%
Total 385 100.0%

Note: Europe comprises the United Kingdom, Germany, and France; North America comprises the United States and Canada;
Asia-Pacific comprises Japan, Australia, and Singapore; Other regions comprises all remaining countries of origin. Figures
aggregate the home-country frequencies reported in Table 1.
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Table 3: Assignment duration

Assignment duration Frequency Percentage

Less than 1 year 61 15.8%
1 to 3 years 164 42.6%
3 to 5 years 108 28.1%
More than 5 years 52 13.5%
Total 385 100.0%

4.2. Variables and Measurement

Social capital was measured using a 15-item scale adapted from the conceptual dimensions of social capital identified
by Nahapiet and Ghoshal [14]. The instrument included five items each for structural, relational, and cognitive social
capital, adapted from the three-dimensional framework of Nahapiet and Ghoshal [14]. The instrument demonstrated
acceptable reliability and validity in the present study.

Cultural intelligence was assessed using a 16-item adaptation (four items per dimension) of the scale by Ang, Van
Dyne, Koh, Ng, Templer, Tay, and Chandrasekar [20], which incorporates four dimensions: metacognitive, cognitive,
motivational, and behavioral cultural intelligence. Expatriate personality was assessed using the Ten-Item Personality
Inventory (TIPI) developed by Gosling, Rentfrow, and Swann [57], which measures the Big Five personality dimensions:
extraversion, agreeableness, conscientiousness, emotional stability, and openness to experience. Because the TIPI
uses only two items per Big Five dimension, the two items for each dimension were parceled (averaged) into a single
indicator per trait for use in the CFA and SEM, following the item-parceling approach recommended for short scales
with few items per factor [58]. This yields five parcels for expatriate personality, consistent with the parceling already
used for the other latent constructs in the model. We note, and address in the Discussion, that this brevity is also a
likely contributor to the relatively low indicator reliabilities and AVE observed for this construct.

Finally, cross-cultural adjustment was assessed with a 15-item scale by Black and Stephens [2], evaluating general
adjustment, interactional adjustment, and work adjustment. Although the study employed 56 questionnaire items across
the four constructs, the CFA and SEM analyses were conducted using dimension-level indicators. Specifically, item
scores belonging to each theoretical dimension were averaged to form composite indicators (item parcels). Consequently,
social capital was represented by three indicators (structural, relational, and cognitive), cultural intelligence by
four indicators (metacognitive, cognitive, motivational, and behavioral), expatriate personality by five indicators
(extraversion, agreeableness, conscientiousness, emotional stability, and openness), and cross-cultural adjustment by
three indicators (general, interactional, and work adjustment), resulting in a total of 15 indicators in the measurement
and structural models. International experience, host-country tenure, and language proficiency were collected as part of
the original survey instrument, alongside the demographic items reported above, and were retained as control variables
in the structural model reported in the Results (Model B).

The study design and variable selection were guided by the aim of examining key individual and social factors most
relevant to the proposed research framework. Personality traits and cultural intelligence (CI) were selected to represent
prominent individual-level influences, while social capital (SC) reflects the social resources expatriates have access
to in the host environment. Other recognized influences on expatriate outcomes, including organizational support
systems, expatriate family networks, and certain psychological factors, were intentionally excluded to maintain a
focused analytical framework. This enabled a deeper exploration of the selected variables but inevitably limited the
breadth of the findings.

JMP Pro 17 and RStudio were used for both the construction of the measurement model through confirmatory factor
analysis (CFA) and the structural model using SEM. To estimate the parameters for both models, maximum likelihood
estimation was applied.

The analysis was conducted in two phases: the first phase involved the measurement model, which assessed the
relationships between predictors such as expatriate personality, cultural intelligence, social capital, and cross-cultural
adjustment. In the second phase, SEM was used to predict the effects of expatriate personality and cultural intelligence
on social capital and cross-cultural adjustment.

5. Results

The descriptive statistics, summarized in Table 4, provide a demographic profile of the study participants, highlighting
their gender, organizational roles, and work experience. This analysis establishes the context for examining how
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expatriates’ personality traits and cultural intelligence impact their social capital and cross-cultural adjustment within
multinational corporations (MNCs) operating in India.

Table 4: Descriptive statistics

N Column %

Gender

Male 215 55.84%
Female 170 44.16%
All 385 100.00%
Designation

Top management 89 23.12%
Middle management 239 62.08%
Lower management 57 14.81%
All 385 100.00%
Experience

Less than 5 years 112 29.09%
5 to 10 years 221 57.40%
More than 10 years 52 13.51%
All 385 100.00%

The sample comprised 385 participants, with 55.84% identifying as male and 44.16% identifying as female. This
representation provides a gender-inclusive perspective in analyzing the influence of personality traits and cultural
intelligence on cross-cultural adjustment and social capital development.

Participants were further categorized by organizational designation, revealing that the majority belonged to middle
management (62.08%), followed by top management (23.12%) and lower management (14.81%). This distribution
underscores the predominance of middle management, providing critical insights into how individuals at this level
navigate the challenges of working in culturally diverse environments.

In terms of work experience, the majority of participants (57.40%) had 5 to 10 years of experience, while 29.09%
had less than 5 years of experience, and 13.51% had more than 10 years of experience. The significant proportion of
early-career professionals in the sample offers an opportunity to examine how individuals in this group develop cultural
intelligence and social capital during the initial stages of their careers.

5.1. Confirmatory Factor Analysis

The CFA results (see Figure 2) demonstrated a good fit for the measurement model, supporting the validity of the
constructs under study. With a sample size of 385 and no missing data, the analysis yielded a Comparative Fit Index
(CFI) of 0.951, exceeding the threshold of 0.95, indicative of an excellent model fit. The Root Mean Square Error of
Approximation (RMSEA) was 0.050, with a 90% confidence interval ranging from 0.039 to 0.062, suggesting a close
approximation between the hypothesized model and the observed data.

The chi-square value (y? = 165.98, df = 84, p < 0.001) was significant, reflecting some degree of misfit, but this is not
uncommon given the sensitivity of the chi-square statistic to sample size. The corrected Akaike Information Criterion
(AIC = 10775.80) and the Bayesian Information Criterion (BIC = 10961.48) offer benchmarks for comparing this model
with alternative specifications, balancing model fit and complexity. The model estimated 51 parameters.

Overall, these results indicate that the measurement model adequately captures the constructs of expatriates’ personality,
cultural intelligence, social capital, and cross-cultural adjustment.

The indicator reliability analysis showed mixed results across the constructs. For expatriates’ personality (EP), reliability
values ranged from 0.273 (emotional stability) to 0.369 (conscientiousness). For social capital (SC), the cognitive
dimension had the highest reliability (0.531), followed by the structural dimension (0.442) and the relational dimension
(0.383). In cultural intelligence (CI), the dimensions demonstrated acceptable reliability, with motivational CI (0.470)
and behavioral CI (0.448) being the most reliable. For cross-cultural adjustment (CCA), work adjustment (0.632) and
interaction adjustment (0.632) showed the highest reliability, with general adjustment (0.530) also performing well.

The composite reliability, assessed using omega coefficients, demonstrated acceptable reliability for all latent variables in
the study. Expatriates’ personality (EP) achieved a reliability score of 0.743, indicating moderate internal consistency
among its items. Cultural intelligence (CI) showed a slightly higher reliability at 0.756, reflecting a robust level of
internal consistency. Social capital (SC) exhibited a reliability of 0.711, which meets the minimum threshold for
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Figure 2: Confirmatory factor analysis

acceptable reliability (typically 0.70), suggesting adequate consistency. Cross-cultural adjustment (CCA) demonstrated
the highest reliability among the variables, with an omega coeflicient of 0.817, indicating strong internal consistency.

Several indicators demonstrated acceptable reliability, particularly within the social capital, cultural intelligence, and
cross-cultural adjustment constructs. However, some indicators, especially within the expatriates’ personality construct,
exhibited reliability values below the commonly recommended threshold of 0.40. These indicators were retained because
they represent theoretically important dimensions of the Big Five personality framework and contribute to capturing
the full conceptual scope of the construct. Further, the Average Variance Extracted (AVE) values were calculated
to assess convergent validity and were 0.268 for expatriates’ personality, 0.452 for social capital, 0.436 for cultural
intelligence, and 0.598 for cross-cultural adjustment. Although the AVE values for expatriates’ personality, social
capital, and cultural intelligence were below the recommended threshold of 0.50, their composite reliability (omega)
and maximal reliability (H) values exceeded 0.70, indicating acceptable construct reliability. Cross-cultural adjustment
satisfied both the AVE and reliability criteria. Furthermore, the overall measurement model demonstrated a good fit to
the data (CFI = 0.951, RMSEA = 0.050), supporting the adequacy of the measurement structure.

Discriminant validity was assessed using both the Heterotrait-Monotrait (HTMT) ratio of correlations and the Fornell-
Larcker criterion (Table 5 and Figure 3). All HTMT values fell below the conservative 0.85 threshold recommended
by Henseler, Ringle, and Sarstedt [59], with the highest values observed between social capital and cross-cultural
adjustment (HTMT = 0.820) and between social capital and cultural intelligence (HTMT = 0.793), indicating that
discriminant validity is adequate by this criterion. The Fornell-Larcker criterion, which compares the square root of each
construct’s AVE to its correlations with other constructs, was violated for the social capital and cultural intelligence
pair, the social capital and cross-cultural adjustment pair, and the cultural intelligence and cross-cultural adjustment
pair, where the inter-construct correlation of 0.778 exceeds the square root of the AVE for cultural intelligence (0.660)
and marginally exceeds that for cross-cultural adjustment (0.775). Because HTMT is now widely regarded as the more
reliable indicator of discriminant validity, and because it is satisfied for all construct pairs, the constructs are treated as
empirically distinct, though the correlations among social capital, cultural intelligence, and cross-cultural adjustment
remain substantial and are discussed as a limitation.

Table 5: Discriminant validity

EP SC CI CCA

EP 0.522 0.397 0.285 0.218
SC 0.349 0.673 0.801 0.836
CI 0.268 0.793 0.660 0.778
CCA 0210 0.820 0.778 0.775

Note: Bold diagonal values are vVAVE for each construct; values below the diagonal are HTMT ratios; values above the
diagonal are inter-construct correlations.
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Common method bias was assessed using Harman’s single-factor test, in which all 56 items from the four constructs
were entered into an unrotated exploratory factor analysis. A single factor accounted for 15.5% of the total variance,
well below the 50% threshold commonly used to flag common method bias as a serious concern [60], suggesting that
common method variance is unlikely to account for the observed relationships among constructs.

5.2. Structural Equation Model

The structural model, as presented in Figure 4, was estimated as a single, fully hypothesized model in which social
capital and cross-cultural adjustment were regressed simultaneously on expatriate personality and cultural intelligence,
rather than as separate reduced models. Two versions of this model are reported: a baseline model (Model A) and a
model that additionally controls for international experience, host-country tenure, and language proficiency (Model B).
Model A showed a good fit to the data (x? = 165.98, df = 84, p < 0.001, CFI = 0.951, TLI = 0.939, RMSEA = 0.050,
90% CT [0.039, 0.062]); because every possible path among the four constructs is estimated, the structural portion of
Model A is just-identified and its fit is therefore identical to that of the measurement model. Model B, which includes
the three control variables, also fit acceptably (x? = 308.24, df = 123, p < 0.001, CFI = 0.905, TLI = 0.884, RMSEA
=0.063, 90% CI [0.054, 0.071]); fit indices are somewhat lower than Model A because of the additional variables, but
remain within conventionally acceptable ranges. Standard errors and 95% confidence intervals for all structural paths,
indirect effects, and total effects were obtained using nonparametric percentile bootstrapping with 1,000 resamples;
that is, the reported interval is bounded by the 2.5th and 97.5th percentiles of the bootstrap sampling distribution of
each standardized estimate, rather than a normal-approximation interval computed as the point estimate plus or minus
1.96 times the bootstrap standard error, consistent with current recommendations for testing mediation [61].

In Model A, as presented in Table 6, both expatriate personality (8 = 0.183, 95% CT [0.039, 0.321]) and cultural
intelligence (8 = 0.748, 95% CI [0.632, 0.864]) had significant positive effects on social capital, and social capital in
turn had a significant positive effect on cross-cultural adjustment (8 = 0.652, 95% CI [0.375, 1.053]).

The direct effect of expatriate personality on cross-cultural adjustment was borderline, with a 95% CI of [-0.270,
—0.000] essentially touching zero (8 = —0.124; see the note to Table 6). The direct effect of cultural intelligence on
cross-cultural adjustment was not significant (8 = 0.292, 95% CI [—0.083, 0.543|), a materially weaker result than
would be obtained from a reduced model estimating this path in isolation, illustrating why estimating this path outside
the full model can be misleading.

In Model B, as presented in Table 7, the pattern for expatriate personality and cultural intelligence was materially
unchanged (EP — SC: 8 = 0.207, 95% CI [0.039, 0.354]; CI — SC: 8 = 0.668, 95% CI [0.529, 0.811]; SC — CCA:
B =0.543, 95% CI [0.296, 0.921]), but the direct effect of cultural intelligence on cross-cultural adjustment weakened
further to non-significance (8 = 0.195, 95% CI [—0.125, 0.407]) once the three controls were included. Of the controls,
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Figure 4: Structural equation model with path coefficients (Note: *p < 0.05; **p < 0.01; ***p < 0.001)

Table 6: Structural model path estimates, Model A (baseline, bootstrapped 95% CI)

Path Std. 5 Boot. SE 95% percentile CI Sig. (CI excl. 0)
EP — SC 0.183 0.075 [0.039, 0.321] Yes

CI — SC 0.748 0.059 [0.632, 0.864] Yes

SC — CCA 0.652 0.173 [0.375, 1.053] Yes

EP — CCA (direct) —0.124 0.068 [—0.270, —0.000] Borderline*
CI — CCA (direct) 0.292 0.160 [—0.083, 0.543] No

EP — SC — CCA (indirect)  0.119 0.061 [0.025, 0.262] Yes

CI — SC — CCA (indirect)  0.488 0.146 [0.281, 0.841] Yes

Total effect EP — CCA —0.005 0.056 [—0.109, 0.108] No

Total effect CI — CCA 0.780 0.044 [0.692, 0.859] Yes

*The 95% percentile CI for the EP — CCA direct effect in Model A has an upper bound of —0.0002, essentially touching zero; given
the width of this interval relative to Monte Carlo error at 1,000 resamples, this result should be treated as borderline rather than a
robust effect, particularly since the corresponding effect is clearly non-significant in Model B once controls are included.

language proficiency emerged as a robust predictor of both social capital (8 = 0.255, 95% CI [0.134, 0.365]) and cross-
cultural adjustment (8 = 0.473, 95% CI [0.330, 0.583]), while international experience showed a negative association
with adjustment that did not reach significance (8 = —0.200, 95% CI [—0.417, 0.027]) and host-country tenure was not
a significant predictor of either outcome.

Taken together, as shown in Figure 5, Models A and B converge on the same substantive conclusion: social capital fully
mediates the effect of expatriate personality on cross-cultural adjustment, and, once cultural intelligence is modeled
alongside expatriate personality and appropriate controls, social capital fully mediates the effect of cultural intelligence
on cross-cultural adjustment as well; neither predictor retains a significant direct path to adjustment once its indirect
path through social capital is accounted for.

These results support H1 (expatriate personality — social capital), H2 (cultural intelligence — social capital), Hba
(social capital mediates the expatriate personality and cross-cultural adjustment relationship), and H5b (social capital
mediates the cultural intelligence and cross-cultural adjustment relationship). H3 (expatriate personality — cross-
cultural adjustment) was not supported. H4 (cultural intelligence — cross-cultural adjustment) was not supported as a
direct effect once estimated within the full model and, in Model B, once relevant controls were included; the relationship
between cultural intelligence and adjustment is instead fully carried by social capital. The findings underscore social
capital as the central mechanism linking individual characteristics to expatriate adjustment, with language proficiency
emerging as an additional, independently important resource.
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Table 7: Structural model path estimates, Model B (with controls for international experience, host tenure, and
language proficiency; bootstrapped 95% CI)

Path Std. 5 Boot. SE 95% percentile CI Sig. (CI excl. 0)
EP — SC 0.207 0.081 [0.039, 0.354] Yes
CI —» SC 0.668 0.070 [0.529, 0.811] Yes
Language proficiency — SC 0.255 0.058 [0.134, 0.365] Yes
Intl. experience — SC —0.078 0.150 [—0.355, 0.238] No
Host tenure — SC 0.063 0.144 [—0.224, 0.341] No
SC — CCA 0.543 0.160 [0.296, 0.921] Yes
EP — CCA (direct) —0.086 0.069 [—0.241, 0.042] No
CI — CCA (direct) 0.195 0.134 [—0.125, 0.407] No
Language proficiency — CCA  0.473 0.067 [0.330, 0.583] Yes
Intl. experience — CCA —0.200 0.112 [—0.417, 0.027] No
Host tenure — CCA 0.112 0.105 [—0.101, 0.317] No
EP — SC — CCA (indirect) 0.113 0.059 [0.020, 0.259] Yes
CI — SC — CCA (indirect) 0.363 0.126 [0.196, 0.690] Yes
Total effect EP — CCA 0.027 0.055 [—0.074, 0.135] No
Total effect CI — CCA 0.558 0.059 [0.446, 0.679] Yes
—@— Model A (baseline)
. —O— -@- Model B (with controls)
EP — CCA (direct) e ¥ m—— o Filtl)ejz C‘INexcﬁJodnegozZro (significant)
O Open = Clincludes zero (n.s.)
Cl » CCA (direct) — o
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Total effect EP - CCA 1
Total effect CI - CCA
~0.4 0.2 0.0 0.2 0.4 0.6 0.8 1.0

Standardized effect (B8) with bootstrapped 95% Cl

Figure 5: Direct, indirect, and total effects on cross-cultural adjustment, Model A vs. Model B, bootstrapped 95% CI
6. Discussion

This study explored the influence of expatriates’ personality traits and cultural intelligence on their ability to build
social capital and adapt to new cultural environments. The results indicate that EP has a significant influence on
SC, aligning with earlier studies that highlight the importance of dispositional traits in forming and sustaining social
networks abroad [16, 62|. Traits such as openness, extraversion, and agreeableness appear to support expatriates in
developing positive workplace relationships, thereby strengthening their SC.

Interestingly, the findings do not support a direct link between EP and CCA. This resonates with prior research that
reports mixed evidence on this relationship [63, 7]. The outcome suggests that personality alone is not sufficient to
drive successful adjustment, as expatriates must also acquire context-specific skills such as interpreting social cues and
adapting communication strategies. Thus, while personality contributes to building networks, it does not necessarily
guarantee smooth adjustment.

The study further demonstrates that CI strongly supports SC. This is consistent with earlier literature positioning
CI as a key resource in intercultural effectiveness [13, 64]. Expatriates who can adapt cognitively, behaviorally, and
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motivationally are better equipped to manage unfamiliar norms and cultivate relationships, which in turn enhances
both their SC and overall adjustment.

The mediation analysis reveals that SC plays a significant role in linking EP to CCA. In other words, while personality
traits help expatriates form relationships, it is these networks that ultimately support adjustment outcomes. Additionally,
CT’s influence on adjustment operates primarily, and once controls are included fully, indirectly through SC rather than
as an unmediated direct effect, further underscoring the intertwined nature of personal capabilities and social resources
in expatriate success.

7. Implications

The findings carry several implications for both theory and practice. On the theoretical side, they extend Trait Activation
Theory, Social Capital Theory, and Cultural Intelligence Theory by demonstrating how expatriate personality and
CI jointly influence SC and CCA. The study highlights that personality traits are not fixed predictors but become
influential when expressed through social interactions. CI plays a central role in this process, giving expatriates the
awareness and adaptability to interpret diverse cultural signals. This shows that individual strengths become more
useful when applied in real situations, supporting Trait Activation Theory.

At the same time, SC emerges as both a bridge that connects expatriates with host-country networks and a support
system that reduces the strain of cultural adjustment, affirming Social Capital Theory’s emphasis on trust and reciprocity
as essential foundations for successful adaptation. Together, these insights expand the theoretical conversation by
integrating personality, cognition, and social ties within a resource-based view of adjustment.

From a practical perspective, the results caution organizations against relying on personality alone when selecting
expatriates. A strong personality profile may not translate into successful cross-cultural adjustment if expatriates lack
the cultural skills to read situations or the networks to support them. Firms would therefore benefit from assessing
and developing CI in their expatriate workforce. Structured interventions such as pre-departure cultural preparation,
ongoing training, and mentorship programs in the host country can significantly enhance expatriates’ capacity to build
meaningful networks. When expatriates develop SC, they gain access to informal support, insider knowledge, and
smoother integration into work teams.

The Indian context makes these findings especially salient. Indian organizations, particularly in the IT and ITES
sectors, place high value on interpersonal relationships, trust-based interactions, and informal networking. Adjustment
in such settings depends less on technical competence alone and more on the ability to navigate social dynamics and
cultural expectations. Expatriates who succeed in cultivating SC are better able to collaborate across diverse teams,
leverage local knowledge, and contribute to innovation. For organizations, this translates into practical benefits such as
higher expatriate retention, reduced adjustment failures, and stronger cross-cultural collaboration. Investing in CI and
SC also helps organizations build more inclusive workplaces where expatriates and local employees work together more
effectively.

8. Conclusion

The success of multinational corporations depends heavily on their ability to manage cultural differences and integrate
diverse talent. Expatriates are central to this process, serving as links between home and host countries while driving
innovation and knowledge transfer. The study shows that personality traits, CI, and SC are important for cross-cultural
adjustment, especially in India’s complex social setting. Traits such as adaptability and emotional stability do not
directly predict adjustment but help expatriates build stronger networks that support adaptation. CI provides the
skills needed to interpret cultural cues and interact effectively, while SC emerges as the connecting force that links
individual attributes to adjustment outcomes.

For organizations, these findings translate into clear action points. When expatriates receive guidance before departure,
such as cultural training, ongoing cultural assistance, and mentorship in the host country, they are more likely to adapt
successfully. Building an inclusive workplace that values diversity and encourages collaboration further strengthens the
expatriates’ ability to adapt. By investing in both individual readiness and supportive structures, organizations can
improve expatriate performance and achieve more sustainable success in global operations.

While this study provides valuable insights into the interplay between expatriate personality, cultural intelligence,
social capital, and cross-cultural adjustment, several limitations should be acknowledged. The focus on expatriates in
Bengaluru’s IT sector ensured a clear research scope but restricted the generalizability of the findings to other industries
or cultural settings. Bengaluru’s cosmopolitan and globally oriented work environment may differ considerably from
traditional sectors or regional contexts within India and abroad. The use of convenience sampling further limits
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representativeness, as the sample may not reflect the diversity of the broader expatriate population. Moreover, the
cross-sectional design captures adjustment experiences only at a single point in time, overlooking how personality traits,
cultural intelligence, and social capital evolve throughout the expatriate journey.

Another limitation lies in the emphasis on individual-level factors, as organizational support systems, team dynamics,
cultural training, mentorship programs, and expatriate family networks were not examined, despite their potential
influence on adjustment outcomes.

Future research could address these gaps by adopting purposive sampling, expanding to multiple industries and global
locations, and employing longitudinal designs to track cross-cultural adjustment processes over time. Comparative
studies across regions such as Southeast Asia, Africa, or the Middle East would enrich our understanding of cultural
variations in expatriate success. Additionally, future inquiries should examine stress, cultural dissonance, turnover,
and family-related adjustments, alongside dimensions such as language acquisition, social integration, and identity
formation, to provide a more holistic picture of expatriate experiences and long-term adaptation.
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